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Abstract
COVID-19 pandemic is far more than just the health crisis. After the 
Great Depression, the dot-com bubble, and the 2008 financial crash, 
we are staring at the biggest challenge for the economy. No indus-
try has been spared from the brunt of this pandemic. The start-up 
sector is bleeding and has undoubtedly taken the hardest hit. With 
nine in ten start-ups registering decline, over third halting operations 
temporarily or permanently, this is an unprecedented downturn in 
the global economy. The aftermath of this crisis will be a long-term 
impact on the mindsets, attitudes, perceptions, and behaviors of 
entrepreneurs and those who want to leap into entrepreneurship.
We should look at this situation as the new playing field and 
bounce back with renewed hope of recovery. Industry analysts 
suggest adopting intrapreneurial traits to instill the confidence 
back and keep the entrepreneurial spirit intact. Intrapreneurship 
is one of the ways of catalyzing recovery with sustained innova-
tion and a competitive edge.
This analysis aims to correlate the key attributes such as risk-tak-
ing, proactiveness, and autonomy in intrapreneurship with sus-
tainable environmental, economic, and social innovation.
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Introduction 
As per a Forbes article, between 1993 and 2003, 60% 

of fortune 1000 companies were new, and the number 
of companies has grown stupendously since then. Entre-
preneurship determines a nation’s competitiveness and 
generates economic development. Entrepreneurship acts 
as a vehicle for innovation and a channel for the diffu-
sion of knowledge, thus generating growth. Recently, the 
COVID-19 virus pandemic and the countrywide lock-
down have brought many businesses to a halt. Start-ups 
are the worst impacted sector due to COVID-19; while 
some sectors are somehow thriving, most others should 
start preparing to deal with the long-term financial im-
plication coronavirus will have on their organizations 
or companies. Pandemic has resulted in start-ups going 
for layoffs or salary cuts to reduce the costs [1]. So, what 
next? Companies focusing on innovation should start 
developing a culture of intrapreneurship.

What is an intrapreneurship? 
Intrapreneurship is an act of replicating the be-

havior of an entrepreneur while working in a large 
organization. Intrapreneurship integrates innovative 
and risk-taking approaches. It also manages to capture 
reward and the motivational part, which traditionally 
falls in the ambit of entrepreneurship.

Currently, companies are adapting to these new-
er circumstances by innovating with multiple global 
players and donning the hat as social entrepreneur-
ship. It is inspiring to know that global companies 
have started to think and act like start-ups and thus 
encouraging “intrapreneurship” [2] 

Companies such as Google, Facebook have em-
braced the concept of intrapreneurship and are ac-
tively encouraging their employees to work on their 
projects and rewarding their employees for their en-
trepreneurial ideas.

Intrapreneurship is a good way to increase innovation, 
and it helps the company sustain itself over the long run. 
There is concord around the idea that organizations need 
radical innovation and incremental improvements in their 
current business. Some suggest building capabilities that 
would enable the organization to switch back and forth 
between the exploitation and exploratory mode.

Entrepreneurship is all about creating organiza-
tions, whereas intrapreneurship is all about driving 
them to glory [3]. 
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Motivation for the study
As a result of the global COVID-19 pandemic, 

the global economy is witnessing an unprecedented 
downturn. At the time of writing, numbers are show-
casing the gloomy reality which entrepreneurs have to 
face. With countries like India, France recording the 
biggest slump in GDP and the USA crossing num-
ber of unemployed populations over 40 million, it 
depicts the fragile nature of our economies and their 
weak fundamentals. Businesses or companies that 
fall under any one of the sports industries, hotel, re-
tail, and entertainment, or restaurant, entrepreneurs 
in COVID-impacted sectors might have to lose 50% 
to 70% of their annual turnover and a major portion 
of their market value, which underlines the fact that 
entrepreneurs are worst affected in this pandemic. In 
the next 10-12 years, markets recovered from it, and 
now almost everyone recovered what they lost in that 
downturn. However, one thing which was observed 
and was always emphasized is that financial crises im-
pact the labor productivity leading to a drop in it that 
takes a long time to reverse [4] and at this time, it is 
not only labor productivity but also the entrepreneur-
ial mindset which also taking a big hit, which is where 
the “Intrapreneurship” comes into the picture. This re-
search paper will analyze why intrapreneurship is the 
best possible solution to tackle this scenario and how 
it will uplift the nosedived spirit.

