Deposito Legal: M-20073-2002 1.S.S.N.: 1579-487¢

MISMATCH BETWEEN ENTREPRENEURS AND THEIR
FIRMS: THE ROLE OF COGNITIVE FIT / MISHIT

|E Working Paper WP 10/ 04 15/ 04/ 2004
Keith H. Brigham Julio de Castro Dean Shepherd
Jary S. Rawls College of Ingtituto de Empresa Leeds School of Business
Business Adminigtration Research Dpt Univ. of Colorado
Texas Tech University Serrano 105 Boulder, CO 80309
Box 42101 Lubbock Madrid, 28006 dean.shepherd@Col orado.edu
TX 79409 julio.castro@ie.edu

kbrigham@ba.ttu.edu

Abstract

This paper examines the rdationship between cognitive fit/midfit, anc
burnout, satisfaction, and intentions to exit the firm in entrepreneurs
Given the disordina (crossed) nature of the ggnificant interactions, the
results indicate when cognitive midfit in entrepreneurs (based on their
dominant decison-making approach) is more likdy lead them ftc
experience negative outcomes, given the nature and degree of firm
dructure.  This study contributes by extending the Person-Organization fit
gpproach beyond employees to entrepreneurs and by providing researchers
with means of placng the individud entrepreneur and hishe
psychologicd make up back into the entrepreneurship equation without the
pitfdls and the limitations associated with many of the past psychologica
(trait) sudies.
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The concept that mismatches may arise between entrepreneurs and the varying demands of new
ventures over time is a recurring theme in the entrepreneurship and management literatures. In
paticular, scholas have examined the problems associated with entrepreneurid trandtions from
start-up to ongoing concerns, and have found that many founder CEOs are eventudly replaced
by professond managers (Hamholtz, 1986; Hambrick & Crozier, 1985). Replacement of
entrepreneurs by  managers is mainly  atributed to the demands on managerid leadership
changing in both content and complexity as firms move through the organizationd lifecycle
(Jayaraman, Khorana, Ndling & Covin, 2000; Kazanjian, 1988, Miller & Friesen, 1984).
Successfully navigating through these trangtions is difficult. Mismaiches often arise between the
entrepreneur and the demands of the new venture as it matures.

While many authors have acknowledged this concept of entrepreneurid mismetch, few have
eaborated. Moreover, theoreticd examination and empirica testing of the reasons behind this
phenomenon are lacking. An exception is the work of Meyer and Dean (1990), which combined
organizetiond lifecycle theory with Hambrick and Mason's Upper Echdon’'s Modd to devedop
an "executive limit scenario.”  In this scenario, the falure of the origind founder CEO to deveop
the requiste executive qudities for coping with the trandgtion to a larger, more complex
organization is termed the "executive limit" By dudying CEO founders in high technology
firms Meyer and Dean found an executive limit as the firm matures. In particular, ther work
suggedts that the potentid for mismatch between the individud entrepreneur and the business
over time may be due both to a lack of cetan skills and abiliies and to the individud
entrepreneur’ s digtinctive behavioral and psychologica characteridtics.

Explict assumptions in the discusson of trandtion difficulties are that entrepreneurs are not
homogeneous and tha entrepreneurs possess different sets of  <ills gods, or  mindsats
(combinations of cognitive and persondity factors). The approach of looking merdy a
demographic characteristics and traits as predictors of entrepreneurid behaviors and performance
has met with little success (Gartner, 1988; Herron & Robinson, 1993; Shaver & Scott, 1991).

Yet this inability to conagtently find differences between types of entrepreneurs based on traits is
a odds with the need to explan the mismatch between entrepreneurs and the changing demands
of budnesses over time. A promisng goproach a bridging that ggp comes from moving away
from persondity and demogrgphic variables and toward the role of cognitive factors and ther
interaction with dStuationd factors in sudying entrepreneurship phenomena The basic premise
of this pegective is tha key indghts into didinguishing entrepreneurs from others and
underganding entrepreneuria  behavior may be atained through the study of how entrepreneurs
think, process information, solve problems meke dedsons, and interact with the complex
environments in which they operae.

