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Abstract. The global economic environment is becoming more active and complex. Technological and
social changes affect the internal processes of companies associated with the diversification of production,
the introduction of new lines of products and services, the modernization of business processes. In this
article, the authors present the results of a study into the ways ten large industrial companies (fuel, chemical
and petrochemical, food industry, defence industry and agricultural technology) in the Omsk region develop
domestic internal entrepreneurship. As a result of narrative interviews with HR directors of the selected
companies, the authors formulated two approaches to the development of internal entrepreneurship. The
first method is based on the development of a creative environment that stimulates the generation of
initiatives to improve business. The second method involves companies implementing business projects
through employee development programs. The advantages and disadvantages of both methods are
subsequently highlighted. The conclusions draw attention to the problems of the development of internal
entrepreneurship within large industrial companies and the need to create a special environment and
infrastructure to promote the business initiatives of employees.
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1 Introduction
Many companies around the world pay great attention to attracting and developing internal entrepreneurship to
maintain their competitiveness. The entrepreneurial spirit of employees determines the implementation of innovations in
the company's activities and the maintenance of business sustainability in a rapidly changing economic and social reality
[1, 2]. The foundations of the concept of internal entrepreneurship were laid by scientists such as Macrae (1976), Nielsen,
Peters and Hisrich (1985), Vesper (1984), Pinchot (1985) and others [1, 3, 4, 5]. Three decades ago, the founders of the
concept noted that internal entrepreneurship was the main driver of large-scale changes in business and the economy.
Over the past 10 years, the number of studies in the field of entrepreneurial competencies in general and internal
entrepreneurship in particular has been increasing. According to WoS data, the number of publications on the subject of
this paper (the search term "intrapreneurship") increased more than 4 times from 2010 to 2019 (from 14 publications in
2010 to 61 publications in 2019). Today, new concepts of internal entrepreneurship are emerging, which point to the need
to study entrepreneurial competencies in terms of "potential" (opportunities for implementation in the field of
entrepreneurship), and not only the "capital" (availability of special education and entrepreneurial experience) of a person
[6, 7].
The hypotheses about a positive correlation between the effectiveness of internal entrepreneurship, the development
of entrepreneurial competencies and business growth and economic effect [8] are derived from and supported by empirical
data [7]. Companies focused on engaging employees in innovative internal corporate behaviour should create an
organizational climate that promotes entrepreneurial initiatives. The internal business climate, which is characterized by
a "positive correlation between management support, remuneration system and employee autonomy", seeks to tap into
employee innovation and to transform initiatives into real goods and services [9]. New ways of working (NWW), which
involves internal competitions for the development of a culture of initiative and innovation within a company, enables
employees to gain recognition for their work and for their importance to the company. Within this context, the culture
and conditions for the manifestation of initiatives within an organization have a significant impact on the development of
internal entrepreneurship [6, 10]. As a result of the activities of internal entrepreneurs, new products and services are
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introduced, new internal corporate companies are established, new markets and business development horizons are
opened [11, 12, 13].
Many large Russian companies are currently paying attention to the development of domestic internal
entrepreneurship, realizing that in this area there are significant reserves for increasing productivity and labour efficiency
[14, 15]. In Soviet times, companies had systems for submitting and implementing innovation proposals, which helped
to improve business processes. During the years of Perestroika, the system almost disappeared. However, it is now being
revived because many companies understand the key role the level of entrepreneurial competencies of their employees
plays.
The management of industrial companies based on internal entrepreneurship has been studied in the scientific works
of authors such as Bukhvalov, Molodchik, Popov and Pustovojt (2012) and Dondokova (2004) [16, 17]. Industrial
companies, like many others, need to create a special environment and infrastructure for the development of internal
entrepreneurship, which facilitates the manifestation and implementation of business initiatives.