Literature Review
There are multiple published studies for intrapre-

neurship as corporate intrapreneurship, corporate 
entrepreneurship, entrepreneurial orientation, or cor-
porate venturing where they have explored achieving 
the goal of growth and development with the help of 
an individual or group of entrepreneurial employees 
inside an existing organization.

Several studies pointed out the prominence of en-
trepreneurship and sustainable development within 
the entrepreneurial organization for a competitive 
edge by achieving economic success, social practices, 
and an innovative environment [5]. However, the re-
search scope is limited to the scientific discourse with 
no elaborate explanation of how the entrepreneurial 
organization is capable of obtaining them.

While applying intrapreneurship for the firm de-
scribes the firm’s ability to possess the specific capacity 
to coordinate different resources and deploy or com-
bine them to achieve the desired result.

This ability is considered a firm’s unique capabili-
ty irrespective of several of its resources it is currently 
possessing.

Intrapreneurship is generally carried inside the 
firm, creating an opportunity for innovative new proj-
ects and activities, such as new product development 
or creating new services altogether [6]. 

The lack of innovation and competitiveness in a firm 
was explained by Kuratko et al., comparing managers’ 
and employees’ decisions or actions with business own-
ers’ behavior. This viewpoint regards intrapreneurs as 
an important factor of intrapreneurship and that they 
have direct responsibility for converting an idea into 
profitable finished products and services through inno-
vation and risk-taking. The intrapreneur recognizes the 
opportunities, evaluates each one of them, and exploits 
them, believing that finding a new path, which is differ-
ent from previous ones, will help the organization suc-
ceed in achieving the objectives. The whole organiza-
tion should always breathe an air of innovation, which 
can be achieved by encouraging the spirit of intrapre-
neurship within an organization; employees can be al-
lowed and uplifted to become company change agents 
who put forward the new ideas pleasant endorsing their 
act through moderate risk-taking abilities [7]. It also 
becomes even more crucial for the company to keep 
a check on aspects that will restrain the intrapreneur-
ial spirit. The aspects are organizations’ resistance to 
change, problems in allocating resources to new ideas, 
lack of training and support for employees, low rewards 
for success coupled with high costs of failure, and lack 
of infrastructure for promising projects. In addition to 
this, corporate bureaucracy may also hamper or slow 
down project approval. Companies can engage in cor-
porate entrepreneurship and intrapreneurship to either 
a higher degree or lesser degree. Their dedication to in-
trapreneurship can be viewed as a spectrum that ranges 
from the highly dedicated company which encourages 
creativity and radical thinking to the non-dedicated 
firms where hierarchical and individual work tasks are 
common [8]. 

In his article, Webb states that the old perception 
about intrapreneurship being the domain of certain 
individuals is being replaced by recognizing that an 
intrapreneurial culture focused on the customer expe-
rience and guided by entrepreneurial values is import-
ant for sustained innovation.

Literature shows that if an employee wants to ven-
ture into entrepreneurship, they can decide to do so 
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within a company. Alternatively, in other words, by us-
ing Pinchot words, you must not leave the corporation 
to become an entrepreneur. An intrapreneur is a cor-
porate entrepreneur that allows entrepreneurship to 
occur in the existing firm; this setup is usually found 
in large corporate settings.

In 1991, Zahra found that extensive corporate 
strategies have an increased effect on intrapreneurship 
in the studies. Also, it was mentioned that the com-
pany’s external environment, such as dynamism and 
hostility, affected intrapreneurship.

The industry life cycle stage and product demand 
were added as external environmental factors. Intra-
preneurs are not entrepreneurs but are specialists with 
trained knowledge and could use the knowledge for 
innovations and transform them into success [9]. 

According to Morris, Kuratko, and Covin (2007), 
the world will experience an entrepreneurial revolu-
tion. The research in the field of entrepreneurship has 
focused on entrepreneurship within the boundaries 
of existing organizations. The subspecialty of entre-
preneurship research is intrapreneurship or corporate 
entrepreneurship. This phenomenon is important for 
companies as this accelerates organizational growth, 
profits, and renewal and helps sustain the business in 
the long run. The two definitions mentioned above for 
one phenomenon indicate there are different types of 
intrapreneurship. However, all types share one com-
mon feature, namely innovation. The use above men-
tioned as a mechanism to rejuvenate the business, its 
position in the markets, industries, or the arena in 
which the organization competes, also forms the core 
of Intrapreneurship [10]. 