For example when usng a cognitive perspective in entrepreneurship research, Busenitz and
Baney (1997) found that entrepreneurs and managers in large organizations employ different
biases and heurigics (mplifying drategies used in meking decisons) when faced with complex
decisons. This pegpective assumes that individuds possess different (and reatively dable)
cognitive make-ups and preferences in how they frame problems and make decisons. These
dominant cognitive meke-ups may be advantageous or detrimentd depending on the gStuation
(Wright, Hoskisson, Busenitz, & Did, 2000).
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In this pgper, we dso employ a cognitive pergpective by assessng individud entrepreneurs
decisonrmeking syles and the rdative levds of dructure and formdization in ther respective
organizations. This dlows us to meesure the redive degree of fit or mismatch between the
entrepreneur’s  dominant  cognitive dyle and the demands of one aspect of her/his work
environment  (the ocondruct of cognitive midit). Following ressarch in the fidd of
Organizationd Behavior (more gpecificdly, research in the aea of Person-Organization fit),
once a dimendon of potentid mismach has been identified, then its rdationship to various
individud and organizationa outcomes may be examined. In this paper, our research quedtion is
whether there is a rddionship between cognitive midfit (the mismach between an individud’s
decisonrmeking dyle ad her/his work context) and specific individud attitudes, intentions, and
organizetiond outcomes.

This sudy mekes a number of contributions to the literature.  Fird, a theoreticaly grounded
framework is devdoped tha heps to explan why the individua entrepreneur may face certan
trangtiond difficulties, and may express predictable dtitudes and intentions as the firm grows
and becomes more formdized and dructured.  Second, a multidisciplinary  gpproach is employed
and introduces the condruct of cognitive midit to the entrepreneurship fidd.  Third, the
methodological gpproach used dlows the ressarcher to indude aspects of the individud
entrepreneur while avoiding the pitfdls of earlier sudies focusng soldy on the psychology of
the entrepreneur.  Findly, presriptive advice is offered for the practicing and nascent
entreprenelr on possble methods to mitigate the negative outcomes associaied with  cognitive
midfit.

This paper proceeds as follows. Initidly, the condruct of cognitive dyle is introduced, the
Person-Organization fit perspective and the facets used in these gpproaches are discussed, and
the interesting empirica findings from this area are presented.  Next, the condtruct of cognitive
fiymidfit is introduced and the rdaionship between different decisonmeking gyle preferences
and different work contexts is developed. Then our modd is presented and hypotheses are
developed based on the expected nature of the rdationships between cognitive midit and
sdected dependent vaidbles.  In the following section, the varidbles the method of daa
collection, and the datigicd methods employed ere described.  The results are presented and
discussed, as are the limitations and avenues for future research.

PREVIOUSRESEARCH AND MODEL

Psychology, Cognition, and the Entrepreneur

In the extant entrepreneurship literature, the broad psychological approach has been
misepresented by dudies on "the persondity of the entrepreneur” (Shaver & Scott, 1991: 25).
The incbility of the personologica trat gpproaches to provide adequate explanaions of the
entrepreneurid  process has led to three farly didinct responses (Busenitz & Baney, 1997).
FHrs, previous falures were the result of improper methodologies (Ginsberg & Buchholtz, 1989,
Sewat, Wason, Caland & Carland, 1999). Second, some scholars have abandoned the search
for individud diffeeences and focused on extend andlor economic  explanations  of
entrepreneurid  behavior (Amit; Muller, & Cockburn, 1995). The third response has been to
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focus on psychologicd and cognitive determinants of entreprenewrid  behavior  (Baron, 1998;
Busenitz & Barney, 1997).

By examining the interaction between the way entrepreneurs gpproach and meke decisons in
different Stuations and with different environmenta factors, this dudy atempts to ascertain why
ceatan entrepreneurs will behave differently from other entrepreneurs in a given gtuation. This
research is based on the tenet that behavior is influenced by the confluence of the person, the
Stuation, and ther interaction (Chdl, Haworth & Brearley, 1991). If one adheres to the view
that behavior is best understood by sudying the person and the Studion, then the psychology of
the entrepreneur should hold a centrd postion in entrepreneurship research (Goldsmith & Kaerr,
1991). This dudy examines the redaionship between cognition and the work context of
entrepreneurs, and the interactive nature of this raionship on the rdevant outcomes of burnout,
intention to exit, satifaction, intention to grow, and actua employee growth.

Cognitive style.