2 Methodology
The article presents the results of research into the practice of developing internal entrepreneurship in ten large
industrial companies (fuel, chemical and petrochemical, food industry, defence and agricultural engineering) in the Omsk
region, which are highlighted on the website of the city administration https://www.admomsk.ru. The authors analyse
existing approaches to the development of internal entrepreneurship in industrial companies, which are the main
employers of graduates and the main providers of internships for students. The main goals of this work are to present and
analyse the existing approaches to the development of internal entrepreneurship of companies in the region, as well as to
highlight their advantages and disadvantages.
The method of collecting information was a narrative interview with HR specialists who are responsible for the
development of internal entrepreneurship in their respective company, as well as for the collection, analysis and
implementation of employee initiatives and/or projects. This method allowed us to collect qualitative data, which were
further analysed and grouped into existing approaches to the development of internal entrepreneurship among employees.
The authors selected HR specialists in those companies where this work is carried out (for various reasons, many
Omsk companies are not engaged in the development of internal entrepreneurship, despite the fact that in Soviet times
they had a system for submitting innovation proposals). In addition, not all companies are allowed to disclose information
about existing business processes, so only those HR specialists who could share tools for developing internal
entrepreneurship participated in the interviews.
During the interview, it was important for the authors to get answers to the following questions:
1. How is the work on getting initiatives from employees organized?
2. How are employees involved and motivated to take the initiative?
3. What criteria are used to make a decision on whether an initiative will be implemented or not?
4. What advantages and disadvantages are there in the approaches to the development of internal entrepreneurship?
In addition, document analysis was used as a method. In total, half of the companies were able to share standards or
presentations that describe systems for collecting initiatives from employees, their method of evaluation, and the methods
used by the companies to motivate employees to submit them.

3 Results and Discussion
To study the features of the work on the development of internal entrepreneurship at industrial companies in the Omsk
region, two main approaches were identified.
3.1 Development of a creative environment that stimulates the generation of initiatives
An industrial company is usually a well-established and stable structure that is difficult to quickly rebuild or break.
However, by tradition, such organizations have their own systems that encourage various improvements and innovations.
Some companies pay a fixed amount of money to initiators of changes in production, others build systems such as "The
factory of initiatives", "The bank of initiatives", "The pipeline of initiatives", and so on. These are tools for improving the
efficiency of a company by creating an environment for developing, reviewing and implementing employee initiatives.
The structure of such systems usually contains two basic elements – an administrator who receives, registers and
curates ideas, and an initiative committee, which reviews, evaluates, makes a decision and summarizes the results of their
implementation.
The functioning of this system is approximately the same everywhere and consists of several stages:
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1. The author of the initiative formulates and submits it in a certain way in the company. Some organizations require
the initiator to write down their idea and bring it to the responsible person, whereas others have special boxes for collecting
them, whilst the most advanced companies may use corporate portals or groups in messenger or on social networks.
2. The administrator registers the initiative. A number of companies have developed special classifiers for this purpose.
There is an instruction for classifying and maintaining a register of initiatives in one of the studied companies.
3. An initiative is sent for evaluation to experts of relevant departments. A special methodology for evaluating
initiatives has been developed at one of the military-industrial companies. At this stage, the initiative can be refined or
combined with other ones that are similar in content. At this stage, initiatives can either be screened out, finalized or
justified.
4. The revised initiative is sent to the finance department, where the economic effect is evaluated. At this stage, the
idea’s passport is formed and issued.
5. At a committee meeting of experts, the initiative is evaluated, ranked and a decision subsequently made on its
implementation. By consolidating the experience of various industrial companies, the authors developed a matrix of
criteria for evaluating initiatives based on their usefulness and availability.
Table 1. Criteria for evaluating initiatives
Scores

Criterion
1

2

3

Less than RUB 50,000

The initiative corresponds to the
organization's strategy, but its
implementation does not affect the
achievement of the company's
priority goals
From RUB 50,000 to RUB 500,000

The initiative corresponds to the
organization's strategy, and its
implementation affects the
achievement of the company's
priority goals
More than RUB 500,000

Probability of achieving the
expected result is less than 30%

Probability of achieving the
expected result is from 30% to 80%

Implementation of the idea will
affect one category of business
processes
A significant impact on the
company's image