Research Methodology
In the deductive approach, the first step of the re-

search is theory. These theories are then used in com-
parisons to observations or findings of the study. In our 
research, we focused on theories about entrepreneurs, 
intrapreneurs before conducting our interviews. We 
followed this by comparing data to what was stated in 
the theories. The deductive research approach is one 
of the most accepted views, which focuses on how the-
ory and research are related. 

A hypothesis is created when a researcher is carry-
ing out deductive research from the existing theories 
using deduction, which usually comprises concepts 
that the researcher is interested in to translate these 
concepts into existing objects that can be further re-

searched [11] and therefore to achieve this, the re-
searcher must utilize the hypotheses’ concepts to 
create an appropriate data collection. The deductive 
study process is linear, where there is a clear and prop-
er order with having one step at a time followed by the 
rest. In the deductive approach, we test the theories 
and find relationships among those testing theories. 

Even though the deductive approach is often relat-
ed to using a quantitative study and testing hypoth-
eses, it can also be used in a qualitative study where 
the theories are used as a background. Although the 
nature of the research paper is qualitative, utilization 
of the theories emphasizes the deductive approach as 
the perfect choice.

Selection of Theories
We considered articles where employees have dis-

cussed the motivation part rather than students as it is 
relevant for our study. So, all those articles or papers 
focusing on the perception of students are not con-
sidered. Our theoretical focus is on topics that cover 
entrepreneurs, intrapreneurs, psychological character, 
and motivation.

For the research purpose, we compared the rele-
vant theories to check their approach. We explored 
multiple articles and understood their approach while 
deriving the conclusion, which, in turn, helped us to 
understand the theory and connect them with the 
research topic. Our goal for the research was to find 
theories that would relate the research purpose to the 
question. Theories must cover at least one of the per-
spectives, either entrepreneurs or intrapreneurs [12]. 
These are,

• Personality traits,
• Motivational factors,
• Psychological perspective.

Let Us Look At Theories One By One
Personality Traits: As we are interested in discov-

ering common traits, let us look at them one by one.
Leadership Ability: For both successful intrapre-

neurs and entrepreneurs, strong leadership skills are 
one of the most sought-after skills. Leadership skills 
separate successful intrapreneurs and entrepreneurs 
from the rest. They ensure that it creates a healthy en-
vironment leading to motivated individuals and team 
members to reach the common goal [13]. 

Intelligence and Vision: It is necessary to possess 
the right skill sets and tools to achieve the desired re-
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sults within the given timeframe. Vision means the 
ability to catch the trend and capitalize on those. Most 
successful entrepreneurs and intrapreneurs use their 
intelligence or business acumen to balance passion 
and innovation. 

Adaptability: Adaptability suggests how to tack-
le and respond to roadblocks such as problems and 
challenges as soon as they arise. Decisions should 
take you out of the trouble and making it possible 
to succeed. 

Motivational Factors: Motivation is an important 
element related to job satisfaction and reward systems. 
Firms need to keep their employees motivated as it 
leads to improved productivity and helps retain valu-
able human resources. On the other hand, motivation 
helps individuals face challenges to push their limits 
further and use their skills to the fullest. This section 
digs into some of the motivational theories based on 
extrinsic and intrinsic motivational factors. 

Intrinsic Motivation: Intrinsic motivation oc-
curs when an individual pursues a task or undertakes 
a challenging activity to enhance his skills and gain 
self-fulfillment. This type of motivation comes into 
the picture when employees take their assigned task 
with a positive reaction. This type of motivation in-
creases when employees are given independence and 
more self-control over their work, enhancing their 
sense of job security and stability [14]. 

Accomplishment: Accomplishment is one of the 
intrinsic motivators according to a satisfaction theory. 
A person is satisfied when he achieves his goals, gains 
responsibility, and grows as an individual. 

Accomplishment According To Entrepreneurs: 
Studies show that a person must strive for Accom-
plishment and achievement to become a successful 
entrepreneur. Entrepreneurs are motivated by a sense 
of independence and being one’s boss by starting their 
business. The more companies they start, the more ac-
complished they feel. 

Accomplishment According To Intrapreneurs: 
Sense of Accomplishment can motivate intrapreneurs 
who desire to achieve their goals and gain success 
in their professional lives. Companies’ training pro-
grams have also been shown to motivate employees by 
learning new skills or pursuing their desire for further 
learning/ research. 

Power: Authority and responsibility fall within the 
ambit of power. People with power are more likely to 
take risks, are more focused, and more competent. 