Cognitive gyle is widdy recognized as an important determinant of individud behavior in the
psychology literature (Sedler-Smith & Badger, 1998). Researchers have defined cognitive style
a an individud’'s prefered and habitua approach to organizing, representing, and processing
information (Streufet & Nogami, 1989), a built-in and automatic way of responding to
information and dtudtions (Riding & Rayner, 1998), individud differences in the way people
percaive, think, solve problems, learn, and rdae to others (Witkin, Moore, Goodenough & Cox,
1977), and an individud’'s characterisic modes of percaving, remembering, and problem
solving (Messick, 1984).

Cognitive gyle is a high-order heurigic that individuas employ when they agpproach, frame, and
solve problems. Cognitive dyle has certan characteristics, research has shown that 1) it is a
pervesve dimendgon tha can be assessad usng psychomeric techniques, 2) it is dable over
time 3) it is bipolar; and, 4) it may be vdue differentiated (i.e. Syle describes different rether
than better thinking processes [Sadler-Smith & Badger, 1998]). Contemporary examination of
cognitive gyle can trace its roots to four man aess in psychology. These include perception,
cognitive controls and processng, menta imagery, and pesondity (Rayner, 2000). The term
“dylé’ has been used in the psychology of individud differences to describe psychologica
structures or observed behaviors associated with typica forms of functioning.

The modd and subsequent measure of cognitive style we employ in this sudy is dassfied under
the HoligiccAndytic family of gdyles (Sadle-Smith & Badger, 1998). Recent comprehensve
reviews of the Holigic — Andytic modds within the cognitive Syle paradigm (Hayes &
Allinson, 1994; Rayner, 2000; Rayner & Riding, 1997, Riding & Rayner, 1998, Sadler-Smith &
Badger, 1998) suggest that 1) there ae a number of psychometricaly sound meesures of
decisonmeking dyle (for example Allinson & Hayes, 1996; Kirton, 1976; Riding, 1994); 2)
there is empiricd evidence demondrating that the dimensons messured by these modds ae
dable over time and independent of intdligence; and 3) these dimengions interact with externd
factors affecting individud attitudes and behavior.

In the Cognitive Style Index, the measure of cognitive dyle used in this sudy (Allinson &
Hayes, 1996), individuds are dassfied as dther Intuitivists or Analysts. In generd, intuitivids
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tend to be rdaivdy nonconformist, prefer an openrended gpproach to problemsolving, rdy on
random methods of exploraion, and work best with idess requiring a broad perspective (Allinson
& Hayes 1996). Alterndively, andyss tend to be more compliant, favor a more sructured
goproach to  problemsolving, prefer sysematic methods of invedigation, and ae especidly
comforteble with ideas requiring sequentid andyss (Allinson & Hayes 1996). For this dudy,
we ae interesed in the rdadionship between the respective ends of the intuition — andyss
dimenson and its interaction with the formd dructure of the work environment. In ther initid
vadidation sudy of the CH, Allinson & Hayes (1996) provided daa suggeding that the greater
an individud’'s andyds orientation, the grester her/his predilection for a dructured, ordered, and
impersond work environmentt.

If individuds do have preferences for different work environments based on ether a dominant
andytic or intuitive orientation, then we would expect to find these individuas in occupations
that match ther dominant dyle  Evidence supports this connection (Allinson & Hayes, 1996;
Sadler-Smith, Spicer, & Tsang, 2000) with individuds in “more dructured” professons possess
dgnificantly more andytic dominant gdyles and individuds in “less dructured” professions
possessing Sgnificantly moreintuitive yles.

An entrepreneur’swork context

While catan dimendgons of an individud’'s cognitive syle will reman stable over time (Kirton,
1989; Hayes & Allison, 1996), the style demands of the busness will likdy vary as the busness
grows. Thus the potentid for different degrees of cognitive midfit between the dable tyle of
the entrepreneur and the varigble style demands of the organizationd context ae not only likey,
but may be inevitéble This dudy is paticulaly intereted in the syle demands reaed to
formdization, dructure, centrdization, and buresucracy. Chandler (1962) theorized that
orgenizations develop petterns of organizationa dructure in response to common growth and
market chdlenges. Moreover, lifecyde sage modes support the idea that the organizaiond
dyle demands change as the organization maures. In their review of the life-cycle congtruct,
Hanks, Watson, Jansen and Chandler (1994) provide a synthess of ten different lifecycle
modds.  All of these modds propose that certan key dimensons of organizatiions will change
with respect to age and sze (eg., leves of formdization, sructure, and bureaucracy). If the
cognitive dyle remains dable for entrepreneurs, yet the work context is likey to change, we can
expect midfit to occur between the cognitive style of the entrepreneur and the changing work
context. For entrepreneurs, who are likdy to be more intuitive and enjoy the freedom that
entrepreneurid  pursuits afford them, the change in organizationd demands as the firms gets
bigger and/or older is likdy to result in midfit between the entrepreneur and the firm wak
context.

