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INTRODUCTION

This specialised conference of the EuroMed Academy of Business aims to provide a unique
forum and facilitate the exchange of cuttthge information on examiniagd building new
theory and business models in the arddR @iractices and entrepreneurial challenges.

Many people and organizations are responsible for the successful outcome of this specialized
conference of the EuroMed Academy of Business.

Special thAnks go to the Conference Chair PH#la CHEBB) the Conference Organising
Committee an&DC Paris Business Schdol accomplishing an excellent job.

It is acknowledged that a successful conference could not be possible without the- special co
operatbn and care of the Reviewers for evaluating the papers and abstracts that were submitted
to this conference. Special thanks to the Session Chairs and Paper Discussants for taking the
extra time to make this conference a real success.

The last but not théeast important acknowledgment goes to all those who submitted and
presented their work at the conference. Their valuable research has highly contributed to the
continuous success of the conference.
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IMPROVING SELF -PERCEPTION OF ENTREPRENEURIAL
COMPETENCIES AMONG THE ENTREPRENEURS: DOES
ENTREPRENEURIAL ACCOMPANYING PLAY A MAJ OR ROLE?
STUDY OF RESEAU ENTREPRENDRE CASE

Ben Salah Dulys, Amira*; Ben Salah Imen?

1Management Science Doctorate, University of Jean Moulin Lyon 3, Lyon, France
2Management Science Doctorate, University of Jean Moulin Lyon 3, Lyon, France

Abstract

Loué et al. (2008) argue that research on entreprenewdhpetencies (EC) remains
relatively "immature" and that none of them
namely; the formalization of a stable tool aimed at positioningesssng or selissessing
competencies.

Faced with the lack of both theoretical and practical information, the research topic bears
importance for both business support structures and the economic &zasesl on our
conviction that in the accompanyingaptice field, the consideration of the "competence"
concept offers a new opportunity to place professional support practices at the heart of
entrepreneurship development (Toutain and Fayolle 28@8)hus ensure the performance of
entrepreneurial activits undertaken by entreprenewsr research aims to fill this gap and

puts a focus on the general question of the EC's development in the business support
structures.

The research paper presented here focuses on the issue of business accompanygrcen refer

to competencies development. Our central hypothesis is that entrepreneurial support
facilitates, accelerates and perhaps even determines the development of the EC. Given the
scope and difficulty of the topic, we have chosen to focus the research selfjherception

and the entrepreneurods beliefs on their abil
Keywords: Perception- Entrepreneurial Competencies (EC) New Business Support
Structures- Entrepreneurial Support- Entrepreneurial Selfeffectiveness Selfawareness

of EC 1 Beliefs on abilities to improve EC.



Introduction

Starting a new busines®quiresbeliefs andconvictions. Such a projectrequires rigoy
patience, and especially large doseof determination andtonfidence in ourskills and
abilities. It is a persoal investmentthat engageseveral aspectat the same timethe
personal aspecpérsonality traits), the professional aspect and the social a3jestart a
businesswe must firstand above allpelieve that it igpossible.Then,we must be awaref
the difficulties andinally decideto overcomehem(GambuandLe Hir, 2001).

Throughout thevhole entrepreneurial procesthe entreprenewftenhasa blurredperception
of his surroundingshis capabilities andesourcesaspirationsor goals(Bruyat, 201). The
role of the accompanigs to help the entrepreneto betterperceive andlevelop his skills
and abilitiesby promotingall therequired elements.

According to Cuzinand Fayolle (2004, "The accompanying process a process byvhich
the entrepeneurwill perform multiplelearning andgain accesgo resourceor developthe
required competencie® the implementatiowf his project. Based on this definitioryve
recognizethat a business suppastructure is as place wherdearningis acceleratd by
providingtime andplace wherghe entreprenewan focuson not only the development bis
projectbut also on hi€C tocomplete successfullyis project.

The issue ofhe entrepreneufscompetence anskills developmentan be combined with the
research topion the effectiveness dfusiness support structuriesform a broad issuavhich
accompanyingrofessionalgurrently face

However, despite thattention paido accompaying andbusinessupport structurefor their
important contribution toi mpr ovi ng e petformance and dhactistiés they
perform it mustbeacknowledgedhat these structuremdtheir accompanyingnethods and
techniquedgor developing EChave causetittle interestamong theesearchers in thigeld of
entrepreeurship

Similarly, it seems essenti&d drawa particularattentionto thelack of research taking into
accountthe psychologicaldimensionsof the entrepreneuin the accompanyingprocess
Indeed accompanyingpractices havéeenevaluatedbased primaly on technicakools they
use and that are centered omhe provisionof the physical resourceghe realization of a
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businesgplan, a successfutompletionof administrative proceduresdthe delivery ofgood
accompanyingervices.

Another important dimmsion that should be emphasized and which complements and
reinforces the earlier idea is the absemtéhe literature, ofesearchanalyzing the impaabf
entr epr e-peeceptionod ECoretheir level ofentrepreneurial performan¢Murphy
and Youmg 1996).Thus,on the basi®f these element#, seems to be essential timke into
accountthe perceptions ofntrepreneursand the development oOEC at the heartof
accompanyingpractices.

Therefore, the objective of ouesearch ido develop a betteunderstandingdf new firm
creationin general,the control of entrepreneurial processesd the dynamicsthat the
entrepreneuimpulsesas parbf his accompaniment.

In this researchwe focusedour intereston the concepbf EC in orderto repositionthe
relationshipaccompanist éntrepreneur at theenter of theaccompanyingprocessWe have
implemented aresearch focused othe analysisof the selfperception of EC among
accompanieahascenentrepreneursl herefore the issue raiseth this researcls to find out
to what extent post creatiomccompanyingtructurecontributes to the improvemeat the
entr epr epeeaptios dheisEE€?P f

To validate our research hypothese® optedfor a quantitativeand longitudinal study.In
order toobtainpractical input anaollect the maximum numberf statistical data, oustudy
was performedas part ofa partnership between tiiesearch Center iBntrepreneurshipf
EM Lyon Business Schoo(CRE) and RéseauEntreprendr® in France (RE®). We
administeredwice andwith 8-month intervalswith the same questionnaite entrepreneurs
of the Reseattntreprendre@etwork The first serieof questionnairesvas launched at the
end of February 2012ndthe second series at tleed of October 2012To achieve the
analyticaltreatmentwe usedhe approach dfnear regressionwith SPSS.1Xkoftware to test
the nature of relationshifgmetween key variablesf our study.

To answerto ourissuewhich falls undethe impact ofentrepreneuriatupporton improving
their perception®f entrepreneur€E, two partsaremobilizedin this paper atheoretical and
empirical partIn the firsttheoreticalpart we will examineliteraturearound accompanying
and entrepreneurial competencies in ordedéfine the key conceptsn relation to our
research questiorin the secondcempirical part we will presentand discuss thetatistical

results ofour research
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Theoretical Framework: Entrepreneurial AccompanyingAnd Development
Of Self-Perception Of Entrepreneurial Competencies: Towards A New

PerspectiveOf A PsychologyBased AccompanyingOf The Entrepreneur
EntrepreneurialAccompanyingmaindefinitions of the concept
Entrepreneurshipespeciallyinnovative technologyis so complexthat it requires apecific
andtargeted suppodnd in this respe@ntrepreneurial accompanyirga keysuccess factor.
Beingsurrounded bexperts angrofessionalsto benefit fromtheir experiencesdvice and
assistancare conditionghat allow thefuture businessreatorto properly preparandlaunch
the projecunderthe best conditionso ago ensure its success

Accompanyings aresearch topic in théhardening"phase(Stengers, 1987)The numbeiof
scientific articleson the subjecis still relatively small butrapidly evolving(Valeay 2006).
Indeed, the theme ofentrepreneurialaccompanyingis increasingly studied by many
researchersMaleay 2006 Messeghenand Verstraete 2009) haveattempted tadentify and
define it. Accompanyingis a professionthat requires according Fayolle (2004 sound
knowledge anddiverse competencied~or successfulaccompanyingand to teach the
entrepreneurhis joh the accompanistmust have certairgualities. The most important
qualities, accordingto Fayolle (2004) seem to beactive listening empathyand teaching
skills.

LegerJarniou(2005 state thaaccompanyings a process of'transitioning a persornfrom
one state t@nother, orto influencethe entrepreneuo takedecisions.It aims to makehe
entrepreneuindependent andccompanyingshould in @ way substitutethe entrepreneur
The objectivels to supporta personor team) carryingan ideato maturethis ideain a way
that gives risé¢o a viablebusiness creatioproject.

Accompanyingmay be consideredccordingBares (2004 from the concept of"support
network" able to develom specific skik for business creatioprojects that isto say an
ability to intervene inall aspectsof a project, without isolating the legal commercial,
financialand socia[...] aspectandto accompanyhe newlycreated compan

Dokou, Gasse Abiassiand Truck (2004 define entrepreneuriahccompanyingas a set of
practices taim tofill strategicgapsof SMEs.They studythe accompanyingnfluence in the
monitoring of the environmenthe accesdo local resoures in risk managemenn relation

to entrepreneurigberformance.
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Sammut (20033 2003b)addresses somssues related tthe accompanimenthe authoris
particularly interestedin the learning process according to her, characterizing the
accompanyingprocess During the accompaying the entrepreneucan access information
and knowledgehat canbe mobilizedin action andhe development diis business creation
project Sammutpresentaccompanyings a pathto independencéor the entrepreneuiThe
real bet of accompanimenis to ensure thathe entrepreneulearns tohis job asbusiness
managewithoutthe accompanist
Beyondthelearningaspectother elementsmerge from th&ammutresearch workAs far as
the accompanist is concerneshe considers that, while being aspecialist ofyoung small
compairies andin creation,the entrepreneumust also besufficiently a general s tb deal
with all reportedor latentproblems.Finally, she stresses the importanad the temporal
dimensionby clearlyemphasiing accompanying as a long teapproach
Definitions of entreprerurial accompanyingare numerous, buall sharea number of
characteristicsthe duration andhe time perspective the frequencyof relations between
entrepreneuand accompaist and regular meetingsthe uniqueness dhe relationship, the
close relationshighat is establishedhe necessary adjustmemd the singularityof each
specific situation intogethey transformation orchange in behavioor attitude that the
entrepreneur seeks @émo which the accompanistvill contribute and finally the place of
reflectionwith regard to the entrepreneuradtiors taking placg Ben MahmoudJouini, Paris
and Office2010).
To atempt tobetter understand theoncept ofbusiness creatioaccompanyig is necessary
butis not enouglgiven thediversity of practices Accompanimenbften appearsultiple and
multifaceted so much so thasome authors ust qualify accompanying asnebuld or
"maze’.
Entrepreneuriabccompanyingnewbusinessustainablity factor
The fragility of young companiegs unanimously recognize@erger- Sweef 2005).Thus
despiteeverything,it appears that thereation andstartup time isstill characterizedy too
many failures Bares, 2004).Beyond an understandable refiance on the part ofthe
concernecentrepreneutghe causes dhe failureare often difficult tadentify because many
unfavorable factorsccumulate andre self-sustaining(Sammut, 1998)However, the facts
show thatthe lack of own resourcess one & the most frequently citecdcause of the
disappearancef young companie§&Zhaoand Aram 1995;INSEE, 2000).Indeed,according
to Zhaoand Aram(1995)"small andnew businesselack the resourceg..]. The task of a
13



young firmand a measure ofs succes isto evolvefrom an organizéion with a lack of
resources to eesourcerich organization."The resourceshat are lackingrevaried in nature
since theyrelate amongst othersto capital, technology, managerial and operational
competencieg;onsumes, networkingor eventhe media Aldrich andFiol, 1994).
Referring toa series of studieslulien (2003 lists the structural and economi@riables
necessaryor the survivalof new businessasamely:demand quality andvariety oflaboror
the presencef i ¢ 0 mp | e mesoutcesuch asnfrastructure funding sourceshusiness
services including consulting and a favorable environment to develop business ideas
including theaccompanyingtructures
As a consequence the accompanying practpggearsto be animportart factor for new
business succedsndeed entrepreneurighccompanyingracticesare intendeahot onlyto fill
strategicgaps of SMEs (pokou, Gasse Abiassi and Truck, 2004),to mobilize a set of
resourcesinformation, moneysupply consultng, andtechnology tostrengtherthe creative
energy of entrepreneurs Albert, Fayolle and Marion 1994) to identify and develop
entrepreneuriabpportunities Bares, Chelly, Levy-Tadjine, 2004),but alsoto develop a
learning ability(Dokou, 2001fayolle, 2002, 2004).
We will try to go furtherbelow bypresentingan analytical frameworkhat should allowna
better understandingf the concept okntrepreneuriacompetence andelf-perceptionby
entrepreneurs.
Seltperception of Entrepreneurial Competes(EC)
Definition of the EC concept
The concept of EC reflects the performance of an individual (Hoffmann, 1999; Draganidis
and Mentzas 2006). Originally, the concept of competencies has been used in the field of
education to describe the behavior ofdetts and teachers (Bowden and Masters, 1993).
became well known in the field of management through the work of Boyatzis (1982). It is
from there that the competencies studies have experiamgrethin terms of volume.
Parry (1998) argues that thethiand development of the competencies approach is rooted in
the need to identify and define the characteristics of successful managers. This approach is
based on the assumption that managers can be trained and progress along these lines
(Burgoyne, 1993rad Parry, 1998).
To admitthe existence of EC means recognizihgt competenseshave significant valus®
theentrepreneursThe concept of competence has, from the 60s, gradually applitaitan
Resource practices, including the evaluation anduitecent of employees. The usual
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meaning othe competence conceptthe"recognition of an individual to the particular way

to combine resources to deal with complex problems and situa(iBresse et al. 2008).

Bird (1995, p 51) defines EC dsinderlying chaacteristics such as generic and specific
knowledge, motives, traits, saéifiages, social roles and competencies that lead to the
creation of a company, its survival and / or growth. The EC are of course owned by
individuals who are entrepreneurs that gstar transform organizations and add value
through their organization's resources and opportunities."”

In his work, Bird (1995) joined the idea of managerial competemessarchers (especially
Boyatzis (1982)when sheemphasizes the importance of distirgling between a skill that
contributes to performance excellence akidls regarded as a minimum standard, a reference
or threshold. It suggests that the competencies needed to start a business, implementing a
business idea or plan can be designed dowgrto most entrepreneurial studies as a
"reference" and that the most effective entrepreneurs are those that go theyaoerterence

to engage in organizations that survive and evolve.

What also seems to w$ additional importance is the fact that cagtgncies can be learned.
Thus, recognizing the importance of competencies thed identification is crucial for
educators anthe development of learning opportunities (Mitchelmore and Rowley, 2010). It
is in this sense that Muzychenko and Saee (2004¢ laagued that there is a difference
between an "innate" and "acquired" competence. The first concerns the traits, attitudes, self
image and social role, while tlsecond concerns the components acquired through work or
through a theoretical or practicadrning (ex. capacityknowledge and the experience).
When we talk about "innate" competencies we sometimes refer to "internalized elements”
(Bartlett and Ghoshal, 1997), eteas i a ¢ q u icampetencies oftenare refer to
"exteriorizedelements" (Muzychernkand Saee, 2004). Internalized aspects of competencies
are difficult to change ral on the contrargxteriorizedelements can be acquired through
adaptedraining and education prograraad in addition, they need to be practiced (Garavan
and McGuire, 20G1IMan and Lau , 2005, in Hazlina Ahmad, 2007).

The ECare considered by Man et al. (2002) dsgh-level features including personality
traits, abilities and knowledge, and therefore can be seen as the total capacity of the
entrepreneur to successfully pamm the roles in his work.These competencies afreerefore
connected to the result of work or business performance (McClelland, 1987; Chandler and

Jansen, 1992; Chandler and Hanks, 1994; Baum, 1995). There is a general consensus that the
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EC are owned byndividuals who engagend transformbusinesss. (Mitchelmore and
Rowley, 2010).

Johnson and Winterton (1999) note that the abilities and competencies required to run a small
business are differenboth qualitatively and quantitativelffrom those neededh large
organizations. This igspeciallytrue in the context of entrepreneurship because the focus is
more on the individual (Hunt and Meech, 1991).

Given thatentreprenewr perform both the ownend manageroles, this leads us to believe

that the scpe of EC is wider than that of managerial competencies (Chandler and Hanks,
1994; Johnson and Winterton, 1999; Lau et al . 2000). Johnson and Winterton (1999) support
the idea that it is difficult to analyze the activities carried outebyreprenews as prely
administrative or managerial activities and purely entrepreneurial activities. The term EC
should refer tdoththe entrepreneurial and managerial competencies (Nakhata, 2007).
Throughout our study, we will refer to the definition and model of E@gwsed by Man et al.
(2002). Based on previous empirical studies, the authors distinguish six main areas of EC:
competencies related to the opportunity, relational competencies, conceptual competencies,
organizational competencies, strategic competencgs@npetences of commitment.

The following table summarizes these different competencies and some behaviors which can

be evaluated each skill.