They are more confident in taking control of things 
and situations. Being a leader can be a factor of self-ac-
tualization for a person. 

Power According To Entrepreneurs: Being a suc-
cessful entrepreneur can be a status of power in society. 
Being an entrepreneur gives complete decision-mak-
ing capability to a person who can set directions for 
the company and survive challenging times [15]. 

Power According To Intrapreneurs: Studies have 
shown that intrapreneurs are highly motivated if given 
a management role in the company and are involved 
in the decision-making process. Intrapreneurs thrive 
on working when they can directly impact what is 
done and how it is done. 

Extrinsic Motivation: Extrinsic motivators re-
late to external factors such as receiving materialis-
tic rewards in the form of incentives or bonuses or 
avoiding some punishment, or it could be related to 
profit-making and advancement of an organization. 
Apart from these tangible awards, verbal motivation 
is also considered a form of extrinsic motivation. Ex-
ternal motivators are important when individuals are 
not satisfied and motivated by the tasks assigned and 
are expecting monetary rewards in return for their 
services. Monetary rewards in the form of high pay 
would ensure that employees’ standard of living is en-
hanced. Organizations can also invest in training and 
higher education of their employees. Some examples 
of non-monetary rewards include flexible work sched-
ules and opportunities for individuals to develop new 
learning skills. 

Monetary Rewards: The above can be considered 
an extrinsic factor, where an employee is rewarded 
with higher perks and incentives in recognition of his 
work. A higher salary can be considered as a “hygiene 
factor.” It is a deciding factor in enhancing a person’s 
“safety-security” needs.

Challenges: Challenges in the form of conditions 
and environment of the organization or facing dis-
approval from others can be considered as extrinsic 
factors requiring motivation to overcome these situ-
ations. Overcoming obstacles of challenges can be a 
threat to the need for “safety-security.” Achieving job 
security can be a factor of motivation during challeng-
ing times [16]. 

Motivational Theories 
Self-Determination Theory: Deci and Ryan came 

up with this theory of motivation which describes how 
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human needs can be a source of self-motivation. This 
theory talks about three basic needs in the form of relat-
edness, autonomy, and competence. Relatedness refers 
to an interpersonal need of an individual to stay con-
nected with important people. It is more of an intrinsic 
motivator that develops a sense of belongingness in a 
person. Through autonomy, a person gets to choose 
certain activities and is motivated intrinsically when 
their job is self-determined. Competence refers to the 
ability of a person to be more effective and successful. 
Competence becomes an intrinsic motivator when an 
employee strives for innovation, undertakes risks and 
challenges and tries to improve his capabilities, and 
develops new skills for his personal and organization-
al growth as a whole. SDT mainly focuses on intrinsic 
factors of motivation and argues that extrinsic factors 
such as paid employment can fulfill requirements at 
the same time. A well-salaried employee can develop 
new relations at his workplace, gain competence and be 
more autonomous by raising his standard of living. 

Motivational Theory by McClelland: This theory 
takes into consideration three needs – power, achieve-
ment, and affiliation. Employees tend to perform bet-
ter when allowed to control and influence others. The 
second need is an achievement, where people perform 
a task better to succeed and avoid failures. The need 
for affiliation can motivate people with a need to be 
appreciated and recognized for their work. McClel-
land believes that people with a high need of affilia-
tion require some form of extrinsic motivation such as 
feedback or rewards to know how their work is being 
recognized in the organization. 

Psychological Theories: A great study has been 
conducted into the psychological characteristics usu-
ally shown by an intrapreneur and entrepreneur. We 
will focus on the psychological aspects of entrepre-
neurship in this paper.

Psychological conceptualization plays an import-
ant role in every phase, though the individual entre-
preneur is probably the most vital in the pre-launch, 
development, and post-launch phase. The influence 
might wane as the organization spreads [17]. 

Process: Firstly, we aim to show the method em-
ployed for sample selection followed by the design of 
our questions and interview guide, which we select-
ed throughout the process. We will present the inter-
views’ information, interview position, duration, and 
type of interview. We will also point out the category 
in which the interviewee falls, either intrapreneur or 

entrepreneur, to help the audience get more clarity 
about the topic. 

Respondents: As we have decided to focus on con-
ducting the qualitative study, we collected data with 
interviews. The sampling method we used was pur-
poseful sampling, a non-probability sampling meth-
od. The individuals possess expertise within their field 
of work. Both intrapreneurs and entrepreneurs were 
prominent personalities within the area and capable 
of providing the required data and insights. As we 
weigh quality over quantity, we have gone ahead with 
a handful of interviewees. 