Per son-or ganization fit and cognitive midfit

Exploring the interaction between certan characteridics of the individud and the organizationd
environment is centra to the dudy of personorganization fit. Bagcdly, the P-O fit literature
suggests that P-O fit occurs when there is congruence between the attributes of the person and
those of the organization or the work context (Chan, 1996). Conversdy, a date of midit exids
when attributes of the person and those of the organization or work context are out of dignment.
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In a foundationd work, Pervin (1968) theorized that when a maich exigs between individud
characteridics and organization charecterigtics, performance and stisfaction tend to be high and
dress tends to be low. Recently, the interest in P-O fit has increased following dudies that have
indicated empiricd reaionships between dimensons of P-O fit. Sms and Kroeck (1994) found
that the grester the degree of fit between the ethicd bdiefs of the individud and the ethica
cdimae of the organization, the higher the levds of job sdidfaction, intention to reman, and
commitment to the organization. O'Relly, Chamen & Cddwdl (1991) operaiondized P-O fit
in terms of organizationd dimate. They found that P-O fit was a vaid predictor of satisfaction,
commitment, and actud turnover. For a more comprehensve review of the RO fit literature see
Krigtof (1996).

The condruct of cognitive midfit was fird developed and introduced as a vidble facet of Person
Organizaion Ft by Chan (1996). Cognitive midfit refers to the degree of mismaich between an
individud’s preferred and dominant cognitive syle and the syle demands of the work context.
Wheress previoudy developed facets of P-O fit had induded gods vdues ethics dimae and
paticular persondity characteridics, Chan argued that incorporating cognitive dyle was dso a
vidble gpproach to examining P-O fit. In a sudy of 253 enginears, Chan demondrated thet
cognitive migfit was avaid predictor of actua turnover (1996).

An Entrepreneur’s Cognitive Misfit

Previous work on cognitive dyle suggests that there is a predictable link between an individud’s
dominant problemsolving/decisontmaking syle and leves of dructure and bureaucracy within
the organiztion (Allinson & Hayes, 1996; Kirton, 1976). Allinson and Hayes (1996, p. 128)
note that “andyss will subscribe to the bureaucratic norm and thus prefer specific guiddines to
folow, favour formd work rdaionships, vaue the security of organizationd identification and
be prepared to accept authority while intuitiviss will prefer freedom from rules and regulations,
favor persondized redationships, avoid dose commitment to the organization and be prepared to
quegion authority.”  Therefore, cognitive midit should exig for an andytic individud whose
firm possesses an environment that is low in formdization, sructure, and bureaucracy. On the
other hand, an individud with a dominant intuitive dyle would be better matched to this less
dructured type of work context and would experience less cognitive midfit than her/his more
andytic counterpart. The key point is that andytic or intuitive syles will be more congruent, or
better fitted, to different organizationd work contexts, and the condruct of cognitive midfit
alows us to identify and measure the degree of mismatch.

Coping with cognitive midfit. As discussed aove, the condruct of cognitive midfit is determined
by the level of incongruence (misfit) between the entrepreneur’s prefared cognitive dyle and the
dyle demands of the firm's work context. When individuds are in a dae of cognitive midit,
they will employ certain specific coping behaviors to handle the conflict between their preferred
problemsolving dyle and the conflicting syle demands being placed upon them. However,
these coping behaviors are not sudaingble, and there is a marked tendency for individuds to
return to their preferred decison-meking syle (Kirton 1976).