Areas of Definitionsby Manet al (2002 p Examples of behavior Underlying
competence | 132) P dimensions
Opportunity _Comf’?tef.‘c'es related to the Identify, assess and look for busine{ Dynamic search
related identification and development of " o
: L opportunities. Vigilance
competencies | market opportunities in different wayg
: . Competencies related totéractions Build relationships and networks, | Teamwork

Relationship . . : i .
competencies between two people or one person aff communicate, negotiate, effective | Social perception

P a group. conflict management. Negotiation

Competencies related to the different

Thinking intuitively and quickly

Troubleshooter

ggnqci?étrl\ilies concejpual abilities reflected in the when making decisions, see differell Judgment
P behavior of the entrepreneur. angles, innovate and estimate risk. | Analysis
Competencies related toeth Personnel
Organizational | organization of different internal, Plan, organize, manage, motivate, | Management
competencies | external, human, material, financial a| delegate and control. Planning and

technological resources.

Organization
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Set a vision and ambitious but
achievable business goals, design
strategies to achieve goals, diagnog

Strategic Competencies related the the effectiveness of strategies and g:ir:rfgtli(c:)n
competencies determination, assessment and take corrective action if necessary, Vision
P implementation of business strategiey make $rategic changes and use
tactics in business.
Maintain the effort to commit to Learning

Commitment Competencies that drive entrepreneu long-term goals, commit to pessal | Orientation

competencies | move forward in theibusiness.

Table 1 ECidentified byMan et al.(2002)

EC Developmentssues

Researclhinto skill, talent andpersonahbility developments not arecent issudlt hasbeen a
subject ofactive and popularresearch since the 1970sdeed, during this century, the
developmentof managersand executives receivednuch attentionand has become a
preoccupation(Boyatzis et al. 1996). This attentiorwas mainly focused orthe use of
competencieso manage andmplement change (Mulder, 2001). Nyhan, 1998seesa
competency as a strategmanagement todb deal withthe current environment

More recentlythe view was taken thabmpetencieshould be understoawbt only asa set of
behaviorsbut al® asa set of attributethatenable theachievenent ofsuperior performance.
Competencies developmeshould thereforebe targeted tahe underlyingcompetencies
rather tharon thebehavioral leve(Hackett,2001).According tothis view, skill developmen
aims to broaden thability of a persorto act effectively ina variety of situationby helping
that person tacquire additionaskills applicableto achievethe performance of severalsks
(Ley andal. 2005).

New competencieseed to balevelogd when a persorenters a nevgituation in which the
action is notpredeterminedar when the persors confronted withdemands ofhe new task
(Ley et al.2005).Similarly, learning fromrealizedresultsor receivingfeedbackirom amore
experienced persarontibutes to the improvememind developmentf skills. This ideawas
supported bya large body ofesearch showinghe importance andole of learningin the
development oEC.

We firmly believe thathe concepof learning cannot be separafieoim that ofcompetencies.
Indeed learning seems intuitively, a natural starting point for any discussionon
competenciesRecall,to drawan examplethe work ofPrahalacand Hame[1990)who were
the first to introducehe concept of core competenciégkey competacies)(Drejer, 2000).

These authorsven claimthat 'the key competencig®er corg arethe collective learningn
17
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the organizationin particularthe way in whichthe various competenciessociated with the
productionand multiplerelatedtechnologies tseamsare coordinatel dPrahaladand Hamel

1990).

This is alsoin line with the ideaproposedmore recently byBoyatzis Stubbsand Taylor
(2002). They state thatthe development of complesompetenciess possible througlthe
application of Intentional Change Theory (ICT). In their work the authorsstress the
importanceof learningas well asts environmentduring the process ahangeln particular,

the possible roleand effectivenes®f goal settingin the development procesd €onard,
2008).

Similar reasonings notedin the work ofLans (2009).Based orthe conclusion oMaurer

(2002, namelythe absence ithe proposedEC definition of an explicitprecision of aheory

or a learningmodelthat can be usei describe and explathe development dEC Lanshas

used in his thesis the general format oBP' learning (Presage,Process andProduct)
developed byiggs (1993).

Selfperception of EC

In terms of business creation, perceptions and other cognitive factors play an essential role.
Several reseahers have developed models based on the intention to elucidate the cognitive
elements that determine the development of entrepreneurial intention among individuals
(Bird, 1988; Shapero and Sokol, 1982; Shook, Priem and McGee, 2003). While different
empilical studies have linked several factors of perception and attitude of entrepreneurial
intentions, the link with future entrepreneurial activities has not yet been established
empirically (Shook et al. 2003).

In order to address this topiour research giores a field of psychological literature focusing

on the perception of the EC and the role it plays in shaping behavior antthehastions of

the nascent entreprenaluringthe entrepreneurial process.

To return to the definition of perception, somee gt as a process by which individuals
organize and interpret their sensory impressions in order to make sense of their environment.

However, what we perceive can be significantly different from objective realityough

! 3PmodelBiggs (1993)is based on alassificationinto three groupsf factorsthat intend to represent timeost
important elementselated to learningGroup 1:PresaggCompoum factors related tahe individual andhe
work environment Group2: Procesgcomprised ofearningrelated activities), Grouf: Product ¢omposed of

theresults in termsef skills developednd companyerformance).
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this is rot always necessary, @¢he is often disagreement (Robbins and Judge, 2009).
Confronted withdifferent situations, people act based on several factors including, beliefs,
intentions or motivations. Our perception and judgment on the actions of others are
significantly influencedby the assumptions we make about the person's internal state
(Robbins and Judge, 2009).

There is no doubt that perceptions of people dominate their thoughts and behavior as human
beings (Robbins and Judge, 2009). Perceptions and other cognitive facgoas piaportant

role in the discovery and entrepreneurial creation (Mitchell et al 2002. Edelman and YIi
Renko, 2010; Baron, 1998; Allinson, Chell and Hayes, 2000). As defined by Mitchell et al.
(2002) "entrepreneurial cognitions are knowledge structurest tipeople use to make
assessments, judgments or decisions including evaluation of an opportunity, creating a
business and growth."

Kruger (2003) states that the most important contribution that cognitive science provides the
researcher in entrepreneurshg that we understand the reality not directly but through
several perception lenses. That is to say; our brains capture external phenomenaotimrough
perceptiorprocess.

A researchevidence suggests that growth is a very complex process for both mature
businesses and new businesses (Smallbone et al. 1995). To be successful and achieve high
profit levels, businesscreators must see themselves competent. They must express their
highest levels of entrepreneurial, managerial and techhinationalcompetenies (Chandler

and Jansen, 1992). To do so, they must engage in all kinds of activities allowing them to
adapt to their new roles and acquire the necessary competencies. In other words, if the
entrepreneuis not aware of his current situation and is notivabed to engage in activities
aimed at developing competencies, small business will be vulnerable to changes in the
market, competition and technological and socid¢amhands (Lans, 2009).

DevelopmentOf The Assumptions And Proposed A Conceptual Model

The aim of our research is to develop a better understanding of the impact of entrepreneurial
accompanyin@n improving seHperceptiorby entreprenewgrof their EC.

Through extensive literature review, we examined and defined the key cotiwpiside

our research question. The analysis of the literature allowed us to base our thinking on many
existing findings in previous studies.

The lack of research examining the impact of entrepreneac@mpanyingon improving

selperceptionby entreprenewr of their EC accentuateur interest to investigate this
19



relationship. Thus, a series mé#search hypothesdwve beenformulatedand a conceptual
model linking our key variables was developed.
Working hypotheses
As we have previously pointed out, many authorsthe field of entrepreneurship are
emphasizing the importance atcompanyingn the process of creating new businesses and
its predominance as a tool for the promotion and development of EC among entrepreneurs.
Perceived by researchers as a place foveldpment of entrepreneurial talent, the
accompanying structures provide complementary services in the design phase for the support
and promotion of competencies agwntreprenels expertise when the company demonstrates
its biggest vulnerability to markeincertainties (Smilor and Gill, 1986; Rice and Matthews,
1995; Lalkaka, 2002; McAdam and Marlow, 2007). In this contextettieepreneuwill find
himself in a favorable positiorto realization thebusinessproject. Accompaniment thus
appears as a way tievelop the EC (Cuzin and Fayolle, 2004).
Therefore as defined by Bird (1995), the EC covers a number of generic and specific
competencies such as motivation, personality traitsjrselfie, social roles and competencies
that will contribute to the birta business, for its survival and / or growth.
The perception of theentreprenels own competencies plays an important role in
entrepreneurial action (Mitchell et al 2002. Baron, 1998; Allinson, Chell and Hayes, 2000).
According to Lans (2009), two essiahtfactors influence this perception and, therefore, the
decision to develop: namely selfvareness of current EC and belief about the possibility of
improving them in the future. In other words, if teletrepreneurs not aware of his current
situation &d is not motivated to engage in activities aimed at developing competencies, small
business will be vulnerable to changes in the market, competition and technological and
societal demands (Lans, 2009).
Assuming thataccompanyingplays a critical role in e development of EC among
entrepreneurs and that to succeed, entrepreneurs must be gaecdive early ortheir
competencies and be aware of their abilitgévelop these entrepreneurial competeneies
can develop the hypothesis thaticcompanying Hps entrepreneurs to improve their
perceptions of their EC arttieir sense of entrepreneurial seffectivenessThis leads us to
formulate the main research hypotheses H1, H2, H3 (and their underlying assumptions)
connecting the variable of entreprenatraccompaniment with the dependent variables;
namely: 1) the seldwareness of the EC (H1), 2) E@provement beliefs (H2) and 3) the
entrepreneurial sekffectivenesgH 3).
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H1: Entrepreneurialaccompanyingaffecs significantly entrepreneudsselfawarenessof
theirentrepreneurial copetences (EC)

H1 will be declinedn six underlying assumptionisased orthe six types ofEC defined by

Manet al.2002

1 H1.1 Entrepreneurialaccompanyingpositively affectse nt r e p r e-avwanenmessm
their conceptuatompetencies

1 H1.2 Entrepreneurialaccompanyingpositively affectse nt r e p r e-avwarenmessm
their relationatompetencies

1 H1.3 Entrepreneurialaccompanyingpositively affectse nt r e p r e fawarenessd
organizational competencies

1 H1.4 Entrepreneurialaccompanyingpositively affectse nt r e p r e-avwanenmessm
their strategicompetencies

1 HL1.5 Entrepreneusl accompanyingpositively affectse nt r e p r e-avanenmessm
their commitmentcompetencies

1 H1.6 Entrepreneurialaccompanyingpositively affectse nt r e p r e-avanenesso

their opportuniy relatedcompetencies

H2: Entrepreneuriabccompanyingffects significantly the beliefs oéntrepreneurabout

the opportunity to improve theegntrepreneurial competences (EC)

H2 will be declinedn six underlying assumptionsased orthe six types ofEC defined by

Manet al.2002

1 H2.1: Entrepreneurialaccompanyingpositively affectstheent r epr eneur s
beliefsof theirconceptual competencies

1 H2.2 Entrepreneurialaccompanyingpositively affe¢cstheent r epr eneur s
beliefs of theirrelational competencies

1 H2.3 Entrepreneurialaccompanyingpositively affectsthee nt r epr eneur s
beliefsof theirorganizational competencies

1 HZ2.4 Entrepreneurialaccompanyingpositively affetstheent r epr eneur s
beliefsof theirstrategic competencies

1 H2.5 Entrepreneurialaccompanyingpositively affectstheent r epr eneur s

beliefsof theircommitmentcompetencies
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1 H2.6 Entrepreneurialaccompanyingpositively affectsthee nt r epr eneur s 6 i my

beliefsof theiropportunity relatedompetencies

H3: Entrepreneurialaccompanyingpositively affectsthe feeling ofentrepreneual self

effectivenessamongaccompanie@ntrepreneurs.

Proposal of a conceptual research model
We present below our conceptual model linking the independent variable namely,
entrepreneuriahccompanyingto the three dependemtriables: 1) the selwareness of the

EC, 2) EC improvement beliefs and 3) entreprenesakiefficacy.

EC =lf-consciousess
AcConceptual
ARelational
AOrganizational
Astrategic

ACommitment

Entrepreneurial K] H3
accompanying |° Entrepreneuriaself-

(Before/mer) NN NI SN NN NN NN NN NN NN NN NN NN NSNS NN NN EEENEEEEEEEEN eﬁeCtiveness

ECimprovemenbeliefs

* AcConceptual

“, ARelational

H2 ", AOrganizational
", Astrategic

Figure 1.ConceptuaResearciModel

Empirical Approach And Data Collection
Field andstudy population
Based on theontextof companycreatonsin accompanying networksve paid particular

attention to cases @ntrepreneuraccompanied in thpostcreationphase, whichas guided
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our choice tothe "RéseauEntreprendre®"network Our approachis the study ofthe
entrepreneual competencieslevelopment processithin this accompanyinghetwork We
have basedour researchmethodologyon theMan et al (2002) analys of entrepreneurial
competencieslevelopedduring accompaying. Using a longitudinal study thaspread over
about ayear,we have focusedur attention on the0llent r epr eneurofsthe( ALaur
i R ® sEnmeprendrdi  n e t Wemptdd fora quantitative approaalsinga questionnaire
sent tohundreds ofecipientsat different times othe coveed researciperiod.Our choiceto
performa longitudinalstudy base@n quantitative dats motivatedorimarily by our research
questionand the relationshipse seek tdestbetween the variables our model.Indeed, our
aim is to compareentrepreneuisselfawarenessf their EC between twalistinct periodsat

the beginning okntrepreneuriahccompanyindnew project or new admission entrepreneur
to accompanying networlgnd eightmonths laterin orderto trace theobservedevolution
and to infer the impact ofentreprepurial accompanyingThe research approach aims to
obtain a better understandingf the key underlyingfactors in the developmerdf the

e nt r e p sedpereaptios dheirentrepreneurial competencies.

Our research approach addtacollection methodare closely relatedn order toaccess the
field dataandcollect the maximum amoutf information our study was performeds part

of a partnership between tmtrepreneurshiResearch Centaf EM Lyon Business School
(CRE)andt h e i Erfirepecdre® network We conducted #ongitudinalstudy in which
we administeredwice and 8months aparbn the sameuestionnaire t@011 entrepreneurs

( AL au rofdef B ® §Entaeprendr® networkin 39 memberrganizationsncluding 38

in Franceandoneassociatiorabroad {he Guyana).The firstseriesof the questionnaires was
launchedat the end ofFebruary 2012 andargeted685 e nt r epr eneur s in t
Entreprendr® network the seconderies of questionnairegas launchedowards the endf
Octolker 2012 andtargeted276 entrepreneurgbecause onlyespondents tthe first survey
were solicited for a follow up study The survey summarydetails are presented ihe
following table:

TargetPopulation 2011 entrepreneurs Réseau Entreprendre
network

Selection Criteria Promotion2011or the datef the 201lcommittee

Sample size 685 (n 42RE® associations)

Date offirst administration February 29, 2012
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No. ofresponsefrom thefirst administration 276responsefresponse raté 42%)

Date of thesecondadministration October 28, 20128 monthdater)

No. of responsefrom the secondadministration 171responsefresponse raté 62%)

Table 2 SurveySummary

Measurement of variables

Measuring theSeltawareness of thEC

The selfawareness ofentrepreneursof their entrepreneurial competencids a key
determinanbf their behaviorand levelof entrepreneurial performan¢Eishbeinand Ajzen,
1975).Many authors believéhat selfawareness isne of the mostlifficult competencieso
judgeby others \VohlersandLondon 1989).

To elaborate a measure of thatrepreneurial competencisslf-awarenessequires in the
first instance that we canidentify and defineentrepreneurial competencigbat an
entrepreneumustmaster Our choi@ of entrepreneurial competenciegused orthe work of
Lans (2009 as partof his doctoral research entitled Entrepreneurialcompetencein
agriculture,"whose resultsvere publisheda year later(in 2010) in the journal Human
Resource Developmer@uarerly. Basedon thetypology Man et al. (2002) Lans (2009
defined dist of 21 entrepreneurial competendies

The evaluation of theeltawarenes®ntrepreneurs itheir entrepreneurial competenciss
thereforemeasured as followgor each of thawenty-one entrepreneurial competencies
evaluated the seldwareness on a 5 point Likert scale. More specifically, for each EC the
2011 entrepreneurs of the Réseau Entreprénmuzavork were askethe following question
how do youcontrolthis competenceéoday? With 1"l do not contragl' 2"l controlabit,” 3 "I
controlmoderately, 4 "I mastemwell,” 5 "I master perfectly
Measuringtheimprovemenbeliefs of EC

The pedicion of human behavioand entrepreneurial performandgcertainlybased on the
selfawareness of the individudbut more importantlythe beliefs that guide itsintentions
(Fishbeinand Ajzen, 1975). The behaviorsof the human beingre influenced bytheir

perception®f the opportunitieso develop andnprove specificompetencies.