Connecting with the Respondents
As we need to consider both entrepreneurs and 

intrapreneurs’ opinions, we picked up four entrepre-
neurs and intrapreneurs each while conducting inter-
views; the strict lockdown was enforced due to a surge 
in COVID-19 cases, which resulted in us giving up 
on the face-to-face interview, which provides a more 
in-depth interview than any other online medium. 
The length of interviews varied from 20 minutes to 
45 minutes. For a purposeful sampling method, an 
individual cannot fall under both categories, i.e., the 
person should not be in the same position, which is 
why the industries, positions, companies of every in-
terviewee are different. We maintained gender diver-
sity by participating in both men and women in the 
process to avoid bias.

We selected interviewees who were successful as ei-
ther entrepreneurs or intrapreneurs with some differ-
ences among each one. We looked for entrepreneurs 
and intrapreneurs with the right set of abilities over 
social media websites such as LinkedIn. The preferred 
region, while selecting the entrepreneurs and intrapre-
neurs, was India. To avoid bias, we avoided selecting 
the people whom we know. So, convenience sampling 
was out of the picture.

We took the help of LinkedIn and contacted the 
set of interviewees through InMail, mentioning the 
purpose of the research and asked for participation 
in our study. The InMail format was fixed with minor 
changes, such as altering the name while contacting 
the individual.

The date was mutually fixed, and the question-
naire was sent to each one to prepare in advance. The 
preferred mode for an individual was Skype, Zoom, 
or telephone. Table 1 represents the overview of inter-
viewees [18]. 
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Overview of Interviewees
Qualitative Interviews: When we compare the 

qualitative interviews with the surveys, it tends to 
be less structured, as there are no predetermined an-
swers for every question we pose. Surveys are highly 
structured and a choice to choose from a set of an-
swers or options. All personal information was kept 
anonymous, did not record the audio or video, and 
noted the responses simultaneously while the inter-
view was in the process. The qualitative interviews are 
usually semi-structured or unstructured. We chose 
the semi-structured interviews to open the plethora of 
other areas after initializing with a few questions.

Guide Design for Interview: For the qualitative 
study, it is recommended to set a specific design guide 
for the interviews. The guide confirms that the same 
set of questions is retained for all interviews, making 
it easy to compare all the interviews as the same topics 
and questions are present in every interview. 

As we were interested in broad answers and know-
ing interviewees’ opinions, we finalized semi-struc-
tured interviews. There are certain steps for writing 
the guide and things it must include, such as initiating 
the date and interview mode.

Icebreaker questions play a crucial role in inter-
views. When you start with the icebreaker, followed 
by pertinent questions, it makes the interviewer and 
the interviewee feel comfortable, and the interviewee 
starts contributing more.

We followed certain steps, such as welcoming 
the interviewee, thanking them for being part of 
this process, which is followed by exact information 

about the research’s goal. It was ensured that the in-
terview guide comprised of questions on relevant 
topics and proper flow is present throughout the 
guide. The language selected was easy to understand, 
and questions were generic – not too specific. Ques-
tions with a broader scope were selected, ensuring 
that interviewees understood the question and com-
fortable answering it.

We avoided any questions which might give a hint 
or idea about the specific answers we were looking for, 
which was a crucial aspect, where we eliminated any 
influence or bias with true reflections of the actual 
opinions.

Questions were framed so that it avoids misinter-
pretations and encourages broad answers rather than 
just a few words, “yes” or “no” type of questions, which 
were strictly avoided, and those questions that require 
an explanation about opinions and experiences of the 
interviewee were selected.

The expected timeframe for each question was as-
signed to wrap up the things within a certain time lim-
it. We started with general questions about the main 
keywords and area of a research paper. After this, we 
asked specific questions about COVID-19 and its im-
plication for their own business. Also, interviewees’ 
perception of the most affected industry to least affect-
ed industry. Follow-up questions ensured that every 
nitty-gritty about the topic gets covered.

The follow-up questions helped interviewees to 
understand the different concepts. We explained dif-
ferent viewpoints if there felt any need to bring out 
more output from the interviewees.

Table 1
Overview of Interviewees.
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We collected information such as background infor-
mation, years of experience, current role, then a brief dis-
cussion about how the entrepreneurial mindset is getting 
impacted due to the current pandemic situation.