Exhibiting coping behavior is a source of great dress and, according to Kirton (1976),
individuals required to sudan high levds of coping behavior (exhibiting behaviors associated
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with the non-preferred dyle) will eventudly ether 1) change the crcumdstances to suit ther
preferred, dominant dyle or, 2) form a team whose combined preferences cover expected
problem gtuations. Thus, when individuds entrepreneur experience high levels of cognitive
midfit, they will require coping behavior. We propose thet indications of cognitive midit, as
dhown in Hgure 1, ae burnout, intentions to exit, levd of sidfection, growth intentions and
firm peformance.  While other outcome variables could and should be examined, we chose this
st because of ther prevaence in previous P-O fit sudies and/or their particular relevance to the
research question at hand.

HGURE 1
Mode of an Entrepreneur’s Cognitive Fit/Midfit

BURNOUT

INTENT TO
EXIT

Work Context

LEVEL OF
SATISFACTION

GROWTH
INTENTIONS

Cognitive
Syle EMPLOYEE
GROWTH

When the individud entrepreneur experiences cognitive midfit (the syle demands of the work
context are incongruent with their preferred cognitive style), coping behavior will be required.
The gregter the degree of midfit, the more coping behavior is required and, consequently, the
higher amount of dress on the individud (Kirton, 1976; Pevin, 1967). Based on the clear
raionship between higher levds of cognitive midit and dress, and previous P-O fit sudies
demondreting the pogtive reationship between midit and dress (eg, Cheney & Rosenman,
1980; Edwards & Harrison, 1993), it follows that:

Hypothesis 1a. Cognitive style moderates the relationship between the structure of the work
environment and burnout.

Hypothess 1b. For less dructured work environments more intuitive entrepreneurs  will
experience lower burnout than those that are more andytic, but for more structured work

environments, more intuitive entrepreneurs will  experience higher burnout then those that ae
more andytic.

In 1983, Vesper (p40) introduced the idea that entrepreneurship can be viewed, in pat, as a
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"pah for pursuit for occupationd heppiness”  Cooper and Artiz dso suggested that the
entrepreneur’s level of satisfaction should be viewed as a basc measure of entrepreneurid
peformance (1995). Examining the reationship between cognitive misfit and entrepreneurs
satisfaction would appear to be extremdy relevant. In PersonOrganizetion Ft dudies, the
outcome vaidble of ovedl (globd) job stidaction is dso commonly employed.  Severd
gdudies have demondraied sSgnificant empirica reaionships between different facets of P-O fit
and job stidfaction (Cable & Judge, 1996, O'Relly e d., 1991, Sms & Kroeck, 1994) with
gregter degrees of midfit being associated with lower levels of individud satisfaction. Thus,

Hypothesis 2a. Cognitive style moderates the rel ationship between the structure of the work
environment and satisfaction.

Hypothess 2b. For less dructured work environments more intuitive entrepreneurs  will
experience higher satisfaction than those who are more andytic, but for more sructured work
environments, more intuitive entrepreneurs will express lower satidaction than those who ae
more andytic.

Another commonly sudied outcome in the P-O fit literature is turnover. Chan (1996) found thet
cognitive midit was a vdid predictor of actud turnover. Where longitudind data on actud
tunover was unavalable, researchers have used intentions to leave as a proxy for turnover
(Cable & Judge, 1996; O'Relly e d., 1991). Both of these dudies found that P-O fit was a
gonificant predictor of higher expressed intentions to leave. Research has demondrated that
intentions are a rdiable predictor of actud behavior in a variety of Stuations and are conddered
by many to be the mogt effective predictor of behavior (Ajzen, 1991; Ajzen & Fshben, 1980;
Bird, 1992). When individuds ae experiencing cognitive midit, they require high leves of
coping behavior.  Entrepreneurs required to sudtain high leves of coping behavior (exhibiting
behaviors associated with ther nonpreferred style) will eventudly change the circumstances to
it their prefered, dominant syle (Kirton, 1989). One form of changing the crcumstances
would be to exit the organization. Thus,

Hypothesis 3a. Cognitive style moderates the rdationship between the structure of the work
environment and intention to exit.

Hypothess 3b. For less structured work environments, more intuitive entrepreneurs will  express
lower intention to exit than those who ae more andytic but for more dructured work
evironments, more intuitive entrepreneurs will express grester intention to exit than those who
are more andytic.