2 We foundand translatedhis list from PaperMan et al. (2002) entitled "The competitiveessof small and
mediumenterprisesA conceptualizationwith focuson entrepreneuriaCompetencies publishedin the Journal
of Business Venturindl7 (2): 123142
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The evaluation of thamprovementbeliefs of entrepreneurial competencies tiserefore
measured as followdor each of thewenty-one entrepreneurial competencie® evaluated
the selfawareness on a 5 point Likert scale. More specifically, for each EQQhé&
entrepreneurs of the Réseau Entrepréhdegwork were askethe following questionhow
do you thinkyou can improvethis skill in the next fiveyearsVith 1"l cannot improvehat
skill," 2 "I can slightly improve thisskill," 3 "I can moderatelyimprove thisskill," 4 "l can
considerablymprovethis skill," 5"l canbecome an expein thiscompetence ".

Measuring entrepreneuriaelfeffectiveness

As defined byBandura(1977,1997,2003) feelings ofself-effectivenesss the belief thatin
individual hasin the ability to produceor nota taskBandura.The greater theense ofelf-
effectivenessthe more apersonimposes ambitiougoals andhe higher theeommitmentin
their pursuit (Bandura, 1982 1993). Seen as akey antecedentfor entreprenetship,
entrepreneuriaself-effectivenesyEEA) is one ofthe most important elementsr success
starting anew businesfl_ucasand Cooper2004).

We havechos@& the measuremeistcale that was used operationalize theariable relatedo
entrepreneuriakelf-effectivenessbasedon the work ofWilson et al.(2007) published in
EntrepreneurshipTheory & PracticgVol 31, Issue3.). The authors havdeveloped a series
of 6 criteria basedon interviewsconducted by expertwith business leader@varlino and
Wilson, 2003).In their study respondentsere asked taompare themselvéaei s uc ces s f ul
peersin specific area®f expertise.Thesecriteria include the ability to solve problems,
decision making financial management, creativity, the ability conunce peopleand
leadership.The evaluation of thentrepreneuriaself-effectivenesss thereforemeasured as
follows: for each of thesix criteria we asked respondents to evaluattheir level of
entrepreneuriaself-effectiveneson a Likert scaleof 5 points 1 = Stronglyincapable 2 =
incapable 3 =Moderatelycapable 4 = Fairly capable an& = Stronglycapable of

The tableébelow summarizethe various measures the variables imur model.

Main variable Sub variable Number | Reference
of items

Self-awareness of the EC (21 items) Seltawareness of conceptual

competencies 4

Likert scale 5 points Self-awareness of relationship

competencies 5
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1 ="I do not control"

2 ="| control bit"

Selfawareness of organizational
competencies

3 ="l control moderately Self-awareness strategic (2%?)2? )
. e
4 = "I master well" competencies
Man et al,
5 = "I master perfectly. Selfawareness of commitment (2002)
competencies
Seltawareness of opportunity
related competencies
Beliefs improving conceptual
competencies
EC Improvement beliefs (21 items), Like| Beliefs improving interpersonal
5-point scale competencies
Beliefs improving organizational
1 =" cannot improve that skill" competencies
2=" lightly i this skill" Lans
="| can slightly improve this ski
Beliefs improving strategic (2009) et
3 ="l can moderately improve this skill competencies Man et al,
4 ="] can considerably improve this skil (2002)
Beliefs improving comitment
5 ="l can become an expert in this skill| competencies
Beliefs improvement opportunity
related competencies
Entrepreneurial seéffectiveness
(6 items), Likert 5point scale
Wilson et
1 = Strongly incapable, al (2007)
2 = Incapable Entrepreneurial seiffectiveness et
Marlino et
3 = Moderately capable :
y cap Wilson,
4 = Fairly capable and (2003)

5 = Strongly capabl of.

Table 3 Summary oimeasures used tonodel variables
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Research Results
Ef fect of Entrepreneuri al -Awvareness pfaheiyECiiHy o n
At this level, we seek to test the hypothesis éftrepreneurialaccompanyingaffects
significantly entrepreneudselfawarenes®f their entrepreneurial competences (E®lore
specifically we tested the underlying assumptions: H1.1, H1.2, H1.3, HilL.4 and H1.6
linking entrepreneuriaghccompanyingespectively with each of the six categories of the EC
defined aboveFor this, we conducted a series of six linear regression models. In each model,
the dependent variable is the smifareness afne ofthe six categories of the EC
A Impact of Entrepreneurial Accompanying on the selfawareness of Conceptual
Competencies (H1.1: Model 1)
The results of statistical analysis showed no significant effect of entrepreneurial
accompanyingon the selfawareness cweptual competencies (F = 1.177, p> 0.10). We
rejected the hypothesis Hlthat entrepreneuriahccompanyingpositively affectsthe self
awarenessf entrepreneurs in their conceptual competencies.
A Impact of Entrepreneurial Accompanying on the self-awareness of Relational
Competencies (H1.2: Model 2)
The statistical results indicate that the regression model is statisticdlBignificant (F =
1.148, p> 0.10). The sedfwarenessf relationship competencies is therefore not linked to the
entrepreneurialaccompanying The hypothesis H1.2 that entrepreneuracompanying
positively affects entreprenediself-awareness in their relational competencies is refuted.
A Impact of Entrepreneurial Accompanying on the self-awareness of
Organizational Competencies (H.3: Model 3)
The results showed that the explanatory multiple linear regression model of the self
awareness organizational competencies based on entrepreaecoi@panyingxperience is
not statistically significant (F = 1.010, p> 0.10). Therefore gitmompanying experiences the
entrepreneuhas received in the Réseau Entreprefidnetwork hasno effect on his self
awareness of organizational competencies. We therefore reject the hypothesithdidl.3
entrepreneuriahccompanyingositively affects selawareness entreprenediosganizational
competencies.
A Impact of Entrepreneurial Accompanying on the self-awareness of Strategic
Competencies (H1.4: Model 4)
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The statistical results show that the explanatory multiple linear regression model of the
entrepr@ e u rselféawareness of strategic competencies based on entrepreneurial
accompanyings statistically significant (F = 1.797, p <0.10, R 2 = 21.5%). The table of
regression coefficients shows that entrepreneagabmpanyinghasa significant negative
impact on the selhwar eness entrepreneurs 1 n0285%hhpir st
<0.1). Thus, we rejeet the hypothesis H1.#hat entrepreneuriahccompanyingpositively
affects seHawareness entrepreneurs in their strategic competencies.
A Impact of Entrepreneurial Accompanying on the selfawareness of the
Commitment competencies (H1.5: Model 5)
Our results showed that the regression model is not statistically significant (F = 1.189, p>
0.10). However, statistical analysis of regression coefficisghtsved that the coefficient of
the entrepreneuria@lccompanying s si gni fi cant at -08336e<QIDP r i sk
This "b" coeffici ent accempangimggaghificantyy and hegaldivelg at i n g
affectsthe entrepreneusselfawareness in thecommitmentcompetencies. We reject thus
the hypothesis H1.8hat entrepreneuriahccompanyingositively affects the seliwareness
of the engagement competencies.
A Impact of Entrepreneurial Accompanying on the selfawareness of the
Opportunity Related Competencies (H1.6: Model 6)
The regression modéd statistically significant (F = 1.907, p <0.05). However, analysis of
regression coefficients shows that entrepreneagabmpanyingignificantly and negatively
impact seawareness opportugit e | at ed ¢ o mp 353, p A0cl). Ehe hypothesis
H1.6 that entrepreneuriabccompanyingpositively affects selwareness entrepreneurs in
their opportunities related competencies is refuted.
Effect of Entrepreneurial Accompanying on EC ImprovarBeliefs (H2)
We examined the alleged relationship between entrepreneac@mpanyingand the
entrepreneus b e dboue thes opportunities to improve their current EC (Hd@pre
specifically, wetested the six underlying assumptions H2.1, H2.2, H2234, H2.5 and H2.6
proceeding by six models of multiple linear regressions in whichethet r e pr eneur
improvemenbeliefs ofEC are the dependent variable.
A Entrepreneurial Accompanyingandent r epreneur sd beliefs ab
to improve Conceptual Competencies (H2.1: Model 1)
The test results of the hypothesis H.p1kesentstatistically significant regression model

results(F = 1.848, p <0.05). However, there is no significant efiettveenentrepreneurial
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accompanyin@ndthee nt r e p bekefs  umpreve their conceptual competencies in the
future. We therefore reject the hypothesis H2.1 whm@ntionsthe existence of a positive
impact between thentrepreneurial accompanying asuth beliefs.
A Entrepreneurial Accompanyingandentrepreneurs 6 bel i ef s about t he
to improve Relational Competencies (H2.2: Model 2)
The test result®f the hypothesis H.2.8oes not preserdtatistically significant regression
model results(F = 1.477, p> 0.10)Therefore hypothesis related tthe postive impact of
accompanyingnthee nt r e p beliefist imprevérelationalcompetencies igejected
A Entrepreneurial Accompanyingande nt r epreneur sé6 beliefs ab
to improve Organizational Competencies (H2. 3: Model 3)
The explanatorynodel of our dependent variable basedentrepreneurial accompanyings
statistically significant (F = 1.918, p <0.05). However, according to the regression coefficient
observed it seems that thecompanyingeceived by thentrepreneurslid not (ye&) have a
significant effect ontheir beliefs to improve organizational competencies. Therefore, the
hypothesis H2.3hat entrepreneuriahccompanyingpositively affectse nt r e p tbadiefse ur s 6
about the opportunity tonprove organizational competencies is vafidated.
A Entrepreneurial Accompanyingande nt r epreneur sé beliefs ab
to improve Strategic Competencies (H2.4: Model 4)
The results show that the regression model is not statistically significant (F = 1.444, p> 0.10).
The explained variece derived fromthe determination coefficient R2 is 18%. Similarly, the
table of coefficients shows that entrepreneuaiatompanyingias no significant impact on
theentreprenewimprovementb el i ef s of their s-t1423p>0d0@).c c o m
The results thus found allow us to reject the hypothesis HRBa4 entrepreneurial
accompanyingpositively affects the entreprenetirs b etb imerbve in the future, their
strategic competeres.
A Entrepreneurial Accompanyingande nt r epreneur sé beliefs ab
to improve commitment competencies (H2.5: Model 5)
The results show that the regression model is significant (F = 1.665, p <0.10). Nevertheless,

the results show no signiiat impact between entrepreneurialaccompanyingand the

entrepr eneur bdiefs relatedrt@ commitenent o mp et e n ¢0.280s p>( b
0.10). The hypothesis H2.5 that entrepreneuradcompanying positively affects

entreprenewwdbeliefsto improve theirommitmentcompetencies is therefore not accepted.
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A Entrepreneurial Accompanyingande nt r e p r e n s aboustide ofperturiitye f
to improve competencies related t@pportunities (H2.6: Model 6)

The regression coefficient is statistically significant (F = 2.229, p <0.01). However, the
impact of entrepreneurisdccompanyingemains insignificant on the improvemt beliefs
variablefor opportuniyr el at ed ¢ o mple3, p>0d0).erkeeséafriresults thus
allow us to refute the hypothesis H2lat entrepreneuriabccompanyinghas a positive
impactone nt r e pr e n ® imprevé commelenciesfredated to opportunities.
Entrepreneuria Accompanying and entrepreneurial seffectiveness
The typothesis H3 connects entrepreneurial -effiéctiveness(dependent variable) to
entrepreneurialaccompanying(the independent variable)lhe researchresults show a
significant regression coeffient (F = 1.988, p <0.05Lontrary to oumodel,it is noted that
accompanying s n e g a t-0.461¢ ang sigqificantty (p <0.05) related to entrepreneurial
self-effectiveness These results allow us to reject the hypothesis K&t states that
accompanyingpositively affects theperception of entrepreneurial sebffectivenessof
accompanied entrepreneurs.
Discussion
Self-effectivenessis accepted as a cognitive assessment of the individual's capacity to
mobilize the motivation, resources and the necedsatmgviourto the exercise of control over
the situations he has to faderdughout its life (Wood and Bandura, 1989). It influences,
according to Boyd and Vozikis (1994), beliefs of the individual in its possibilities or
impossibilities to achieve certain goals. Bandura (2000) goes further by showing that
effectivenesdeliefs affect personal motivation through their impact on the objectives and
expectations (Ben Salah et al. 2011). Thus, according to Bandura, a pemsomhates
personal judgments dms own capacity for action according to his beliefs. Furthermore, the
authorstates that the perception of seffectivenesss never comprehensive but applies to a
specificsituation or a task.
Many researchers have studied the relationship between entreprenecoapanyingand
selfeffectivenes®f theentrepreneurlLike thework of Krueger (2000), which highlighted the
important role of the mentor in the developmeamt,behalf of the entreprenewf a sense of
entrepreneurial sekffectiveness
In our researchye intended to analyséd influence of theaccompanyingffered bythe

Réseau Entreprendre® Networko n t he e n tsensgepaf emrepvenesrial self
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effectivenessThis relationhas been tested through the H3 hypothesis stipulating a positive

effect betweenthe accompanyingby the RésealEntreprendre®network andthe the

entrepreneurial selffectivenessOur data analysidemonstrated r at her negati ve

-, 461; p <0.0bandH3 was thereforeejected

On the one hand, this result contradicts previous work wHetlecteda positive impact

betweenentrepeneurship trainingnd entrepreneurial selffectivenesf students (Waters

et al 2002;. Fayolle et al 2006;. Boissin and Emin 2007). On the other hand, our results

confirm other studies that have stated that training and entrepreneurship progranmaeeuld

a negative effect on entrepreneurial ®ffectivenes®f the participants. For example Cox et

al. (2002) noticed a negative change in-sé#féctivenesf students aftehaving attended

entrepreneurshigraining The authors suggest, however, thtia¢ negative impact would

depend on the initial specialization of students and their initial level ofeHelftiveness,
which may explain a sharp drop for people whose staléwig) of self-effectivenessvasthe

highest (Delanoé, 2012).

Furthermore, wesuggest that further clarificatierof this negative impact of thRéseau

Entreprendre®network accompanyingn entrepreneurial selfffectivenessof selected

entrepr eneura bapdsddom theRtlhedrg af Bandura. Accordinghe social

cogniive theory of Bandura (1986), perceptions of capacity change and evolve over time and
with experienceMore specifically selfeffectivenesof the individual builds and develops

from four main source@Afonso et al, 2012)

1 Previous personal experiences (mrevious performance, success or failuth)s is to
Bandura, the most influential source of seffiectivenesdecause these experiences will
determine angupportself-effectivenesgudgments very early in life. A positive previous
experience influeres selfeffectivenesspositively, while a negative experience can
illustrate the destructive effects that may persist throughout the persgmalfessional
career.

1 Experiments by observing the behavior of others: the feeling etffelftivenessnay be
modified by the observation of failures or successes achieved by similar persons
(vicarious learning or modeling). Thus, the individual learns through comparison and
assesss their own competencies against those of others, which may negatively or
positively influence the level of sekffectiveness

1 Verbal persuasion or gestures by third parties such as suggestions, advice or

encouragement by outsiders. Their impact on perceptions eéfésttivenesss less
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strong than the first two sources because determined bycertainfactors such as the

credibility of the person giving advice or criticisithe degree of persuasion atioeir

compatibility with the real needs of the person.
1 Psychological or emotional states: such as excitement or anxiety, thejpratation

differs from one person to another, it reflected their abildydeal with speific

situations.
Therefore, on the basis of these research findings, entrepreneureffesizeness of the
entrepreneurs accompanied in the Réseau Entrepfenmievork might be influenced
negatively by the entrepreneurial accompanying. The negative relationship might be
explained by existing principles of verbal persuasion or accompanying gestures that do not
promote entrepreneurial sdffectiveness. Furthermm, the influence of experience by
observing the behavior of others (indirect experience) as identified by Bandura (1986) might
be relevant for the Réseau Entreprefidrase since accompanists that accompany selected
entrepreneurs are entrepreneurs thevesel Otherwise said, negative experiences of the
accompani sts might negatively affect 4+ he en
effectiveness. In the context of the Réseau Entreprémde it is as well plausible that the
negative relationspi described above is related to the persuasiveness of accompanists, their
credibility, or to a compatibility issue of their learning and services with the real needs of
accompanied entrepreneurs (i.e. mismatch between entrepreneurial needs and acadmpanists
profile and experience).
One must also consider ethfactors that may cause negataecompanyingnfluence m
entrepreneurial sekffectiveness We havethereforeanalyzed the effect of each control
variablein the regression model with the exceptafrthe gender effediWilson et al, 2007)
sinceour sample has a small number of wortteat have responded
Curiously, the variables: age of taecompanied entreprengdaurer, 2001), level of study
(Wilson et al., 2007), the duration of his professioeaperience,the duration of the
accompanying relatigrthe type of théusinessproject andthe frequency of meetings with
his accompanist have no significant effect on entrepreneuriadfettivenessHowever, our
results show aignificantly negativeeffect in the business sectors Building / Construction and
Services (fAiservices aux personneso) . 't seer
Entreprendr@f network in these twéndustriesare particularly faced with difficult tasks and
therefoe with more significant challengéikat influence their perception of entrepreneurial
self-effectiveness
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Conclusion

The general question which is found at the origin ofresearctwasthe studyof the impact

of entrepreneurigdccompanyin@n the entrepeneurgself-perception of their entrepreneurial
competenciesMore %ecifically, we sought to measure the impact of entrepreneurial
accompayiing within the RéseaBntreprendr® network on accompanied entreprendisslf
perception of their entrepreneuriacompetencies,the improvement beliefs of these
competencies and their entrepreneurialefctiveness

The results emerging from this research can be classified into two cateti@mieare
presented below.