The positive and negative sides of both intrapre-
neurship and entrepreneurship were part of it. The 
funding part from the perception of both was touched 
upon and how risk-averse attitude needs to be built 
after analyzing the current situation.

Before finishing the interview, we asked every inter-
viewee if there were any added inputs and any question(s) 
they would like to revisit. If someone could not recollect 
or recall at any specific moment, the same information 
can be added in later stages. The interview was conduct-
ed in English, and participants were from India, having 
good command and comfort in the English language.

Results and Analysis: 
After analyzing and interpreting the data, we have 

collected forms of the core of a paper. There are two 
types of data,

First is the primary data, gathered by interviewing 
respondents or by surveys.

Second is the secondary data, where we use data 
gathered through scientific articles and books to ana-
lyze and interpret.

To ensure that we can get useful insights, we focused 
on a limited volume of data and level, which was man-
ageable. We have transcribed the primary data while 
conducting the interviews. So, we removed all the irrel-
evant data which was not pertinent to the topic. 

We used the “general analytical procedure” coined 
by Miles and Huberman to analyze the qualitative 
data. This procedure mainly consists of three steps,

a) Data reduction, 
b) Select the data, simplify, and reorganize.
c) Display the data and draw the conclusions
After reducing the data, only relevant data was left; 

this approach made it possible for me to draw a valid 
conclusion. All the data lying outside our area of inter-
est was removed. We used this reduced data and sum-
marized it into a matrix consisting of a table of rows and 
columns with proper headings. Once data was put in a 
table, we could conclude with patterns in my findings, 
which eased off our concluding task. Personality Traits 
of an Entrepreneur is presented in Table 2. In Table 3, 
the Personality Traits of an Intrapreneur is shown; in 
Table 4, Extrinsic Motivation Factor of an Entrepreneur 
and Intrapreneur factor is shown; in Table 5, Intrinsic 

Motivation Factor of an Entrepreneur and Intrapreneur 
is represented. In Table 6, the Psychology of an Entre-
preneur and Intrapreneur is presented.

T able 2
Personality Traits of an Entrepreneur.

Entre-
preneurs Personality traits

E1 Productive opportunity-seeking determinant 
risk-taking

E2 Productive Effective Change prone Independent
E3 Initiative taker Flexible Determinant
E4 Productive Controlling Innovative Creativity

Table 3
Personality Traits of an Intrapreneur.

Intra-
preneur Personality traits

I1 Curious Creative Customer-oriented Independent
I2 Determinate Creative Effective Change prone

I3 Challenger Curious Customer-oriented Result 
oriented

I4 Flexible Effective Clever Communicative

Table 4
Extrinsic Motivation Factor of an Entrepreneur and Intrapreneur.

Extrinsic factors
Factors Entrepreneurs Intrapreneurs

Monetary 
rewards

Not main motivator
Acts as a driving force
Monetary support is 
crucial
Possible to invest the 
surplus amount
Financial backup is of 
utmost importance

Higher monetary re-
wards, not the sole 
motivating factor
Financial implications 
of your decision on the 
firm.
Good paycheck and title.

Challeng-
es

Detect the problem
Accessible and imple-
mentable solution

Tests theories and per-
ceptions
Learning and develop-
ment while resolving 
the issues when facing 
them.

Discussions

Discussing Personality Traits:
After interviewing the entrepreneurs, the most 

common personality traits of entrepreneurs were Pro-
ductive, Determinant, seeking Risk-taking, Opportuni-
ty seeking, etc. As per entrepreneurs, these traits help 
develop leadership ability, set up the vision, and adapt.
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When we interviewed, intrapreneurs emphasized 
being Independent, Change prone, Challenger as the 
most common traits in their opinion. Even though the 
personality traits are not the same for both entrepre-
neurs and intrapreneurs, the traits, according to inter-
viewees, are two sides of the same coin, which means 
traits share a common foundation and similarities. 
Our study suggested that it is the following theory we 
discussed in the selection of theories. 

Discussing Extrinsic Motivational 
Parameters:

Quite surprisingly, both entrepreneurs and intra-
preneurs share the same thought process about the 
motivating parameters. As per the interviewees, mon-
ey acts a motivating factor, but it is not necessary to 

be only a motivational factor, so they considered as a 
hygiene factor, and Maslow’s theory reiterated on sim-
ilar lines.

However, one entrepreneur attributed financial re-
ward as the focus and stated that there are many entre-
preneurs whose preliminary focus is on the monetary 
award.