Cognitive migfit may aso be a vdid predictor of intentions to grow the busness.  Entrepreneurs
growth intentions have been found to be a significant predictor of actud growth (Orser, Hogarth
Soott, & Riding, 2000). Sexton and Bowman (1994) argue that the decison to grow or not to
grow is a constious choice of the entrepreneur. It is important to reterate the point that
entrepreners motives and intentions to grow their budnesses ae not homogeneous, and as
researchers, we should not assume that growth is aways a desired consequence of the decison to
go into busness (Orser, & d., 2000). For example, Blat (1993) found that roughly one-hdf of
the owners of newly regisered businesses do not seek growth of ther firms and O'Fardl and
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Hichens (1988) reported that a high proportion of amdl firms are more interested in maintaining
ther current levd of profitability than in growth.  Furthermore, the decison to seek business
growth is not purdy motivated by economic factors but is often the result of a variety of
moativationd factors (incdluding psychologicd) (Kolvereid, 1992; Orser, et d., 2000).

While entrepreneurs possessng dther an intuitive or andytic dedsonmeking syle may
experience cognitive midit, ther intentions to grow the busness may differ based on ther
preferred syle. Drawing from earlier discussons, more intuitive entrepreneurs are better suited
to more ungructured work contexts. This type of work context is mogt likely associated with the
ealy dages of the busness (Hanks et d., 1994; Kazanjian, 1988). More intuitive entrepreneurs
desre to grow the busness may be tempered by the increasing cognitive midit that they will
experience as the levels of dructure and formdization increese with firm sze. Conversdy,
highly andyticd entrepreneurs are best suited for the reativedy more structured work context
associated with the later stages of business growth. Thus,

Hypothess 4a Cognitive style moderates the relationship between the sructure of the work
environment and intention to grow the business.

Hypothess 4b. For less dructured work environments, more intuitive entrepreneurs will  express
lower growth intentions than those who are more andytic, and the difference between the two
groupswill increase as the work environment becomes more structured.

For our find outcome vaiable, we examined the rdaionship between cognitive misfit and actua
employee growth.  Again, more intuitive entrepreneurs are better suited to more ungructured
work contexts, which are most likey associated with the early stages of business development.
More intuitive entrepreneurs dedre to grow the business may be tempered by the incressng
cognitive midfit that they will experience as the levels of dructure and formdization increase
with firm dze Conversdy, highly andyticd entrepreneurs are best suited for the rddivdy more
dructured work context associated with the later stages of business growth.  While the other
outcome vaiables ae based on individud entrepreneurs  dtitudes and intentions, employee
growth is a firm levd variadle, and the rdationship between cognitive midfit and this \aridble is
less direct and may be more greetly affected by other confounding variables. However, given
that caveat, we would 4ill expect tha there would be a rdationship and that the proposed
interaction would pardld those of intentionsto grow. Thus,

Hypothesis 5a. Cognitive style moderates the rel ationship between the structure of the work
environment and percentage change in the number of employees.

Hypothess 5b. For less sructured work environments, more intuitive entrepreneurs will experience less
employee growth than those who are more andytic, and the difference between the two groups will
increase as the work environment becomes more structured.
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METHODS
Sample

The sampling frame condsed of companies liged in the 2000 Colorado High Technology
Directory. For companies liged in the directory, information included company name, address,
phone number, fax number, emal address webste, key management names and titles, year
founded, number of employess, corporae daus sdes volume product description, parent
company, product classfications, and NAICS Codes. The editors of the directory state that

Companies have been induded if they devdop and/or manufacture proprietary products thet
incorporate date of the at technology. In addition software firms research, development and
teting companies and laboratories have been induded a have cetan conaulting and
engineering firms that have Sgnificant technica expertise.

Once the gppropriate sampling frame was identified, it was necessary to further refine the ligt.
Subgdiaies and not-for-profit companies were excluded from the sampling frame. Al
excduded were those companies with no contact information or where the lised contact(s) did not
hold aprincipd pogtion (eg., CEO, Presdent, Founder, Owner) within the organization.