The results concerning the impact of entegy@urialaccompanyingppnt he entr epr en:
self-perception of entrepreneurial competencies. Indeed, the analysis shows that the
accompanyindiad no significant effect on entreprenésalf-awarenessf their conceptual

and interpersonal competencies. Hwer, the effect is significantly negative when it comes

to organizational, strategic, commitment and opporyurgtated competenciegurthermore,

the study of the impact ohccompanyingon the e nt r e p rbeliefe to ringpi@ve
entrepreneurial competeesiin the future did not show a single significant eff@therwise

said the beliefs of an entrepreneur in his abilities to improgeconceptual, interpersonal,
organizational, strategic, commitmeartd opportunit related competencies/er timeare na

directly relatedto theaccompanyingffered byt he A R®s e a o Emetrw@mrlendr e
A second part of our results concern teiationship betweeentrepreneuriahccompanying

and the development of a sense of entrepreneurial-estgttivenessof accompaied
entrepreneursContrary tosome previougesearchwork that demonstrate positive effect,

our results show clearly a rather negative relationship. Indeed, the legatrepreneurial
selteffectiveness o f selected entrepreneendr& inret wdhrek
experienced a net decrease. Thus, despite the universally acceptedaaternpanyingn

helping entrepreneurso develop an entrepreneurial seffectivenessour researchresults

seem to contradict this observation.

Our research redslmay seem disappointing. &bontradiction between thresearcHindings
andour research modedxpectationsaises serious questiari3o our results faithfully reflect

the studied phenomenon, namalgcompanyingwhich by nature is not simply reducedao

few variables considered in isolation or to a defiregkarch study peri@dOr, should we, as

is generally the case, attribute these results to methodological flaws inherent in all research?
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The contribution of our research to the improvement entrepreal accompanyinthrougha

better consideration of entrepreneurial competencies development process and the concept of
"competence” is not only about what the results show, butlialsed to thenew research
questions or new fields db areidentified As a concluding remarkin our view some
important research opportunities deserve further developmehe future so as to further

study the relation between entrepreneurial accompanying and the entrepreneurial

competences development process
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Abstract

Faced with both collective challenges; in terms of economic anilsdevelopment of
communities and countries; and individual challenges for business creators, support and
innovation systems gradually became necessary forming, since the 80s, a general reality in
Europe and patrticularly in France.

Among the practices tsupport business creation, the interest of this research focuses on the
entrepreneurial accompanying phenomenon. Previously focused on the result, the
entrepreneurial accompanying approach is transformed into a practical entrepreneurship
assistance basedn an interpersonal influence relationship that develops between an
entrepreneur and an external actor to the creation project and on an action process based on
multiple learning and the skills development of the actors who are involved in that process.

In the current state of entrepreneurship research, if all accompanying networks contribute to a
better success of accompanied entrepreneurs, the interest of this paper is oriented toward the
other "hidden facet" of the accompanying relationship which isatttempanist and to the

issue of his experiential learning and knowledge development in the business support
structures in general and in AR®seau Entrepr
This paper raises the question: to what extent entrepreneurial accompanyingneggse

affect experiential learning outcomes and particularly the development of accompanist
knowl edge in AR®seau Entreprendreodo E?

To address this issue, we adopted a questionbased quantitative methodology to a sample

of 205 business creation accamp i st s i n 38 NAR®seau Entrepren
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The quantitative results provide a better understanding of the experiential learning cycle of
the accompanist in these support structures. These results provide information on the potential
impact of entrepreneurial accompanying experiences on the development of the
accompanying knowledge.

Implications and contributions of this research are theoretical; consisting in enriching and
complementing the existing knowledge on the entrepreneurial phenomédmie bringing a

new vision based on the accompanying professional and the nature of his experiential
learning. Furthermore, implications and contributions of this paper are also methodological
and practical seeking to provide answers to managers aimhakgconomic development
actors.

Keyords: Entrepreneurial accompanying, accompanist, experiential learning,

accompanying experiences, knowledge development.
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Introduction

Nowadays, entrepreneurial accompanying is playing a role of an snmogeaportance. The

oldest support networks have only existed for nearly thirty years, have progressively been
highly structured and professionalized with both quantitative and qualitative goals, thereby
providing a real global service offer for the benef business creation [Rochas (2005)].

The entrepreneurial support phenomenon was addressed in a more technical collective
approach focused on result and successful completion of administrative and financial
procedures [Toutain (2004): 14%0]. It has,over time, focused on a more individual
approach to better perceive and take into account the complex relationship between the
individual, the created object, the environment and the temporal dynamics in which the
individual operates [Toutain & Fayolle (@8): 50].

The entrepreneurial support is transformed into a practical aid to business creation which is
based on a relationship that develops between an entrepreneur and an external actor to the
creation project. During this process we find all the chglleand art of accompanying that
involves a shared effort and vigilance on the part of the entrepreneur and his accompanist.
Certainly, in this approach the accompanist plays a decisive role. He igrittleged
intermediary of the entrepreneur, regularlyollows his evolution and oversees the
entrepreneur s management of the project,
different interlocutors [Dupouy (2008)]. He should not be the expert that providesmealdy
solutions. He should ratherlp the entrepreneur to find his own solutions and raise new
questions to improve understanding [Bruyat (1993)]. To fulfill his role, the accompanist
should use and develop his knowledge, skills and attitudes, in other words, his experiential
learning, toinvite the entrepreneur to collaborate and to consider the benefits of a support
process in terms of the creation project performance.

Al t hough the question of the accompanistaos
knowledge seems to be quitentral, it is surprising that the majority of existing studies are
primarily focused on the attributes, characteristics and learning of the entrepreneur and the
performance level of his enterprise. As a stakeholder in the accompanying relationship, the
acompanist seems to be almost completely forgotten or certainly neglected. The limited
interest in the accompanying experience and its impact on the accompanist can be considered

preoccupying. Indeed, if knowledge of the conditions and benefits of entrapegrseipport
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for entrepreneurs are essential, why can we not imagine that in parallel this experiential
process allows the accompanist to learn and develop knowledge too?

This research is therefore an opportunity to fill this gap in the entrepreneuesi@raeh

literature in general and in the education field in particular. It seeks to complete and indirectly
support previous research through the enhancement of the role and experiences of the
professional actor in these support structures, specificatyhine A R®s eau Entr ep
Thanks to the tools and techniques used, our goal will be to operationalize the concept of
accompanist experiential learning during his intervention and to assess the impact of his
entrepreneurial accompanying experienceshendevelopment of his knowledge. Our main
question is to understand to what extent entrepreneurial accompanying experiences affect the
devel opment of accompanist knowledge in the
This paper is composed of two main parts: atégcal part proposing a new perspective of

the accompanistodéds experiential l earning, hi
outcomes. The second part is empirical and treats the conceptual model, assumptions and the

research results.
Theoretical Framework : Towards A New Perspective Of Accompanist

Experiential Learning

In the field of entrepreneurship, research on entrepreneurial support is mainly dedicated to
entrepreneurs in the context of new business creation and focus on the coptertdafd

aid [Dottenwill & Marion (1993); Albert, Fayolle & Marion (1994)], the legitimacy of the
accompanying [Messeghem & Sammut (2007)] or the effectiveness of mobilized structures
(Vedel & Stephany (2010)) and their contribution to the success ohtrepeeneurial process
[Sammut (1995); Albert; Bernasconi; Gaynor, (2003); Bergek & Norrman (2008)]. However,
only a few studies have attempted to go beyond this first level of analysis of an accompanying
relationship to go to meet the professional actwt explore the role and the challenge of his

job [Cuzin & Fayolle (2006)].

In our view, it is time to reflect on the accompanist and on his job which value has been
proven in the evolution of the entrepreneurial spirit and the development of the number of
business creation and resumption projects. This job is sometimes considered as a meeting
point between several functions, roles and skills to provide accompanying support on a
professional basis. In order to present the theoretical framework we discoss thel
characteristics of entrepreneurial support actor.

An overview of the accompanist as professional actor
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The accompanying term is widespread and very used; however, it refers to different realities
(LégerJarniou, C. 2005). Indeed, the professiondéitimatrend of the accompanist job is
developed and adjusted on a perpetual basis since it depends on the diversity of demand, the
plurality of his roles, the combination of accompanying logics (learning, development,
problem solving ... ), the durationgthhelational quality and the interaction between presence /
absence, distance / proximity ... (Dupouy A, 2008).
Considering that entrepreneurial accompanying is specific and differs from other forms of
support (social, guardianship...), it involves concegjhe specificities and, in particular, the
combination of accompanying postures and the plurality of roles and competencies that must
assume an accompanist in his action.
Accompani stés roles and functions
The accompanying term considers the pluralityales to adopt based on project owner's
needs, the context of his project progress and the challenge of a number of actions (Bruyat
1993). These accompanists can endorse facilitator roles that help the business creator while
working on the operational pscts of his project. They can assume roles of coach, referent,
expert advisor, trainer, catalyst or coach (Iselin & Bruhat, 2003). The accompanist is then
assigned the role of an energy reserve (contribution in terms of methodology, selection and
strategt projects implementation) and a catalyst (contribution in terms of changes of strategic
vision, methods and behaviors of the entire entrepreneur organization) (Baron (1992).
In order to sum up the work on the accompanist roles and functions and to elésnxib
accompanist adapt to the characteristics of each situation encountered in an accompanying
process, Maela Paul (2004) proposes a typology of three different roles or semantic registers
of t he verb Afaccompanyo refl ectdcamganyihgpw an
challenges. These roles correspond to the three professional postures of accompanist as
described by Paul Maela.
In the first role, an accompanist leads the entrepreneur and the role is centered on the idea of
what to do and therefore on educatal functions (Paul, 2004) in order to advance the
entrepreneur to a given situation. This first role refers us to three different but simultaneous
ideas: accompanying idea, movement idea and influence idea. The results of the interviews
conducted by Verat & Gaujard, (2009) show that this first role is dominated by the weight of
the technical expertise and networks that an accompanist brings to an entrepreneur (Cuzin &
Fayolle, 2004). In the second role, the accompanist escorts the business creghothriwe
support process. Paul explains this second role by the idea of protecting, monitoring and
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providing comfort and support to the business creator against environmental threats. This
coaching role (Cuzin & Fayolle, 2004) also reflects an attitudésieiing and helping the
entrepreneur to discover his entrepreneurial job (Verzat & Gaujard, 2009). Finally, the
accompanist can also guide the entrepreneur, assist him to reflection and decision making
while helping him to realize the consequences dajiven choice or situation (Cuzin &
Fayolle, 2004). At this stage Verzat & Gaujard, (2009: 7) describe accompanist as "the global
coordinator and the positioning aid referent who functions much by mirror effect.”
Accompani stbés competencies

When faced with e accompanying practice, it is easy to recognize that sometimes this
practice is seeking varied and much diversified qualities and skills. Indeed, accompanying
activities are becoming more professional with the assertion of new skills that are highly
dependent on situations to deal with and profiles of accompanied people. In order to assist,
advise and orient business creators, accompanying professionals must address their own
professional and personal development by capitalizing on their experiencesdein tor
provide concrete and effective answers to en
This professionalism and enrichment of the accompanist practices necessarily requires a step
back and a permanent questioning about his methods and the coherence of his acions. It i
important, even essential, for the practitioner to improve his ability to invest and become fully
involved in the process, in other words, to learn.

The return towards the notion of competence necessarily raises the question of what are the
professionalskills that are involved in the entrepreneurial support process. This issue of
accompanist skills and selecting criteria was one of the issues that emerged with the
development of support structures (Bakkali Messeghem & Sammut (2010a).

The challenge for #h accompanist is not easy. Beyond listening and analytical skills, the
professional must demonstrate a better combination and learning of how to be but also how to
do and an appropriate but differentiated use of his knowledge for each situation in order to
provide an effective support. This typology is similar to Minet (2001) and Chandler & Jansen
(1992)6s typology that highlights the qual.
eclectic skills that bring together three areas of expertise. Theaffea is the technical and
professional skills. These skills are in the professional field of the accompanist. They are
related to the business of the entrepreneur, its characteristics, its culture and its history, in
other words, the identity of theeatpr e neur 6 s enterpri se. Then,
skills that fall within the cognitive field and deep knowledge of the professional field and the
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methods and techniques required in entrepreneurial accompanying (Minet, 2000). In addition

to technial knowledge of the entrepreneurial project mounting tools (Verzat & Gaujard,
2009), authors like Bakkalg al. (2010 a) emphasize the most general knowledge on
entrepreneurship and small business management, including, the legal, tax, and financial
aspect (Vaesken & al. 2007) and thifferent business sectors and actors of local aid
(Sammut, 1998) that can help and orient business creators when facing problems. Finally, the
third area is the socie mot i on al skills that asrcentadtsheed r e s u
experiences mainly in the areas related to the exercise of their function. These skills represent
one of the necessary conditions for observing the entrepreneur and understanding the
difficulties encountered (Kram, 1985) such as listeniraging, empathy, respect and other
attitudes that must be at the entrepreneur 6s
Entrepreneurial accompanying experiences and experiential learning

The encounter of new people multiplies interactions and creates new experiences that involve

the accanpanist and allow him to realize the importance of his person while putting his
knowl edge and skills t o t he entrepreneur 0 s
accompanying a new experience and a real enriching discovery of a new singular
ent r e p prefieeTihanks 40 this experience, the accompanist builds a newrsgle

and identifies changes that occur during the accompanying process. These destabilizing but
innovative changes are the results of learning and the way of learning.

The accompanistxperience during the entrepreneurial process consists of a mixture of his
professional experience and his tacit knowledge and emotions (Creplet, Dupouet, Kern,
Mehmanpazir & Munier 2001). These elements represent the favored aspects of
accompanying and ¢h development of entrepreneurship projects. This implies that the
accompanist must enhance his professional experiences, recognize them as strength and a
learning source to be accumulated and build for his personal and professional development.
Besides tl8, Senicourt & Verstraete (2000) argue that the strength that distinguishes
accompanying probably <concerns the accompan
actions depending on accompanying phases.

In the consulting area, for example, Creplet, DupouethKMehmanpazir & Munier (2001)
emphasize the i mportance of the consultants
capitalization on best practices. The consultant learns by working and adapting (Probst &

Bichel, 1995). His learning is also callsingle loop learning. In some cases, his learning is
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by construction and is also called douldep learning (Argyris & Schon, 1978), when he has

the obligation to conceptualize new methodologies, new procedures, etc.

In the entrepreneurial mentoringlieStJ ean (2010) puts forward t1}
experiences and, particularly, the accumulation of entrepreneurial experiences that enable
t hem, first, to ful fildl their functions an
identification al, second, to ensure more effective support. The author supports the idea of
coaching learning for experienced mentors who can learn from their mistakes in order to
improve their ability to develop a trusting relationship while adopting an interventidnr@os

and style adapted to entrepreneurs. Toutain & Fayolle (2008) confirm that the experience
accumulation process participates in creating resources that the person will use to build his
skills. These are the individual learning outcomes.

The foundationsf accompanist experiential learning

As a learner and by taking into account his personal, cognitive, emotional and affective
characteristics, the accompanist will be able to act according to his experiences and his
knowledge repository to deal with criicmoments of his approach and to share the benefit of

his expertise and professionalism with the entrepreneur. These characteristics systematically
intervene in the learning dynamics and the development of accompanist behaviors. They are
both personal; sih as learning styles or the level of reflexivity, sgiticism and adaptability

of the accompanist, and professional; such as the level of commitment and accompanying
motivation.

In this research, our accompanying vision expresses an interaction béteescompanist,

his commitments and personal factors (values, beliefs, postures, aspirations ...). On the basis of
these few essential dimensions the entrepreneurial accompanying may constitute a relevant
learning device.

Accompanist experiential learrgroutcomes : knowledge development

The experiential learning discussion is facing a somewhat difficult task which is that of
attempting to describe or define what experiential learning implies. One way to accomplish
this task consists, then, in the develmmt of key outcomes related to experiential learning
process that have been identified in recent research.

Learning is defined as "the process of creating a knowlbdged transformation experience”

(Kolb, 1984) and was, therefore, considered as a racdtiéd concept which involves several

learning outcomes. Gagne (1984); Krathwohl, Bloom, & Masia, (1964); Kraiger, Ford, and
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Salas (1993); reported the need for a conceptual classification of learning based on this
multidimensional perspective.

In this par we relied on the work of Kraiger & Ford, and Salas (1993) who proposed three
broad categories of outcomes: emotional outcomes, knowledge outcomes and -tasacity
learning outcomes. These outcomes return us to the competency repository that datails wh
an individual needs to know, master and learn in order to accomplish his mission, namely;
knowledge, skills (knowhow), qualifications and abilities (intg@ersonal skills) (Gilbert,
2005).