In the case of intrapreneurs, financial rewards were 
not a major motivator. The consensus that a decent 
salary and a nice title can influence intrapreneurs’ be-
havior, but are not of prime importance.

As Maslow discussed the financial stability, mone-
tary rewards are not a major motivator but contribute 
to their motivation. Even McClelland considers this 
factor as a gateway to fulfill the needs.

To conclude, money acts as an indirect motivator 
for entrepreneurs. On the other hand, even if the proj-
ect fails for intrapreneurs, salary is credited for being 
the part of the organization, which is why money acts 
as a motivating factor in the case of entrepreneurs than 
intrapreneurs, which is the reason all the entrepreneurs 
suggested that in such pandemic situation being intra-
preneur hands over the sense of job security compared 
to being entrepreneurs along with monetary rewards.

Both entrepreneurs and intrapreneurs face sim-
ilar sorts of challenges daily. The biggest differenti-
ating factor is the funding part. For entrepreneurs, a 
big chunk of time is invested in grabbing the funding, 
which is not the case for intrapreneurs.

Discussing Intrinsic Motivational 
Parameters:

All the interviewees considered that they were 
motivated by power. Irrespective of personal traits 
showcased by individuals, there were no substantial 
differences in the need for power. As intrapreneurs are 
part of an organization, the number of controls that 
intrapreneurs have is quite less than entrepreneurs 
who are the business’s actual owner. The power for in-
trapreneurs can be interpreted as controlling the team 
or lead the team.

As the definition of Accomplishment varies for 
all individuals, we believe that personal trait plays a 
crucial role in determining each person’s Accomplish-
ment. After interviewing individual respondent, it has 
been noted that both entrepreneurs and intrapreneurs 
accomplishment of a goal turns out to be one of the 
motivating parameters, but the way of achieving dif-
fers for every individual.

Table 5
Intrinsic Motivation Factor of an Entrepreneur and Intrapreneur.

Intrinsic factors
Motiva-

tors
Entrepreneurs Intrapreneurs

Accom-
plishment

Bring changes in so-
ciety.
Implement ideas.
Make a mark.

Creating results.
Finish projects.
Making progress.

Power Control of progress.
Authority to take deci-
sions.
Lead and mentor col-
leagues.

Lead and set an ex-
ample for the team 
members.
Guide and show path.
Substantial control for 
growth.

Table 6
Psychology of an Entrepreneur and Intrapreneur.

Psychological Factors
Factors Entrepreneurs Intrapreneurs
Passion Intense positive emo-

tion.
Flow and engagement 
are the outcomes.
Key for successful 
entrepreneurial perfor-
mance.

Drives innovation.
Creative joy.

Handling 
stress

An important factor 
in such turbulent sce-
narios.
Prepares for uncertain-
ty and risks.

Necessary to lead the 
organization or the 
team.
If handled properly, it 
can get better out of 
worse situations.

Optimism 
and 

Hope

Drivers for the suc-
cessful entrepreneurial 
journey.

Infuse the confidence 
within the individuals of 
the team.
Helps to take strategic 
decisions.
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Discussing psychological parameters:
Ideas, vision, and motivation required for Entre-

preneur and Intrapreneur are almost overlapping 
from the participant’s perspective. For a successful En-
trepreneur or Intrapreneur, it has been observed that 
the mindset and psychology in both cases overlap the 
psychological aspect that helps a person to reach the 
goal with a better outcome.

In the COVID-19 scenario, the psychological abili-
ty of entrepreneurs is getting tested. To deal with such 
situations having a strong mental ability, risk-taking 
nature, and focused attitude are necessary.

Psychological factors reflect on his/her job, and 
leadership skills help in growing as a person. A positive 
attitude does wonder by generating different thoughts 
and out-of-the-box innovations as per respondents.

Discussing “can intrapreneurship help 
in keeping entrepreneurial spirit intact post-
COVID-19?”

When asked whether COVID-19 badly impacts 
their sector, the common answer was “Yes,” almost all 
the sectors or the areas where our Intrapreneurs and 
Entrepreneurs are currently working have suffered in 
terms of revenues and growth. The worst affected be-
ing the hospitality sector and the least being a publish-
ing group.

Except for the risk-taking part, every participant 
agreed that the psychological characteristics required 
for both entrepreneur and intrapreneur are the same.