Implementation of the idea will
affect two or more categories of
business processes
There is an impact on the formation
of a positive image of the company
in the "eyes" of one of the
interaction groups (the state,
consumers, employees, including
potential ones)

Probability of achieving the
expected result is more than
80%
Implementation of the idea will
affect the results of the
company as a whole
It will influence the formation
of a positive image of the
company in the "eyes" of more
than one of the interaction
groups (the state, consumers,
employees, including potential
ones)

Usefulness
Compliance
with company's
strategy
Expected
economic effect
Probability of
achieving the
expected result
Impact on
business
processes

The initiative is useful for achieving
business goals, but not relevant in
the short term (1-3 years)

Influence on
company's
image

Availability
Financial
resources
Human
resources
Administrative
resources
Time resources

The initiative requires an increase
in the current business plan
It is necessary to organize the
interaction of departments more
than one functional block to
implement the idea
The general manager plays the main
role
It will take six months or more from
the initiation of the idea to the result

The initiative requires a reallocation
of resources between items, but
within the current business plan
The interaction of departments of
one functional block to implement
the idea

The initiative is implemented
within the current business plan

The managing director plays the
main role
It will take three to six months from
the initiation of the idea to the result

The division head plays the
main role
It will take less than three
months from the initiation of
the idea to the result

The work of employees of the
profile division is enough

Source: Authors.

When an Initiative (I) is evaluated according to two criteria, with scores for the two parameters usefulness and
availability, it is assigned to one of four categories (see Figure 1):
- A – implementation zone (high availability and high usefulness);
- В – decision-making zone (high availability and low usefulness or low availability and high usefulness);
- C – rejection zone (low utility and low availability);
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In order to motivate employees to generate various initiatives, industrial companies use different systems. The main
objectives of these systems are to:
x

create an information base for generating initiatives;

x

create a communicative and creative environment;

x

create a positive image of the initiators;

x

support initiatives and feedback.

All these systems can be classified into three groups:
1.

Motivation to participate, whereby ideas are encouraged.

2.

Motivation through results, whereby employees receive remuneration:

a.

percentage of the economic effect of the implementation results;

b.

fixed amount for each initiative.

Availability
300
I

I

В

А

С

В

I

I

150

I

I

I

0
300

600
Usefulness

Figure 1. Evaluation of initiatives by expert committee
Source: Authors

3.

Motivation through consolidation, whereby an employee is put in charge of the implementation of their own
initiative, thereby creating an opportunity for career growth.

In several companies, the authors found interesting mechanisms to measure performance against the initiatives of its
employees. By consolidating this information, three groups of performance indicators can be distinguished:
1.

2.

3.

Employee engagement
a.

engagement rates (number of initiators / number of personnel)

b.

number of initiatives filed in a particular period (N)

Content of initiatives
a.

areas of improvement (business process groups)

b.

structure of initiatives by category (A/N, B/N, C/N)

c.

percentage of rejected initiatives

Performance
a.

implementation rate (number of initiatives implemented / number of initiatives submitted)

b.

coefficient of achievement of economic effect (factual savings / planned savings)

c.

costs per 1 initiative (∑costs / number of all initiatives)

d.

potential coefficient (number of initiatives without investment / number of all initiatives)

e.

total efficiency coefficient (∑effects / ∑costs)
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The advantages of this approach are that:
1.

all employees of the organization are involved in the process of generating ideas. Everyone has an equal
opportunity to implement an initiative;

2.

the environment for the development, review and implementation of initiatives of employees is formed within
the company.

The disadvantages of this approach are that:
1.

for large scale companies in the region, it is difficult to create an environment for the manifestation of
entrepreneurial initiatives because of the large number of employees, structural divisions, difficulties in
establishing communication processes, as well as the need to introduce additional jobs for organizing,
planning and controlling the process;

2.

the process from the inception of an idea to the assessment and implementation thereof is very long.