The interest of this work is to explore the development ofragc@a ni st 6 s knowl ed
outcome of his experiential learning. Indeed, Dalley & Hamilton (2000) argue that learning
from experience is the most predominant and the most appropriate method to create
knowledge. For these authors nothing can replace expeseno learn, especially
accompanying experience in the context of accompanying relationship. An emotional
learningbased perspective and orientation must, therefore, focus not only on the static and
current states of knowledge of the learner, but alsthendynamic process of knowledge
acquisition, organization and translation.

ConceptualModel And Research Hypotheses

We present the conceptual research model that links on the one hand, accompanying
experiences of accompanists, their individual charatteviselated to learning, including

their accompanying postures and learning styles and, on the other hand, one of the
experiential learning outcomes namely cognitive learning and knowledge development.

This is an integrator model inspired from experidnigarning research and based on the
cycle of Kolb (1984). It is defined in time (the professional career) and space (one or more
entrepreneurial support structures). It seeks to answer our research topic through three main
research hypotheses:

ACCOMPANYING EXPERIENCES H1 EXPERIENTIAL LEARNING OUTCOME
- Experiences accumulation
- The variety of experiences
- Perceived quality of accompanying
experiences

- Perceived quality of accompanying /
H2

1
1
1
1
1
)
1
Knowledge outcomes :
1
1
1
1
1
1
:
| H3 \ i
INDIVIDUAL CHARACTERISTICS  _. !
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1

ACCOMPANIST

- Learning Styles
- Accompanying postures
- Commitment in the accompanying relationship
- Accompanying motivations
- Reflexivity and selfcriticism

Assimilation and accommodation

Capacity to transform experiencesa a useful

\ knowledge




The first hypothesis (H1) links the accompanying entrepreneurial experiences and
accompani stodé cognitive | earning outcomes (th
as follows:

Hypothesis 1:The accompanying experiences significantlyeetffthe cognitive experiential

learning outcomes of the accompanist (knowledge development).

The second hypothesis (H2) tests the moder
characteristics on the relationship between his accompanying experiendais andnitive

experiential learning outcomes. These features include the learning styles of the attendant,
accompanying posture, commitment to the accompanying relationship, accompanying
motivations, his reflexivity and setfriticism, adaptation throughthe processes of
assimilation and of accommodation and finally the ability to transform his experiences into
useful knowledge. The hypothesis is the following:

Hypothesis 22Accompani st 6s individual characteri st
betveen accompanying experiences and his cognitive experiential learning outcomes
(knowledge development).

The third hypothesis (H3) directly Ilinks th
their cognitive experiential learning outcomes.

Hypothesis 3 Accompani st dés individual characteri st

experiential learning outcomes (knowledge development).
Method

Scope of researchRéseau Entreprendre

The AR®seau Entreprendre EO as sir&Mulliez,iomen i s t
CEO of Phildar Group and Founding President of this association. This idea, whose purpose

is to create jobs and wealth with a desire to support entrepreneurs, future employers and job
creators, took shape in 1986 with the creation of tbvork in Roubaix Nord and has
expanded in several French regions and had attained up to 42 associations in 2010 and 67

sites in France.
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The AR®seau Entreprendre EO network mobiliz
proposes individual and group campanying or the introduction of the entrepreneurs in
economic networks in order to save time when starting their business. The association solicits
business leaders who volunteer to accompany each year new entrepreneurs and buyers of
SMEs/SMIs. Theopeat i on of the AR®seau Entreprendre
of the Code of Ethics, which is based on three fundamental principles: the human factor,

gratuity and reciprocity.

Population and research sample

To empirically test our research hypeses, the survey population consisted of all business
project accompanists from the 42 fAR®seau En
and their 67 sites. The required research data relates to accompanists that still accompany
within the associatioror who have already completed their accompanying mission. The
accompanists can be experienced (having several entrepreneurial accompanying experiences)
and / or novice (with little experience or just starting their first entrepreneurial experience or
suppa t mi ssion) . The filtering our files and
associations not participating in this survey allowed us to create a final list of 1825
accompanists active in 38 member associations.

On the basis of the received survey remms, a final sample of 205 accompanists was

val i dated. The highest response rates <corre
associations in Brittany with a 11.7% response rate and Paris with a 10.2% response rate.
These rates are mainly due to thigh number of accompanists in each of these two member
associations that are involved in our research. The sample consists of 91.2% of men and 8.8%

of women with a majority of 57.6% that have a level of BAC + 4 studies. A majority of
67.2% of respondentsave never accompanied before. The study also showed that 85.4% of
respondents are accompanying entrepreneurs while 14.6% of respondents have already
completed their accompanist support since 1 to 2 years (2@012). Most accompanists

(48.6%) are busirss leaders with 30 years of entrepreneurship experience. These results
seem to confirm the accompani stos selectio

associations that aim to address business leaders to support emerging entrepreneurs.
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Measuremeinmodel variables
Measurement accompanying experiences
Accompanying experiences is the independent variable of our model and was measured in

two ways as shown in the following table:

Quantitative Qualitative
Subvariable Measure Subvariable Measure
The The number of accompanied| The perception of the| 5 points Likert Scale
entrepreneurial persons Entrepreneurial
accompanying accompanying
experiences experiences quality
accumulation
The - Variety of needs>xgressed | The perception of the| - The amount of sharing information in
entrepreneurial par entrepreneurs Entrepreneurial the accompanying relationship
accompanying -Vari ety of a(accompanying - The communication quality in the
experiences variety roles relationship quality accompanying relationship
- Variety of ages, profiles, - The longterm direction of the

business sectors and the accompanying relationship

business project innovation - The satisfaction regarding the

degree accompanying relationship

Tablel Accompanying experiences measurement

Measurerent accompani stoés individual <characteri s

Individual characteristics are the moderator variable of the model. In this vaneble,
analyzed differenac compani st 6 s i nd iThesedfeatmres aw hespecalty/t e r i

those related to the conceptexiperiential learning and are fundamental conditions such as:

Subvariables Measure
-The accompani g- Fourlearning modéolb, 1984): Active Experimentation (AE), Reflective
style Observation (RO), Abstract Conceptualization (AC), and Coadtrperience (CE)

- The accompagnying posture|- Three accompagnying posture (Paul 2004): Functionalist posture, hermeneutic
and reflective and critical posture. These postures depend on the needs type me
methodology type, the focus and the@mpanist intervention type.

-The accompani g- Three quantitative indicators: The number of months of accompanying, frequeng
commitment in the duration of meetings
accompanying relationship - A qualitative indicator: The accompanist perception of évell of his involvement in
the accompanying activity

- The accompanying motivation| - Four motivation types: personal motivations, professional motivations, entrepren
and projectrelated motivations and the economic and social motivations.

The accompanis6 s r e f |- Two measurement types: personal reflexivity and seticism and professional
and seHcriticism reflexivity and seHcriticism

-The accompani §-Two phases: Th aptaton pracespaandpeeaftafion pracedss
and accommodation (the
adaptation process)

-The accompani §-The accompani stds perception of the
transform his experiences into| accompanying experiences.
useful knowledge
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Tableaw2. Measurementaccompn i st 6s i ndividual <characteris

Measurement cognitive experiential learning outcomes

To operationalize this variable, we have identified in the literature, various verbal knowledge
that stould characterize the jotf the accompanist (Bakkali Messeghe& Sammut (2010b)
Vaesken, Torterat & Fauconnier (2007)). We referred also to the satisfaction survey
conducted byt h Béseau Entreprendred®in September 2011. Fiftedgpesof knowledge

were assessed by accompanstsa Likert 5point scale ranging &m 1 = Strongly Disagree

to 5 = Strongly Agree. Two factors emerged following the principal component analysis
(PCA). The first factor includes specific and technical knowledge in enterprises and SMEs.
The second factor includes the more general knowlathgeit the context and the business
environment and SMEs.

Results

Descriptive analysis

Accompanistos individual characteristics
Accompanistos | earning style

Selfassessment styles andreing preferences by accompanists he A R®seau Entr
E 0 etwak showed that the ain learning style is thAssimilator style combining abstract
conceptualization to capture the experience and reflective observation to transform it.
Accompanying posture

Concerning the accompanying posture, the majority of respondentsmpanying 50.3%
receive alarification typerequest from the entrepreneur to consider an evolutioantation,
personal and / or professional developm&atsideghis, the accompanyingethodology for

the majority ofthe research study responde@8.5%) consists dahterviews, active listening,
and the creation of conditions that facilitze
A majority of accompanistsepresenting 42.7% believe that their focus is rather the overall
situationof the entrepreneuand 48% considered that theitérvention as an accompanist
consists of mobilizingresourcesfor the entrepreneur that wishes to develop a business
project

Accompani stbés commitment

Regardng the involvement of accompanists in the accompawglationship, the results of

the survey show that the aage length of theelationship is approximately 21 months; a year
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and 9 months. Thmajority of respondentsyith a percentage of 62%eported that the usual
frequency of their meetgs, including phone callss estimated at 1 once a month. 60.9%
consider that in general eachf its meetings with the HAR®se
entrepreneutakes between 1 and 2 hours. Moreover, 59.1%k tthiat coaching is a rather
demanding activity for # accompanist
Accompani stodés motivations
Our results show that the pleasure of accompanying (61.4%), the feeling of beinlg use
(50%), the desire to transnenhtrepreneurial passion (59.6%)ht r epr eneur 6 s pr o
(75,9%), the challenge (eg. acqoamying a project and see it sucoe@%) find the values
through the action of the accompanystgucture (44.2%) or participation in local economic
development through the creation of businesses and jobs (47.9%) are the most important
reasons for thenajority of survey respondentts accept a accompanying engagementthe
i R®s e au E n tor simplaraecordpargingtetvorks
Accompani st os rcetitidmexi ti vity and self
The majority of survey respondertend to agree on the fact that they lioethink about
what they do as accompanistsd consider other means to accompény. 20). 49.4% of
surveyed accompanisisften think about theiaect i ons i n the TfAR®seau
networkto see if they couldmprove their accompanying actioasd 497% often reassess
their accompanyingxperience to learn from it arid improve their future performance as
an accompanist. A percentage of 41.8% also agree on the fact that their accompanying
experiences have often allowed them to question some of tisgiomeeptions.
Accompani stbés adaptation processus
The results of the survey show that the majoritgafompanisttend to agree with the idea of
learning new methods faronducting the accompanying actioft.9%) as well as taking
steps to improve theshortconngs in their mission to accompany entreprendd#s8%).
They also mostly agree to takesponsibility tomaintain knowledgeabl® theiraccompanist
job (44.1%).
Accompani stbés personnel devel opment percept.i
A large proportion of accompanistepresenting 44% have a high enough sense that the
accompanying experiende h a t they have experienced or ar
Entrepr endr s dlaveditherh tw growkon a personal level.
Accompanying experiences
Accompanying exeprieas accumulation
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The results of the survey show that more than Halie@accompanists surveyaeépresenting
55.5%, accompanied between 2 andrbrepreneurso far during their careerboth in the
context of théiRéseau Entreprendred@and other accompging networks.
Variety of accompanying experiences
Concerning the variety aiccompanyingeeds, the results of the survey show that 56.5% of
the accompanists surveyeaend to agree on the fact that the need for support generally
expressed by people thagcompany is a need related to the project itself. 48.1% of survey
respondents indicated that accompanied entrepregemerally expressed needelated to
the project owner @. themselves)kinally, 49% ofsurvey respondents indicated thatsthe
accomp@nyingneedsareboth related to the project owngorojectcombination
Concerning the variety of roles, the results shbat 35.9% of the accompanists surveyed
tend to agree on the fact that their role is typically to provide technical expErirse3.2%
of the accompanists surveydtieir role is typically to coach the project sponsor and develop
the entrepreneypersonally. Finally, 51.6% dhe accompanists surveyéehd to agree that
their role is typically to raise he ent r e pr e af éhe cossqueacssaofl esituators
or a particular choice.
The results of the survey show that 43.3% of respondents thinktibatges of the
entrepreneurs accompanisd farare quite varied. A majoritgf the accompanists surveyed,
representing 46.4%, inchtethat the profiles of people they accompanied so far (gender, level
of education, training, work experience, motivation and entrepreneurial development
prospects) are quite varieds such, 38.3% of respondents asskat theproject industry
sectorsaccompaniedo far are quite varied and, finally, 44% of responsiéelieve that the
innovation levels of accompani@dojects so far are quite varied.
The perception of the accompanying experiences quality
The results show that 47.1% of respondents gdegecthe accompanying quality of their
entrepreneurial coaching experienage quite high. For these accompanists accompanying
experiences have been quite rewarding and formative allowing them to create new
professional knowledge.
The perception of the aompanying relationship quality
The results show that 53.2% of respent$ strongly agree thtteir entrepreneurial coaching
relationship is charcterized by the existence ottanfidential informatiordisclosureon the
ent r e p rbesimesa stréteyyin total 58.4% of respondentstrangly agree thatheir
entrepreneurial coaching relationship is characterized by @pemmunication with the
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entrepreneur. Furthermorg0.6% ofthe accompanists surveytghd to agree on maintaining
a longterm rehtionshipwith the entrepreneuand 45.1% othe accompanists surveyszhd
to agree that thegntrepreneurelations are great success.
Test of hypotheses
The test of the first hypothesis shows that there is a direct impact of entrepreneurial coaching
experienceon the achievement of cognitive outcomes experiential learning (F = 2.641, p
<0.01). The accompanist general and specific knowledge development, therefore, are directly
related to the accgpanying experience and are specifically to a bettser acoc
perception of the quality of his accompanyi |
extent the accumul ation of his entrepreneur
<0.10). No direct effect of the variety of experiences or peeceived qualy of the
accompanyingelationship was observed on cognitive outcomes.
The test ofthe second hypothesis shows that learning style has a moderating effect on the
relationship between tha ¢ ¢ 0 mp a@xperisncedamd support the development of both
specifc knowledge F = 2.236, p <0.05) and genekalowledge (F = 2.329, p <0.06y the
accompanist The results also show that the accompanying postures affect only the
relationship between the accompanying experience and the developrmmentef accompani
general knowledge(F = 2.319, p <0.05). Thea c c o mp acomnstmedts in the
accompanyingrelationship also appears to have a moderating etiacthe relationship
between hisaccompanying experiences atia developne n t of t he spacfic o mp an
knowledge (F = 7.739, p = 0) and general knowledge (F = 2.139, p <0.10).
The study of the moderating effect tfie accompan s tmétivations shows that this
characteristic and particularly personal motivations (F = 4.361, p <0.01) and professional
motivations (F= 4.060, p <0.01have a moderating effecn the relationship between his
accompanying experience and the developrmoeint t h e a cspeaific krowledget 6 s
The results of this researelfiso show that reflexivity and sedfiticismof t he accompai
as an individual characteristic has a moderating effect on tphacinof hisaccompanying
experiences on the development t h e a cspeaific greowedgs(F $1s942, p <0.10)
and general knowledd& = 2.506, p <0.05).
The study of the moderatingfect of the process of assimilation and accommodation shows
that this characteristic and, in particular, the-gd@ptation process of tlaecompanishas an
effecton the relationship between lascompanying experience and the development of his
generaknowledge (F = 3.842, p <0.01).

56



Our results also show that the ability of #ecompanisto turn his experiences into useful
knowledge influenes the relationship between h&companying experience and the
development ohis specificknowledge(F = 5.64, p = 0).

The test of thehird hypothesis shows that the individual characteristics oatitempanist

has a direct impact on the development of specific knowledge (F = 1.924, p <0.05). These
characteristics are, first, the commitment ofélseompanisin the accompanying relationship

and especially the length of his accompanying relationship (F = 300, p <ar@b)

furthermorethe personal motivations of tliecompanisfF = 384, p <0.05).