Entrepreneur E1 explained how both entrepre-
neur and intrapreneur are necessary elements for the 
economy to grow. E1 emphasized that the risks in in-
trapreneurs get mitigated due to the already built-in 
foundation, which is not in the case of entrepreneurs, 
where they need to take the risk and build the things. 
From the COVID-19 point of view, E1 opined that this 
risk factor makes it a plus point considering the cur-
rent scenario, where most start-ups find it difficult to 
survive. However, as per E1, there is a need to build 
the businesses “disaster-proof ” to be least affected 
in such a scenario. So, just because of this pandemic 
going towards the intrapreneurship can be an act of 
selfishness.

Entrepreneur E2 agreed to the fact that entrepre-
neurial spirit indeed took a hit, but he pointed out that 
we need innovative minds not to be bogged down by 
this pandemic, which might happen, and that is the 
reason we need intrapreneurs to keep this spirit and 

then transition into full-fledged entrepreneurship, 
once you find the idea on the proper time. E2 pointed 
out that the main difference is the investment, as this 
is the part that the intrapreneur should learn over the 
period.

Entrepreneur E3 accepted that their sector is the 
worst affected and chances that it may take a year to 
recover from it and do the business as usual. The lay-
offs, mandatory unpaid leaves are the common picture 
for the hospitality sector. Intrapreneurship will hand 
over youth’s opportunity to taste the flavor of entrepre-
neurship, which they can capitalize later.

Entrepreneur E4 pointed out that risk-taking abil-
ity is the main factor that differentiates intrapreneurs 
and entrepreneurs. E4 seems to be neutral, as accord-
ing to E4 pandemic opened many opportunities and 
everything shifted to the digital platform, it is an op-
portunity to create something new. So, depending 
upon honing your interests and skills that you want, 
you should decide which stream to choose. 

Intrapreneur I1 mentioned that I1 is glad about 
the quality of work and role in the organization. Right 
now, it is necessary to take up Intrapreneurship for 
those who want to dive into entrepreneurship later, 
which will ensure that they either get trained on the 
job or their inherent skills honed for the same.

Intrapreneur I2 emphasized that entrepreneurs 
have the freedom to decide, whereas the same is not 
true for an intrapreneur. Apart from this, the respon-
sibility and psychological characteristics required to 
take on the project are like entrepreneurial work.

Intrapreneur I3 advised upcoming entrepreneurial 
minds to give it a shot at Intrapreneurship and then 
gradually shift into entrepreneurs. Jumping directly 
into the entrepreneurship journey with the half-baked 
idea will backfire in such scenarios.

Intrapreneur I4 compared the functioning of both 
entrepreneurs as well as intrapreneurs. The mantra is, 
“Just do not do entrepreneurship because everyone 
else is doing it.” Intrapreneurs are getting recognition 
of all other worlds, which is why the organization 
should promote and support the employees to devel-
op new ideas. Also, more autonomy should be hand-
ed over to the intrapreneurs, which will boost morale. 
The interview summary is shown in Table 7.

Conclusion and Recommendation:
Except for entrepreneurs E1 and E4, the rest all the 

respondents agreed that intrapreneurship could be a 



612 | Cardiometry | Issue 25. December 2022

way to help upcoming entrepreneurs to uplift their 
bogged down spirit. Respondents even suggested that 
intrapreneurs need to imbibe the above table’s men-
tioned characteristics and provided monetary awards; 
both can generate tangible results. With India staring 
at the lowest in 11 years for the fourth quarter and 
FY20, it needs the hour to embrace intrapreneurship, 
as the most suitable choice in the upcoming years. Al-
most all the personality traits fall on the same page, 
which is why the world must accept with open hands 
and recognize the intrapreneurs with the same respect 
as that of the entrepreneurs. 

The risk-taking factor which differentiates the en-
trepreneurs from intrapreneurs is the most important 
aspect as right now more than revenue; it is all about 
surviving by creating the robust ecosystem and reap 
the benefit in later stages, which is the reason intra-
preneurship can be the solution to the task ahead of 
us, as it will provide the necessary blueprint and the 
motivation to showcase the talent.

Limitations:
The location of the study can be considered as a 

limitation of the research paper. As respondents are 
from India, the opinion or results might vary for other 
countries. Also, the sample size can be an issue. In my 
case, I interviewed eight participants, which is rather a 
small sample size.

I focused on interviewing successful entrepre-
neurs, and intrapreneurs due to this, and the gathered 
answers may not be applicable for the younger or less 
experienced entrepreneurs and intrapreneurs.

Going forward, it will be preferable to select a larg-
er number of respondents and a different location to 
check if it reflects the same results
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