3.2 Implementation of business projects through personnel development programs
Without negating the value of the first approach, many industrial companies implement the initiative of internal
entrepreneurship through personnel management. In this case, the promotion of business initiatives is implemented
through training and development programs with a business focus. This may occur through, for example, the organization
of corporate scientific and practical conferences for employees.
The main essence of this approach is that talents or initiators are assigned the task of developing and protecting a
business project aimed at improving business processes or implementing business initiatives within the framework of
developing corporate programs [18].
Employees can work on projects in small groups or alone. A mentor can join the project. As a rule, a certain period of
time, for example a calendar year, is given to develop a business initiative. After the development stage, business projects
are defended, winners are identified and rewarded, and the best ideas implemented.
This approach, in our opinion, has a number of advantages:
1. The talents within an organization are those with the potential to occupy a more responsible position. Members of
the talent pool are ambitious, purposeful, innovative and ready to take steps to develop themselves and the company.
2. Project work is conducted usually in groups. When talented, high-potential employees interact, a synergy effect
occurs and the output of promising business initiatives increases significantly (compared to the first approach).
3. Motivation to improve the business process and introduce initiatives for business development is a powerful tool
for increasing employee engagement and loyalty, as well as the basis for creating an environment for the development of
internal entrepreneurship.
The disadvantages:
1. The environment for the development of internal entrepreneurship is formed only in a few personnel (for example,
in the talent pool) and participants of scientific and practical conferences. The participants of scientific and practical
conferences are often talents.
2. Low risk tolerance of employees of Russian industrial companies. The fear of restrictions can become a stumbling
block at the implementation stage of an employee’s business initiative [19].
3.3. Discussion
For the development of internal entrepreneurship, it is necessary to create a certain environment, or even an ecosystem
in a company [9, 17, 20, 21]. The results of our research confirm the data of previous research on the importance of
creating a supportive environment that includes, among other things, financial mechanisms, decision-making procedures,
motivational and internal communication systems, and an innovative corporate culture. The key point is that the
environment should promote the birth and development of internal entrepreneurs and the implementation of business
initiatives. As the cases of the analysed companies show, internal initiative competitions can foster a culture of innovation
in which employees can feel accomplished and receive recognition for presenting new ideas, as confirmed by the research
of other scientists [10]. The relationship between a freely accessible open workplace and intrapreneurial behaviour is
mediated by transformational leadership [6]. This area also needs to be studied by analysing the correlation between
management styles in companies and the level of internal entrepreneurship.
Creating an environment for internal entrepreneurship should be accompanied by modernization of the industrial
company infrastructure, including, among other things, technological equipment, financial support for initiatives and
assessment of their investment attractiveness, and the training and development of employees’ entrepreneurial
competencies. While developing entrepreneurial competencies, it is important to pay attention to the employees’ ability
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to assume responsibility for envisioning the necessary product, market, and management strategies [1]. Developing the
ability of subordinates to take responsibility in Russian companies, where the authoritarian management style often
prevails, is not such an easy task. In addition, it is rather difficult to teach people business thinking, which involves
calculating risks and thinking about management strategies. Educational institutions should certainly assist in this by
preparing graduates with a high level of entrepreneurial competence [22].

4 Conclusion
Internal entrepreneurship is not an innovation, its appearance in the last century is due to trends and features of
economic development. At present, when the competition between industrial companies is strong and there is economic
turbulence and dynamic technological development, internal entrepreneurship can become a strategic resource for a
company's development. In this regard, the managements of companies should pay attention to creating an innovative
internal corporate environment that promotes the involvement of a large number of employees in the process of
developing business initiatives.
There are a number of problems associated with risk, independence, fear, financial support, and other factors on the
way to implementing internal entrepreneurship. It is the shared opinion of the authors that the main obstacle to the
development of internal entrepreneurship in industrial companies is the low level of development of employees’
entrepreneurial competencies and the low level of involvement of people in the business processes of a company. In this
area, we plan further research, in which we will try to identify areas of development in the studied companies and come
up with a concept that will enable large industrial companies to successfully implement internal entrepreneurship.
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