Discussion

The aim of the paper is to contribute to a bettereustdndingof he a c c ocogpitwe i st s 0
experiential learning knowledge developmel the accompanyingetwork structure and
especi al Régeaui BEntregremdre ®hetwork. Through the conceptual model we
proposed, we wish to test the impact oftrepreneurial accompanying experiences on
cognitive learning outcomes and the developmeat ofc 0 mp knowlesige.s 6

Taken together, our results confirm the legitimacy of the choice of entrepreneurial
accompanying experience and individual characterigitcdeterminants ch c compani st s
cognitive exeriential learning outcomeBoth these two mainariables in the model affect in

a significant mannethe developmentad ¢ ¢ 0 mp kRnowlesige.s 6

Our results confirm the importance of the role of experiencthe learning process in the

writings of Dewey, Piaget, Lewin, Kolb, Argyris and Rogers and, in particular, in the
entrepreneurial field (Collins & Moore, 1970; Deakins & Freel, 1998; Minniti & Bygrave,

2001; Reuber & Fischer, 1993; Sarasvathy, 2001;ivamll 2000). The role of the
accumulation of experiences has been suggested by the words of Nonaka and Takeuchi
(1995); Patel, Arocha & Kaufman (1999); Dewey (1938), Lewin (1951); Kolb (1984) who

have demonstrated the importance of the amount of experierntte production of tacit
knowledge of individualsHigh quality professional experience is also a creative experience

for new professional knowledge (Nonaka, 1984k nni t i & By g rhatellier, 2001
2001). This result shows thabth the quantityand qualityof experiencesare taken into

accountin the accompanying experiential learning and the development of knowtetiye

fiRéseau Entreprendred@network

Apart from their direct impact on the development of accompanying knowledge,

a c c o mp adivideal characteristichkave a moderating role in the relationship between
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entrepreneurial accompanying experience and cognitive outcomes of experiential léarning
knowledge developmenOur results support, therefore, the work of Kolb (1984); Anderso
(1993); Armstrong & Mahmud (2004); Wagner & Sternberg (1987) and S&digh (1996)
according to whichthe represented learning style part of the cognitive style of the
accompanist that allows him to use the information inlddsning environment tacquire
knowledge.
Through our results, we can still identifiye functionalist position as trdominant jsition
which marks the moghe relationship betweemc ¢ 0 mp a n i Rédeau Entreprendneé® i
networkand accompanied entreprenemd determinesherefore their cognitive experieritia
learning. Accompanistare then often fackwith topics that mainly concern the financial,
legal and commercial etc. aspects ofhe business creation project.hdse results are
consistent with those of the satigfao survey conducted bfiRéseau Entreprendre Ggin
September 2011, which shows that the main expectation of the majotitg ehtrepreneurs
accompanied56%), is the introduction of specific aid to the development of company (expert
advice, networkingnd financial aid).
Our results also trace thgeneral emphasis on the professional commitment to the
accompanyingelationship,and spedically, the length of the timeperiod spend with the
accompanie@ntrepreneufWanberg & Allies 2006 Siean & allies2012) and the degree of
involvement (Paul, 2004) ih h ®ése@iu Entreprendre &&netwolk (Tannenbaum & allies
(1991). The professional and personal motivations, in our study, justéyntensity of their
cognitive experientialearning(Baldwin, Magjuka and Loher 1991Martocchio & Webster,
1992; Mathieu, Tannenbaum, & Salas, 1992; Quinones, 1995 Kraiger & allies, 1993 Colquitt,
LePine, & Noe, 2000).
Accompanistsin t h ®éseu Entreprendre ®netwoik seem to progress in their thought
process andiwaremss of the importance that might represartvetter reflection on their
actions and accompanying practices within the association. Changes caused by this reflective
and selcritical processes are cognitive, allowing them thus to review the effectivehess o
their performance and relevance and meaning of their experiences (Collins, 1991). The
process of tb  a ¢ ¢ o mpdaptatios tdid sot lack importance in the context of our
research.Indeed, this characteristic was also deemed relevant in an experieati@hg
situation for the accompanists in tfieéseau Entreprendre@network since it brings us to
the two processes by which the accompanist assimilates and adapts his knowledge repository
to adapt to his environment and regain equilibrium.
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Our researctshows, however, that professiorabrning in thefiRéseau Entreprendre ®

network results from entrepreneurial coachiegperiences, but abe all, from the

a c ¢ o mp ahility sottrénsform his professional experienceknowledgethat can seve

him in his accompanyingctivities Indeed, the ongoing transformation e{perience into

knowledge is a prerequisite that evdatermines theaccompani st 0s experi e
process and his knowledge developm&atib, 1984 Holmqgvist, 2000).

Conclusion

This research work has complemented the earlier work while providing a special look at the
other party in a accompanyingrelationship which is thewccompanistin thesebusiness
developmentsupport structures. We wanted to contribute to a better understaatling

a c c o mp aoghitered experiential learning proceds the fRéseau Entreprendre &®
networkandthe developnent oftheir knowledge througtheir entrepreneurial accompanying
experiences.

By investigating the caregrath the different experiences integpreneurial support arttie
characteristics ofhe accompaistsin the iRéseau Entreprendre @nhetwork we formulated

three main hypotheses ftescribe thep at h of t h e cognitive ceyepientiali st s 0
learning cycle

Cognitive learning outcomes tife accompaistsin thefiRéseau Entreprendred@etworkare

strongly influenced by their accompanying experiences but also by their individual
characteristicsMore specificallythe accompaniéts qual ity perception o
relation, more than theuantity of hisexperiencesallows himto develop specific and
technical knowledgef enterprises and SMEs.

The relationship between entrepreneurial accompanying experience and the development of
t he ac c ospguiicrandsgeei@lisknowledgds moderéed by his learning style. This
relationship is also influenced by the four indicators ofahec o mpani st 6 s commi t
accompanying relationship: the duration of the relationdhig perception ofhe degree of
involvement of hisaccompanying actity, thefrequencyandduration of his interviewsvith

the entrepreneurProfessional and personal motivations of theompanist, higeflexivity

and professional criticism and his ability to transform #ezompanying experieas have

useful knowledge hee as well a moderating effecton the relationship between his

accompanying experiencaad developmertf specificaccompanyindginowledge.
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The results of our research have also been able to show that the impact of entrepreneurial
accompanyingexperience o the development of general knowledge of dlteompanisis
moderated byan assimilating learning style, his functionalist stance, dioeation of the
accompanying relationshijis perception of the degree of involvemenhisf accompanying
activity, hisreflexivity and personal criticism, and finally by his f@éaptation process to
acquire and process information from its environment. Among the ingdivicharacteristics

of the accompanistt is the length of himsccompanyingelationship and personaiotivations

that positivelyand directly influencéhe development ofspecificaccompanyindgtnowledge.

This work represent®n the one hand, an individual diagnosis that allagsompanists
themselves as learneis thei R®s e au E D nedwork ®© riotow eclosely their
cognitive experiential learning process and toesssthe quality of their accompanying
experiencebut above allto question the variety of accompanying experiences and open their
mind to new experiences. On the other hand, this gtuolyides an organizational diagnosis

for the ARéseau Entreprendre ®network managers to evaluate the entire organization
through the sum of individual experiences while taking into account the central role of the
accompanist and the development of hisowdedge to ensure a better quality of

entrepreneurial accompanying practices.
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Abstract

Rapid developments in the Indian economy post liberalisation in 1991 have prompted
institutions like the World Bank to forecast that India would be the fourth largest
economy in the world by 2@2(Saini and Budhwar, 2004). With the growing business
interest in the region, the challenges facing academicians is developing appropriate HRM
system, for different business models operating in India. One must appreciate that India is
home to almost allaligions of the world and presents in its people and races one of the
most diverse congregations of cultures, dialects, castes, ethnicities rarely matched by any
other nation. This mystic and diverse culture has generated a set of challenges, which also
makes its HRM unique (Rao and Verghese, 2009).

The paper examines if national culture is viewed as a constraint on HRM practices. It
documents HRM challenges faced by both an MNC and a Family Managed
Business(FMB) operating in India, focusing primanoly the interface of global culture

with the deegpseated and widely varying cultural practices prevalent in India.

According to Yin (1984, p 13), case study as a research method is a qualitative analysis
of social phenomenon and investigates a contemp@ia@nomenon within its redife

context; when the boundaries between them are not clear. In this study, it documents two
case studie$ one of a FMB and the other MNC operating in India and validates how
national culture influences organisational cultudé draws conclusions and has
ramifications, both for the HRM practitioners and policy makers of MNCs, FMBs

operating in India.

65



Keywords: National Culture, MNC, FMB, Country Effect, Organisational Culture,

Cross Convergence, Multiculturalism

66



Introducti on

Foreign Direct Investments (FDI) has swung to the emerging economies and its share has
increased from 23% in the midl 9 8006 s to 37. 2 % as of
Debrah,2001a) . As a consequence, 53,000 Multi National Corporations (MNCs) with
450,000 affiates operating around the world, a total of 230,696 are now based in
developing countries (Budhwar and Debrah, 2001a).During FY12@&landia attracted

FDI worth US$ 22.42 billion. According to a recent UNCTAD survey projected India as
the second most iportant FDI destination, after China. (Malhotra,2014). Further of
62,000 MNCs with 9,00,000 affiliates over 100,000 firms are operating in India. Further,
India has emerged as a global leader and a strong nation at the turn of this century, (Pal
and Buzanel, 2008). Further,caording to Budhwar and Debrah (2001b), the majority of

the world's population lives in developing countries. Developing countries are significant
buyers and important suppliers of different resources (both natural and human) to
industrialised nations, while being competitors to developed countries with lower labour
costs, strategic regional centres for the expansion of MNCs, production sites for MNCs
and capital users, i.e. from private creditors such as international banks, Fidreigd

official governmental assistance (Budhwar and Debrah, 2001b). These facts highlight the
great extent to which both developed and developing countries have now become
interdependent. For Budhwar and Debrah (2001b), these developments and globalisati
itself necessitate the need for crosdional HRM studies, especially between developed

and developing nations (Budhwar and Debrah 2001b).

199

The nature of HRM i s known to be 6context ¢

Budhwar and Khatri (2001) ang that the HRM system varies from country to county and

can either be universal or context speci fic

relationship between the social contacts and career development which presents the
contextspecific nature ofsuch a practice. Budhwar and Sparrow (1998), as cited by

Budhwar and Debrah (2001a), argue ptelcatf i dRM |

They further state that national culture has a strong bearing on the HRM systems in any
which presents the cat-specific nature of such practices. For instance, union structure
in India is rather welbleveloped, recruitments and promotions are influenced by caste,

regions from where one comes.
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Literature Review

The belief that the organisation must correspaittd their environment in which they are

embedded is a wetksearched theme. Bussey (1999) found that a cooperative relationship
between corporate and national cultures could enhance effectiveness in many companies

when implementing teatbased work sttagies. National cultures shape strong value

systems among their members. The resulting shared values, preferences and behaviours of
population groups differ widely between countries, impacting the organisational structure

(Blau and Scott, 1962; Peters,789 Pettigrew, 1979).

Mul ticultural concerns have long informed I
political arrangements. Many writings on Indian history, culture and politics are marked

by some kind of multicultural consideration. Even theoremendations of the successive

Finance Commissions of India, to take an unusual example, show that the changing
criteria for allocating resources to states
di versity (Bhattachar ycan b2 8ad1ltg be almuldcultardls cons
document in the sense of providing for political and institutional measures for the
recognition and accommodati on of Fuhher, count r
according to the | ndi asymoRbvarpamuHsuifuraCsoartyi s si on
and most of the MNCs do not understand the diversity and the-phudél nature of the
society and the different stakeholders in th
Hofstede (1993) conceptualised national celturas t he f@Acol |l ective pro
mind that distinguishes inhabitants of one nation from another, while arguing that
collective programming develops as a result of the experiences shared by the inhabitants

of a nation, and includes values transféri®y the educational, government and legal

systems, family structure, patterns of religious preference, literature, architecture and
scientific theories. National culture changes very slowly, because what is in the minds of

the people of a nation also bewes crystallised in its institutions. The validity and

reliability of Hofstede's dimensions of national culture has been tested by many
researchers (Hunt 1981; Kogut and Singh 1988; Triandis 1982). The literature review
suggests three pioneering researobjgets that have been directly aimed at identifying

cultural dimensions from a normative perspective. These are by Hofstede (1991),

Schwartz (1992) and Trompenaars and Hampidener (1998).
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Hof stede (1983: 88) mai nt aipneendd etnhtadt amadn atgheane
see what effective organizations in different cultures have done, we recognize that their

| eaders did adapt foreign management ideas t
Ot here have been exampfl @lsl yofr enfud t minrag i lom@aals
he cautions t hat 0t hi s IS a difficult t as
management practices should fii842)t Thereid oc al c
growing emphasis on the role of nationaltare on organizational culte and has studied
extensivelyby GLOBE project. (House, Hanges, Javidan, Dorfman, & Gupta, 2004;

Javidan, House, Dorfman, Gupta, Hanges, & de Luque, 2004).

Moreover, Singh (1990) maintains that India is a country of greargity. There are

substantial regional, linguistic, cultural and religious variations across the country. Given

the wide range of variation, it should be impossible to generalise about society,
organisations and leaders in India, as much as it is aboamhisagional and leadership

practices in Indian organisations. Through an empirical study Singh (1990) established

t hat Hof stedebés five dimensions vary with a
levels in organisation, industrial sector, economaitt@r, nature of job, location, etc.

Singh (1990) highlights one of the key findings as being the lesser use of power in highly
industrialised locations. He states another key finding in his study was related to
economic sector influences. On the powestatice measure, the scores for the public

sector (PSU), Indian private (both family managed and professional (FMP) and
international private sector (MNCs) were 9, 22 and 0O respectively. On the uncertainty
avoidance measure the scores for the PSU, FMP aN@€dMwere 27, 57 and 39
respectively. On the individualism measure the scores for the PSU, FMP and MNCs were

19, 6 and 31 respectively. On the masculinity measure the scores for PSU, FMP and

MNCs were 33, 31 and 77 respectively. Decisions based on thesegfincan have a

varying impact on the culture of a region.

Singh (1990) argues that India, a highly populous democracy and an important emerging
economy, is seeking to modernise and transform its institutions without sacrificing its
commitment to econori progress, socioultural heterogeneity and traditional social
hierarchical values. He argues that, in India, political influence, an uncertain future, a
dynamic business environment, a fatalistic attitude and theavisision nature of Indian

managersare the main factors contributing to a high level of uncertainty avoidance. This
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creates a climate of calculative risk taking, a dimension which has a negative influence on

HRM policies related to selection, training and development, pay, benefits anatieepa

National and Orgamzational Culture

Figure 1. Country, national culture and organizational culture

Managerial agenc
Industry and g 9 ¥

competitive contaxt

Instituticnal contesxt - Organization and human
resource stratedy

Individual
Country cultural values
Mational culture (maan) - Organizational culture

Intra=-cultural variability
[wvariance)

Organizational history

Figure 1:Effect of National Culture on Organisational Cultui®ource: Gerhart,2008

The above model recognizes that culture is just one of the ways that contexts differ across
countries and has a bearing on cultural values of the organizaitbrihe individuals.
Further country, as a constraint on organisational culture, would be expected, on average,
to reduce variance within countries, relative to the variance between countries ( Nelson &
Gopalan, 2003). Thus the study examines the degrediich the effectige for country

(and a specific har acteri stic of I ndi ads nati onal
operating in India. This study undertakes single country study ( India) of multiple
organizationi one family managed businessieh has Indian promoters and another
MNC operating in India.

ResearchMethodology

Methodology refers to the overall approach to the research process. Social scientists with
different philosophical assumptions would adopt different approaches in theratese
Corresponding to the objecthseibjective debate in ontology and the positive
phenomenological contrast in epistemology, there is the quantitpibldative debate in

the methodology dimension. For this qualitative analysis of the social phengnocasen

study and observation were the two tools used for the stidy2002, p13) defines case

as fa contemporary phenomenon wi t hin i ts
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boundaries between a phenomenon and context are not clear and the resesudtler ha
control over the phenomenon and contexto
Case study is an empirical inqguiry that i nv
guestions concerning the phenomenon of interest. In collecting case study data, the main

i dea i s t o eétablish converging linésefoevidenmce to make your findings as

robust as possible (Yin,2004).For this study, we revisit the research quetgioational

culture a constraint on organizational structure? . The observations and documentation of

is made wth respect to cultural orientation of two firmisMNC and a family managed

business operating in India.

Case Study Accenture Indid Think Global, Act Local

Accenture plc is a multinational management consulting, technology services and
outsourcing company having its headquarters in Dublin, Ireland, since September 1,2009.

It I's worl dodés | argest consulting firm measu
reported a net revenue of US$ 30 billion and has about 3,19,000 employees serving clients

in morethan 200 cities in 56 countries in 2014. It employed about 80,000 people from

India and 40,000 in USA. Accenture India, today is the number one paymaster in IT firms
operating in India, has got the best projects globally and has a great talent poal of ove

80,000 knowledge workers in India, more than anywhere in the wAcenture ranked

#2 in the Business Today O0BestltiCfocosgdaoni es t o
the talent landscaperecruiting the best talent, developing new capabiliges], retaining

with non- monetary benefits.
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Figuere 1: The Valwe—Centered Culture Framework
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Value orientation cultural framework ateenture
On the righthand sile of the ValueCentered Culture Framework is the Ability to
Influence Performance, which includes the tools that are available to help employees
translate behaviors into actions that drive value for the organization as a whole. In other
words, companieshat exhibit an exceptional ability to influence performance have the
process and technology in place so employees can properly plan and monitor how
effectively they are achieving their commitments and goals, and ultimately enabling the
employee behaviordat drive overall value creation for the company. Ability to inspire
on the lefthand side includes , a strong ethos which is an essential component of-a value
centered cul ture. 't includes not only t
andhat guide an organizationdés behaviors,
behavior of people within the organization and the policies that help ensure people will
act and work in a way that drives value creation. Leaders not only provide aictass p
of the direction for the organization, but they also strive for strategic alignment and
commitment among the entire leadership team. Without this, a leader may not be able to
influence the culture or beliefs of the people they are trying to lead.

Same specific HR policies implemented in India by Accenture
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1. Recruiting is now like part of a large supply chain. It is like manufacturing with specific
requirements. In fact, the market is such that even before we run out of people to hire, we
may be shorbf HR professionals. As a part of this initiative, Accenture has partnered
XLRI Jamshedpyrindiafor HR professionals.

2. Recruitment for fresher s t hrough undergr a
interviews. For experienced professionals apart from eengrg interview, referrals are
considered and thus the influences of national culture on organizational culture in India,
as Indian recommend and also vouch for their contacts.

3. Hours that helpi Accenture ecently introduced this policy, and believes thiat
encourages the spirit of sharing. This is 1in
One Help Oneo . I't emerged as a result of ma
who needed extra leave on account of a medical emergency or pesmriam. Many
people did not avail of their leave fully by the end of the year. The person would
accumulate his leave and carry forward the same to the next year and take it when it is
needed.

4. Customization of HR practices can greatly benefit employeeshadorganizations. t 6 s
also good for the HR function itself.

Work alture at Accenture

Ac cent ur bolisticrH® imandgement approach is based on three unique traits of
creating growth opportunities, offering them learning and development prasyklestly
compensate and reward them. Accentureds cour
options, covers a set of over 15,000 courses, including -cugsal issues.The
demographics of the Indian employees and the work culture . Accenture dffdia its
employees much more than a challenging work culture. It is also highly rated for its
leadership development agen@havana Rao has been at Accenture for a decade, and
leads analytics delivery for BPO. A change of role every few years helpsugeéer
interest. After her first child was born, she took on a role that let her work from home
more often.At Accenture, theyacilitated change analso upgraded heskill . She has
participated in many leadership programmes, including one that gawaehehance to
network with Accenture's senior women leaders who were experienced in dealing with
work-life issues Accenture invests up to $700 million a year on training and HR.

Cultural orientation @ accenture
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Accenture India believes that, managingermational business means handling both

national and organization culture differences at the same time. As regards mindsets of
employees regarding performance, authority and time, they are different for Indian
companies and foreign companies operatingnidia. Accenture does not believe in
reorienting the employees to a particular cultural orientation rather in being in sync with

the national culture. At Accenture the managers from diverse cultural backgrounds to
develop their ability to engage and undeesnd and be conscious of
practices. At Accenture, there is a belief that, culture can be learned and Accenture is not
just | earning but #Acceiture wdrkéorce migors dhe dndisisi z at i o1
human diversity. Accenture Indig united by a common culture and commitment to help

our clients achieve high performance. In this way, we build and maintain a global
workforce that includes people from different backgrounds, with a vast range of skills and
experience.Accenture deliverscrosscultural training to their employees when they

relocate abroad. Even an issue as simple as small talk can be very different in another
culture. Business Today (2010) reported that Rebecca Schmitt learned the important

difference betweeamall talk in the USersus small talk in India.The key difference is

that in India, people like to get to know you nadt as a professional but they also want to
know about your personal life. Do you have children? What does your husband or wife
do? In the U.S,, it is considered rude to ask about someone's personal life at work unless
you know them relatively well.
Godreji think local act global
Godrej Group was established in 1897,headquartred in Mumbai, the financial capital of
India. It is further subdivided into two main companie$&odrej Industries Ltd and
Godrej and Boyce. It has recognized as one of the lgagtoup in India Inc. Godrej
group is presently headed by Mr. Adi Godrej, Chairman and Mr. Pirojshah Godrej, the
managing director. Mr. Jamshed Godrej is the Chairman of Godrej and Boyce. The
Godrej Industries annual turnover is as of 31.03.2012 wa$ W29 billion and for
Godrej and Boyce was US $4.1 billion for the same period. The Godrej brand was valued
at US $3.2 billion by Inter brand as of 31.03.2012. Over 400 million people use one or
another Godrej product every day, worldwide. It is aghent l ndi ads most di v
trusted conglomerates. They have their presen businesses like FMC@&g$t moving
consumer goods),chemicals, engineering, furniture, -pgrducts, real estate and
Information TechnologyAt Godrej, there is a crossiltural integration link which is part
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of Godr e Groupdbds gl obal 3 Xi Asia, Africaartde gi e s :
Latin America, through 3 core categorieslome Care, Personal Wash and hair care.

The Godrej Family Tree

Ardeshir © Pirojsha *
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Figure 3. Godrej Family Tree
Value Orientatiorcultural framework at Godrej
Godrej isan inspiring workplace with an agile and high performance culture that attracts
and retains the best global talent. The Group companies consistently feature in the Great
Place to Work listThere are many mergers aadquisition and change management
initiatives, whichhave f or med a major part of the Group
They value diversity at workplace, respect the value system of the individual and as a
family managed busi mdsxn,t tphray ipradtdoi aen,d chiabe

which takes care of their over 1,05,000 employees.

Revenue growth e.g.
new, green products

E.g. Climate change ] > [

Strengthen
Drivers of
Competitiveness

Address Social
Problems

E.g. Quality education ] D — [ Improved talent pipeline

Create Shared Value

Figure 4 Value Centered Culture Framewa{Bource : Godrej Indstries Ltdi Annual Report 2012)
Some specific HR policies implemented in India by Godrejiskniés Ltd
PLEA : Purpose, Learning, Empowerment, Appreciation. The Purpose is the mission and

the short term objectives are to communicated throughout the organization. Learning
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opportunities are provided to employees includingleaning infrastructure.
Empowerment and Employee Engagement receive the highest attention at Godrej, Last
but not the least, appreciation is done periodically and their contribution to the
organization acknowledged.

. Tough Love : People processes atadent strategyat Godrejis driven by the keywords

'tough love.' People management process is antsyoprocess. Employees have certain
expectdons and companies help them in achieving them, as well as their aspirations. The
process is tough as it is meritocratic and the expectations from high performers are bound
to go up. Love symbolises the support the organisation will provide the coacheaiat,
and the reward for high performers
. Talent Management in Africa , South East Asia and Latin America Godrej is
expanding aggressively in the above mentioned markets and believes inaned) at
empowering the local teams and maintaining ethnf business. Understanding local
culture makes sense strategically and helps build relationship in these geographies.
Work culture at @drej
At Godrej, itdéds more than a career. 't i s a
ambition with challenges and provides you with the freedom to operate and express your
i deas and contribute to their fruition. |t
capabilities by unleashing potential through learning and exploring, taking up early
respongilities, working in cross functional teams, and moving across businesses, functions
and geographies, thereby preparing you as a leader. At Godrej, they respect diversity of the
Indians and facilitate open and transparent functioning. This, along wig@viwnk, makes
Godrej a great place to work.
Cultural Orientation @ Godrej
Godrej Group believes that, managing international business means handling both
national and organization culture differences at the same time. As regards mindsets of
employees regding performance, authority and time, they are different for Indian
companies and foreign companies operating in India. Godrej believes in being in sync
with the local culture and hence recruits local talent abroad. At Godrej the managers from
diverse culiral backgrounds to develop their ability to engage and understand and be
conscious of otherds business practices. G
equal employment to all. Godrej believesarosscultural training to their employees
whenthey relocate abroad.
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Conclusion

National culture determines the survival of an organization over the long term. Cultures
can be a liability to an organization if it creates barriers to change, create barriers to
diversity or barriers to mergers and aisitions However as documented in the two case
studies there is a MNC which is in harmony with the Indian culture is able to manage its
talent in a effective way. Also as regards Godrej group which has its roots in the Indian
soil believes in employingotal talent in countries like Africa, South East Asia and Latin
America as it understands the influence national culture plays on organizational culture.
Limitation of the gidy

The study is limited to two firms from India which practices multiculturisrd &as
diversity in religious faith, ethnicity, and soetoltural background and as such it is

di fficult to define Indiabds national culture
Implication for future esearch

A study can be undertaken for Organisations across different geographies andndaicume

their policies are in sync with the local culture they are operating.
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TEMPORAL TACTICS: A NEW CONCEPTUAL MODEL FOR EARLY
START LEADERSHIP

Cameron, Clare®; Wright , Barry 2
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Abstract

Early start leadership literature holds the promise that anyone can be a successful leader, with
the right guidance. This literature suggests that there is a limited and critical time period
wheren leaders either build a firm foundation and succeed or act inaptly and doom
themselves to failure. While a popular research and practitioner topic, few studies have
advanced a conceptual model that summarizes key research findings yet serves tohsupport t
practical application of abstract theory. To address this gap, this paper examines the strengths
and weaknesses of existing early start conceptual models and proposes a new framework
based upon temporal stages that incorporate effecthmarding stategies for both the HR
department and individual leaders.

Keywords: Early Start Leadership, Oioarding, Human Resource Management.
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Introduction

New leaders are often brought in with the expectation that they will fix or transform their part

of an oganization or, if in a senior role, transform the whole organization. One study suggest
that bringing in new leaders happens quite often as it is estimated that more than half a
million managers enter new positions each year in Fortune 50patoes alongWatkins,

2003). The challenge for these new leaders is that their change agendas often fail (Beer &
Nohria, 2000; McKinsey & Company, 2008). And with failure, new leaders can be
scapegoated which means that being a new leader is a risky propositidroffitka Rocco,

& Roberts, 2011)At question then, are there better ways for leaders to start their new tenure
to help ensure success?

Early Start Leadership

Ever since Rooseveltds infamous first hundre
has a limited, finite window of time in which to succeed (or fail) has persisted. Early start
leadership literature draws upon the view that there is a limited and critical time period
wherein leaders either build a firm foundation and succeed or actyinapt doom
themselves to failure. This literature offers the promise that new leaders can be successful
leaders, with the right guidance (Barnett & Tichy, 2000).

Entry into any new job, especially when beginning a new leadership role, is accompanied by
interactions with organizational insiders and outsiders that will undoubtedly have important
consequences. The theory of relationship de:
often tempers the initial relationship between a newcomer and organ&atiembers.

Extant research on the topic suggests that the honeymoon period lasts only about three to six
months (Farber, 1994).

Written work on early start leadership ranges from rigorous scientific studies (i.e. Jokisaari &
Nurmi, 2009; KaumeyeMueller, Wanberg, Rubenstein & Song, 2013) to summary bullet
point lists on web pages. While one commercially successful book, written by Michael
Watkins (2004) entitled The First 90 Days, has sold over 800,000 copies.

While a popular topic, few studies\eadvanced a conceptual model that summarizes key
research findings that support the practical application of abstract theory by offering on
boarding advice. In response to this gap, this paper examines the strengths and weaknesses of
existing early stdarconceptual models by drawing on existing models and provides a new

framework based upon temporal stages that incorporate effectibgeanding strategies for
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both the HR department (Downey, 2002) and individual leader. Therefore the goal of this

paper § to provide a model in support of effective leadership transition.

Conceptual Models in Review

Conceptual models are valuable business tools that can succinctly communicate strategic

directions and guiding principles to decisimakers: the Balanced Seward developed at

Harvard

Busi

ness

School i

n

t he

1990s

models, now utilized in thousands of firms as a valuable assessment metric (Kaplan, 2010).

In academic and popular literature on early start leagershly a limited number of works

include conceptual models to summarize research findings and recommended actions.

S

Manderscheid and Ardichvili (2008) propose a model (see figure 1) which identifies the

important factors which can help a successful lesdprtransition focusing specifically on

team transition. Drawing from a literature review, the authors suggest that leadership success

occurs in phases. As Manderscheid and Ardichvili refer to nearly every classic of early start

leadership literature, éhresulting conceptual model is wghounded, broad in scope and
Ar dacusddy i
there are also weaknesses. While they discuss the concepts in the paper, their model does not

cl ear .

accountfor leader origins as an insider or outsider nor the impact of the strength of positional

power .
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leadership transitions do occur in distinct phases.
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Ballinger and Schoorman (2007) present a conceptual model (figure 2) based on the study of
workgroup dynamics and research in the fields of cognitive appraisal and relational
leadership.Bal | i nger and Schoormanés model i's uni
followers in any exercise of leadership. As Kellerman (2012) has critically observed,
followers are typically neglected by the leadership industry despite their profound influence

on successful outcomes. The appearance of surprise, trust, history and job satisfaction are
al so unique elements in Ballinger and Schoc
timeline indicating stages in an affective state, which research demongratgwated by

any leadership transition. Of all conceptual models put forward in early start leadership
l'iterature, Ballinger and Schoormanos is t
academic research with a staugsed approach to new leadepstnansitions over time. What

is missing though are succession strategies to lead the new leader through the various
proposed stages.

The Relationships Between Affective Reactions to Leadership Succession Events and Individual

Outcomes
Stable LMX
I_". N | evaluation of
Group member's Propensity to trust / new leader
perception of LMX \ Initial trust
quality evaluation of new

Job satisfaction

Distance leader
from group||perceived justification of

e causal agent of event

Time to - -
- History with new leader
departure
e Ww|* Evaluation of ability 4
on prior job Behavioral outcomes
* Trust level * OCB
v / * Communication with leader|
- - - * Motivation to perform
| fective state durin ]"'
Stage > Discovery Exit Entry Stabilization

»

Figure 2.Ballinger and Schoorman, 2007

The STARS (see figure 3) is a model developed by Michael Watkins (2004)isumtcluded

in his bestselling bookThe First90 Days it al so appears in follo
approach to early start | eadership. Al ong w
leaders, STARS provides a method by which new leaderaataguickly to ensure financial

success and continued growth for their firms. Watkins assumes that all organizations will fall

in to one of the following four categories: Stag, Turnaround, Realignment or Sustaining
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Success. Having identified whiclpgies, new leaders can then apply a matching set of
actions recommended by Watkins.

While STARS is useful for organizational scenarios where quick, decisive action is required
and financial sustainability is the focus, the model is too narrow to funa®m
comprehensive model for early start leadership. Many of the critical factors in early start
leadership success that Watkins has noted in his own work are absent, including the

importance of building relationships, learning, and securing quick wins.

The STARS Model

‘Realignment Fail »| Turnaround \
lf ] /

Fail Crisis Shissead Fail

Cycle \
Recovery Shutdown/
Cycle /' Divestiture
Succeed

* Fail
Succeed /
o '
Sustaining Growth Cycle ’ Start-up
Success
Succeed

Figure 3.The Starts Model (Watkins, 2004)

And finally, Jokisaari and Nurmi (2009) examined the important relationship between new
leaders and their immediate supervisors; in particular the study focused on leaders helping
newcomer learning that is, newo mer s6 achi eving role clarit.y
authors found that newcomersod percei Vv2Zdd supe
months after organizational entry and that the steeper the decline the greater the decrease in
role clarityand ob sati sfacti on. Thus, the study su
key individual in organizational socialization and future personal leadership success.
However, they do not offer a broad conceptual model as they focus primarily on leader to
leader mentorship.
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A New Conceptual Model

Drawing from extant research and interviews with early start leaders we propose a new
conceptual model with a consideration of early start leadership in terms of timed stages. The
Temporal New Start Leadershspnceptual model is validated by qualitative data provided by

early start leaders.

A total of 12 leaders were interviewed; participants were distributed evenly across the public,
private and nefor-profit sectors, working in the following industries: ngag, municipal
administration, pharmaceuticals, financial services, web development, business development,
consulting and social services. Seven males were interviewed.

Participant interviews were conduct etiodf ol | ow
based on a foestep inquiry model. As McCracken recommends, respondents will ideally be
strangers and with 8 respondents enough to provide a reasonably complete picture of shared
experiences and culture (McCracken, 1988). All interviews for tingegse of this study were
conducted over the telephone, with the exception of one which occurred in person.

During each interview, participants were asked a set of factual questions about their current
positions and organizations, as well as informatiama@ng to years of experience in senior
management | eadership and number of | eader st
tourd questions then explored participantso
activities that they believed exe most likely to cultivate successirthg a leadership
transition.A set of questions regarding particular periods in time then focused on the temporal
dimension of leadership transitions, asking participants to reflect on their own behaviours,
mindsetsand actions at critical milestones in the transition period: before arrival in the
organization, Day One and the first 2 weeks, the first 90 days, the first 6 months, and the first
year.

Interviews lasted an average of 35 minutes, allowing opporturitiesover the topic of
leadership transition in considerable detail. Interviews were recorded and transcribed to 68
single spaced pages of documentation, with each participant given the opportunity to review
transcriptions and add further comment; this oamication also functioned as a member

check for potential interviewer bias. Transcripts were then analyzed to identify trends and

common themes between participants.
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The conference presentation will touch on the findings of the study and place catigal e
start milestones in five key phases:

Before Arrival to a new leadership position
Day One and the first 2 Weeks
The first 90 Days

6 months past arrival

To To Do Do Io

Leadership Maintenance (aka the Long Tail of new leadership success).

In summary, thigaper highlights key leadership actions for new start leaders drawn from
extant literature and proposes a new model grounded in qualitative data with modifying

variables for new leader success effectively mapped against a temporal dimension.
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Abstract

The purpose of this paper is to examine in an experimental setting the attitudes toward
ambiguity over probabilities and over outcomes in the positive and negative domains using a
mixed design of withirsubjects and betweeubjects. Amlguity refers to uncertain
situations where the probability of the possible events is unknown. One can distinguish
between two sources of ambiguity: ambiguity over outcomes and ambiguity over
probabilities. Ellsberg (1961) has shown that people, when faatd positive rewards,
present aversion to ambiguity. Recent research shows, however, contradicting results.

Similar to Prospect Theory were people prefer uncertainty over certainty in the negative
domain we found that in the negative domain people pesfdiguity over clarity. Perhaps,
ambiguity serves as an excuse or a justification against regret. When people have to make
decisions concerning negative outcomes, they would prefer to be less responsible and more

ignorant.

Keywords: Ambiguity, Preferenes, Risk.
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Introduction

Uncertainty is a major element in the theory of decision making. Research has shown that the
way by which uncertainty is presented to the decision maker influences the decision process
itself. Knight (1921) distinguishes betwe#rsk" where the probabilities are measurable and
"uncertainty” where they are not. Ellsberg (1961) added to this line the notion of ambiguity,
which is a mix of "risk" and "uncertainty." Eichberger and Kelsey (2007) defined ambiguity
as situations whersome or all of the relevant information about probabilities is missing.
Ellsberg himself (1961, p. 657) defined ambiguity as "a quality depending on the amount,
type, reliability, and "unanimity' ofceinfornm
in an estimate of relative likelihoods."

Ellsberg (1961, 2001) has shown that people, when faced with positive rewards, present
aversion to ambiguity. In contrast to the Subjective Expected Utility (SEU) theory, he shows

that people have a preferenaer fobjective over subjective bets. People make decisions
differently if there is ambiguity about uncertainty compared with the instance when there is

no ambiguity, even if the expected risk is the same (Kahn and Sarin, 1988). Similar results
were shown byGanzach (2000) and Zajonc (1968) where, based on the Exposure Effect,
people preferred investing in known ventures such as stocks of the NYSE rather than stocks

of less known markets.

Most of the recent experimental studies report that individuals teadoid ambiguity (e.g.,

Sarin and Weber, 1993; Kunreuther et al., 1995; Gona&diejo, et al., 1996; Kuhn and

Budescu, 1996Klein et al, 201). On the other hand, recent research shows that, on some
occasions, people prefer ignorance to knowledge (Elmd Irwin, 2005, Botti and lyengar,

2006).

Fox and Tversky (1995) addressed ambiguity aversion, the idea that people do not like
ambiguous gambles or choices with ambiguity, with the comparative ignorance framework.
Their idea was that people are onlylaguity averse when their attention is specifically

brought to the ambiguity by comparing an ambiguous option with an unambiguous option.

For instance, people are willing to bet more on choosing a correct colored ball from an urn
containing equal propodns of black and red balls than an urn with unknown proportions of

balls when evaluating both of these urns at the same time. However, when evaluating them

separately, people are willing to bet approximately the same amount on either urn. Thus,
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when it ispossible to compare the ambiguous gamble to an unambiguous gamble, people are
averse, but not when one is ignorant of this comparison. Camerer and Weber (1992) reviewed
the many studies that have examined how individuals react to probabilistic ambiguity.

Similar to Prospect Theory where we observe risk aversion in the positive domain and risk
seeking in the negative domain, it seems to us that there should be a difference in the attitude
toward ambiguity in the positive and the negative domains.

In the negave domain, however, the results are not consistent. Yassour (1984) replicated
Ellsberg's experiment but extended it to include the negative domain. Whereas in the positive
domain significant ambiguity aversion was found, in the negative domain, mosttsubj
preferred the ambiguous options over the-aorbiguous ones.

On the other hand, ambiguity avoidance for both gains and losses was demonstrated by Keren
and Gerritsen (1999) and by Inukai and Takahashi (2009). In the same vein, Warfeder

and Weber (1992, Cohen, Jaffray and Said (1985), and Einhorn and Hogarth (1985, 1986)
report ambiguity aversion for losses but in a smaller magnitude than for gains.

Kahn and Sarin (1988) found that "in the gains domtnere is ambiguity seeking at low

mean probabilities and ambiguity aversion at high mean probabilities.
Method

Participants were 329 undergraduate students of business administration and economics from
the Ruppin Academic Center (152 female and 16¥)ndhe average age was 33 with a
standard deviation of 5.1 (most participants in the research were students in the executive
program).

The experiment was conducted in the classroom during class hours. The subjects agreed to
participate in the study upawur request. The students had the option of not participating in

the experiment and leaving the classroom at that point.

Studentsdé attitude toward ambiguity was meas
(vacation, health, monetary, survival), &lamed positively and negatively. Each student
answered two questions in the positive framing and two questions in the negative framing.

In each scenario, the subjects were asked to choose between a known/familiar state and an
unknown/ambiguous state orsavenpoint scale, where 1 represented aversion to ambiguity
and 7 represented ambiguity seeking.

There were two versions of the questionnaire. In the first version, scenarios 1 and 2 were
framed in the positive domain and scenarios 3 and 4 in the nedatinan, and vice versa in

the second version.
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Scenarios 1 and 2 dealt with the difference between known and unknown probabilities,
whereas scenarios 3 and 4 dealt with the difference between a familiar and an unfamiliar
process.
Known and unknown probability distribution

V Scenario 1 (vacation/military service)
Positive framing: Out of 90 students, 30 students will win a prize evaek stay in Europe,
all expenses included. The lottery is done by drawing a ball from an urn. The urn contains
red, black, ad yellow balls. In total, there are 90 balls, out of which 30 are red and the rest
(60) are black or yellow. You can choose between getting the prize by drawing a red ball or
by drawing a yellow ball. What would you prefer?
Negative framing: After one mamif a difficult reserve military service in a remote, hot, and
dusty area, it is necessary to choose, out of 90 soldiers, those who would have to stay for an
extra week and those who could go back home. The lottery is done by drawing a ball from an
urn. The urn contains red, black, and yellow balls. In total, there are 90 balls, out of which 30
are red and the rest (60) are black or yellow. You can choose between being selected to stay
the extra week by drawing a red ball or by drawing a yellow ball. Whbatd you prefer?

V Scenario 2 (health)
Positive framing: Two young Israelis traveled in Africa. Their families received an alarming

message that they are hospitalized in a local hospital. One suffered from Meningitis type A,
for which the chance of recupéirg is 70%, and the other from Meningitis type B, for which

the chance of recuperating is between 50 and 90%. The telephone connection with that
country is out of order. Which family feels better?

Negative framing: Two young Israelis traveled in Africaeir families received an alarming
message that they are hospitalized in a local hospital. One suffered from Meningitis type A,
for which the mortality rate is 30%, and the other from Meningitis type B, for which the
mortality rate is between 10 and 50%heTtelephone connection with that country is out of
order. Which family feels better?

In scenario 1, we extended the original Ellsberg experiment to the negative domain. Like
Ellsberg, we expected our subjects to demonstrate aversion to ambiguity ardetothpe

option with known probabilities over the one with vague probabilities. The explanation to
such a behavior can be found in the words of Ellsberg himself: "What is at issue (here) might

be called the ambiguity of information, a quality dependindh@namount, type, reliability,
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and "unanimity" of information, and giving
of relative likelihoods." (Ellsberg, 1961, p. 657).

Also, in scenario 2, the subjects had to choose between two options, on&nawth
probabilities and the other with less accurate probabilities. Similar to scenario 1, we expected
our subjects to demonstrate aversion to ambiguity and to prefer the option with known
probabilities over the one with vague probabilities.

In the negatie domain, however, we expected just the opposite results in both scenarios.
Kahn and Sarin (1988) found that, in a consumer choice context, subjects were ambiguity
averse in the gain domain and were ambigpiyne in the loss domain. Similar to the
Prospet Theory (Kahneman and Tversky, 1979), we assumed that, when people have to
make decisions concerning negative outcomes, they would prefer to be less responsible, more
ignorant, and would rely (mostly for an excuse) more on uncertainty.

Results

Ambiguity aversion was measured on gdint scale where 1 refers to "extreme ambiguity
aversion" and 7 to "extreme ambiguity seeking." As expected, ambiguity aversion was
stronger in the vacation question (positive framing of scenario 1) (M = 3.04, SD = 1.61) as
compared with the military reserve question (negative framing of scenario 1) (M = 3.86, SD =
1.65), (t(327) =4.52, p< 0.001; see Table I).

As expected, ambiguity aversion was stronger in the health question framed positively using
the recuperation chandg® = 4.01, SD = 1.9) as compared with the negatively framed
guestion using the mortality chance (M = 4.52, SD = 1.69), (t (229) = 2.09, p< 0.02; see Table
).

Familiar and an unfamiliar process

V Scenario 3 (monetary)
Positive framing: An Israeli scholar wawarded a prize by the government of South Korea

in the sum of ten million Won, which equals, more or less, the value of 6000 Euros. She will
receive the award a year from now, but should decide now in which currency to get the prize,
Won or Euro. What wuld you choose?

Negative framing: An Israeli traveler was fined while in a trip in South Korea in the sum of
ten million Won, which equals, more or less, the value of 6000 Euros. She has to pay the fine
within a year but has to decide now in which curgetacpay the fine when it is due, Won or
Euro. What would you choose?

90

r



V Scenario 4 (survival)
Positive framing: An Israeli traveler and an Italian traveler were captured by a cannibal tribe

in Papua New Guinea. The tribe is known for killing 50% of theavbdople it captures. The
procedure of choosing the one to be freed is either by flipping a coin or by blowing feathers to
the wind by a local priest. In that "blowing in the wind" procedure, the chances are-&i8o 50

on the average. If you were the Idrdamaveler, in what procedure would you prefer the free
person to be determined?

Negative framing: An Israeli traveler and an Italian traveler were captured by a cannibal
tribe in Papua New Guinea. The tribe is known for killing 50% of the white people it
captures. The procedure of choosing the one to be killed is either by flipping a coin or by
blowing feathers to the wind by a local priest. In that "blowing in the wind" procedure, the
chances are also 580 on the average. If you were the Israeli traveie what procedure

would you prefer the victim to be determined?

According to the Exposure Effect (Zajonc, 1968) people tend to prefer options that they are
familiar with. Ganzach (2000) has shown that people preferred investing in known ventures
such asstocks of the NYSE rather than stocks of less known markets. Attitude toward
ambiguity was also explained by the perceived competence of the decision maker or the
salience of limited knowledge (Frisch and Baron, 1988; Heath and Tversky, 1991). Similarly,
Grieco & Hogarth, (2004) shothat people make more ambiguous choices when ambiguous
probabilities are related to domains in which they feel competdmat.idea is that missing
information could consequently lead to greater blame or regret, if the degisies to be a

poor one (Kuhn and Budescu, 1996). In the negative domain, however, ambiguity can serve
as an excuse or a justification against regret.

In scenario 3, in cases, reward or fine, the subjects had to choose between the won (unknown
currency) ad the euro (more familiar to Israeli students). We expected that, in the reward
(positive) case, the subjects would reveal aversion to ambiguity and would prefer the euro
option. On the other hand, we expected that, in the fine (negative) case, théssubjdd

reveal ambiguity seeking and would prefer the won option.

In scenario 4, the subjects had to choose between an unknown prolggnkiating process

and a known one. There is no ambiguity in tossing a coin. We expected that, in the "freeing”
(postive) case, the subjects would reveal aversion to ambiguity and would prefer the coin
option. On the other hand, we expected that, in the "being cooked" (negative) case; the

subjects would reveal ambiguity seeking and would prefer the "feather" option.
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Results

As mentioned above, ambiguity aversion was measured gpoanfscale where 1 refers to
"extreme ambiguity aversion” and 7 to "extreme ambiguity seeking". As expected, ambiguity
aversion was stronger in the reward version of the Korean questien2(¥B, SD = 1.78) as
compared with the fine version (M = 4.28, SD = 1.85), (t (327) = 8.82, p< 0.001; see Table I).
As expected, ambiguity aversion was stronger in the survival version of the Papua New
Guinea question (M= 4.02, SD=1.58) as compared Wwihnegatively framed question using
mortality chance (M = 4.34, SD = 1.59), (t(327)=1.84, p< 0.03; see Table I).

Summary of results and discussion

Table | summarizes the differences between subjects with regard to the attitude toward

ambiguity in the psitive and negative domains.

Positive domain | Negative domain SMD
(Mean = SD) (Mean = SD) t Cohen's d
1) EIll sbergbs | ug 3.04+1.61 3.86t 1.65 4.52 ** 0.50
2) Health:70% or 5®0% 4.01+1.9 4,52+ 1.69 2.09 * 0.28
Death: 30% or 1:30%
3) Wonor euro 2.49:1.78 4.28+1.85 8.82 ** 0.99
4) Survival: coin or feathers 4.02+ 1.58 4.34+1.59 1.84* 0.20

**significant at the 0.01 level;* significant at the 0.05 level.

Table 1.Ambiguity preference for positive and negative scenarios (1=extrernigjaity aversion and 7=
extreme ambiguity seeking).

As seen in Table I, across all scenarios, ambiguity preference was significantly higher in the
negative domain than in the positive domain. Notice the very high size effect (SMD
coefficient) of question and the high coefficient of question 1.

The results shown in Table | am illustrated in Figure | below.
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Figure 1.Ambiguity preference between subjects
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As mentioned above, each subject answered four questions concerning the four scenarios; two
in the pogive domain and two in the negative domain. Thus, there were two versions of the
guestionnaire. In the first version, scenarios 1 and 3 were framed in the positive domain and
scenarios 2 and 4 in the negative domain, and vice versa in the second version.

In addition to thebetweersubjectanalysis described above, we also analyzedwiiti@in-
subjectdifference of the attitude toward ambiguity between the positive and the negative
domains. Thewithin-subject design eliminated better the personal differenogsthe
participants. As in théetweersubjectdesign, where we expected, and found, differences
between the two groups, one answering a positively framed question and the other answering
a negatively framed one, in theithin-subjectdesign, we expectetb find a difference
between the positively framed questions and the negatively framed questions for each subject.
For each participant, we calculated the average score of the two positively framed questions
and of the two negatively framed questions. Wentcompared these two figures (using T test
paired samples) for each version, separatdiytice that scenarios 1 and 2 deal with the
difference between known and unknown probability and scenarios 3 and 4 deal with the
difference between a familiar and anfamiliar process. In version 1, the known/unknown
probability stories (scenarios 1 and 2) were positively framed, and the familiar/unfamiliar
stories (scenarios 3 and 4) were negatively framed, and vice versa in version 2.

Figure Il illustrates the attide toward ambiguity of the subjects in the two versions.

4.5
4 |
3.5 4 —
3 i E— —
o5 familiar / familiar /| known /
2 T |known / unfamiliar unfamiliaf unknown [ |
51 | unknown process process | probability
probability
1.5 +— —
1 T
version 1 version 2
Opositive Onegative

Figure 2. Within-subject ambiguity preference
As seen in Figure Il and, as expected, the subjects exhibited higher preference for ambiguity
in the negatively framed questions than in the paditiramed questions. The phenomenon
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was found in both versions, regardless of the nature of the scenarios, namely, in the
known/unknown probability scenarios and in the familiar/unfamiliar scenarios.

Conclusion

This study examined people's attitude towardbiguity. We found significant differences
between the positive and the negative domains. The experimental results show ambiguity
aversion in the positive domain. These results are consistent with the literature beginning
from Ellsberg (1961) and onwarélowever, in the negative domain, our subjects showed
ambiguity seeking in all experiments compared with equivocal findings in research so far.

In the betweersubjectanalysis, we compared the same questions but in positive versus
negative framing, acrossl subjects. In all scenarios, we found that ambiguity aversion was
lower in the negative domain than in the positive domain.

In the within-subjectcomparison, we analyzed the four answers of each subject. Again, we
found that the subjects demonstrateghler aversion to ambiguity in the positively framed
guestions. Moreover, our subjects demonstrated ambiguity seeking in the negatively framed
questions. These results were independent of the type of ambiguity embedded in the
scenarios, i.e., in one versjahe known/unknown probability stories were positively framed,
and the familiar/unfamiliar stories were negatively framed, whereas in the other version, the
known/unknown probability stories were negatively framed, and the familiar/unfamiliar
stories wergositively framed.

This study shows similarities between attitude toward risk and that toward ambiguity. Similar
to the Prospect Theory that shows a major difference between decisions in the positive and in
the negative domain, we found that people sheersaon to ambiguity in the positive domain

but will show preference to ambiguity in the negative domain. A possible explanation is that,
in the negative domain, ambiguity can serve as an excuse or a justification against regret.
When people have to makedaisions concerning negative outcomes, they would prefer to be
less responsible, more ignorant, and relying more on uncertainty.

Rational thinking assumes that more information is better than less. More and more current
research shows that, in many casgaprance is bliss (Camerer et al., 1989; Birch, 2005;
Ehrich and Irwin, 2005). For example, Yaniv et al. (2004) showed that only about half of
young students wished to know if they were carrying the genes of the lethal and incurable
Huntington disease. la research that we have just begun, participants were asked whether

they would like to know the exact date of their death if such a possibility was available. Most
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subjects preferred to avoid such information, and more strongly regarding their children a
other family members.
Based on our results, we dare to claim that, when dealing with decisions in a negative

environment, people will often prefer knowing less than more.
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