From the totd number of 1791 compenies lided in the directory, 1294 were retained for
induson in the sudy. Through the course of data collection, another 87 companies were
removed for the following reasons unable to be contacted (first contact letter was returned as
unddiverable); busness cdosad (induded both voluntary and due to deeths); company was
acquired or idetified as a subsdiay (notified the aduthor through phone emal, o
correspondence).  This left a totd number of 1207 companies that had a possbility of responding
to the mal quetionnare Of these, 267 usdble quedtionnaires were returned condituting an
effective response rate of 22.1%. A time trend extrgpolation test (Armsrong & Overton, 1977)
was conducted as a check on nonresponse bias.  Subsequent comparison of the two groups
(ealy versus lae respondents) through ANOVA tedts indicaed no dgnificant differences
between the groups on the explanatory or dependent varigbles used in this sudy. [KB — The
logic behind this tes is that if the late respondents had not replied to the find contact they would
have been non-repondents. Thus, the late respondents are more smilar to the non-respondents
than the early respondents]

For the present dudy, a smdler sub-sample of the origind data set was used. This st included
only those respondents who had sgnificant ownership in thar firms and were involved in the
day-today opeaions Also, we induded only firms with more then five employees, as those
with less than five did not have sufficient Sructure to properly test for interactions (Naman &
Sevin, 1993).  This left 159 cases in the current sub-sample for which the hypotheses in this
Study were tested.

Data Collection

Daa were collected through a mal questionnaire between March and April of 2001. For both
condruction and implementation of the mal quedionnare, the “Talored Desgn Method
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(Dillman, 2000) was followed as dosdy as possble  In the quedtionnare desgn process, the
fird dep was to conduct semi-dructured interviews with individuads who could both provide
feedback on the items we conddered usng and provide suggesions on items or dimendons that
had not been consdered. Second, we dso conducted semi-dructured interviews with a number
of habitua entrepreneurs, busness owners, and venture cgpitdists. Ther input was incorporated
into the find quegionnaire adding to the survey's face vdidity.  Third, we pre-tested the survey.
This provided feedback on daity, gppropriateness of items, and time required for completion
(approximatedy 20 minutes). The find questionnaire condsted of 58 sgparate items (many with
sub scales) and was presented inan 8 %2" by 117 booklet form conggting of eight pages. In totd,

four contacts were made with the sampling frame to maximize our response rate.

Variablesand Measures

Cognitive dyle index: Intuition — Andyticd. Sadle-Smith and Badger (1998) have argued tha
two modds and subsequent meesures of decison-meking dyle ae siitdble for use in
organizationd settings and can be employed in fidd surveys — the Kirton Adaption Innovetion
Inventory (Kirton, 1976) and the Cognitive Style Index (Allinson & Hayes 1996). We chose the
more recent Cognitive Style Index because, as Allinson and Hayes (1996) argue, while there
have been a number of dimensons on which cognitive syle has been differentiated [19 separate
labds (Messck, 1984); 29 separde labeds (Hayes & Allinson, 1994)], the superordinate
dimenson of intution-andyss appears to encompass dl of thesee The CS measures the generic
intuition-analyss dimension of cognitive syle.

The CY condgs of 38 items each requiring the subject to respond on a trichotomous true-
uncertain-fase scde.  In the present sudy (n=159), the internd conssency and rdiability of the
CS measure, as edimated by Cronbach’s dpha, was .86. This is consgent with those reported
by Allinson and Hayes (1996) and other researchers. For our sample of entrepreneurs, the mean
CS score was 32.06 (sd. 1259). The mean for the sample was sgnificantly more towards the
“intuitive’ dde of the scde than the means reported for other groups (eg. vaious types of
managers, busness school undergraduates, and teachers [Allinson & Hayes 1996]). Despite the
dhift, the digribution of scores for the sample remaned within acoepteble limits for a normd
digribution (skewness .261, se. of skewness .191; kurtosis-.541, se. of kurtoss .379).

Work context. This is a compodite varidble crested by fird summing the standardized scores of
the three dructurd variables -verticd differentigtion, formdization, and spedidization (detaled
below). A higher score represents a more sructured, forma and bureaucratic organizaiond
context. The Cronbach’s dpha for this index was .70 and the inter-corrlaion range was .36 to
52. Both skewness and kurtosis were within acceptable limits.

The vaiade Vertical Differentiation (Levels) condsts of the totd number of organizationd
levds within the firm (Dewar & Hage, 1978). Respondents were asked to count the total number
of levds in the longest line between direct workers and the organization's chief executive
officer, induding both of these levds (Pugh & Hinkson, 1976). This resulted in a range of
scores from 1 to 6. Higher scores represent a higher degree of verticad differentiation.  Scores
were digributed normaly.

The vaiable Formalization was operationdized usng a scde of deven items. All deven items

10
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were summed to create an index. In terms of scoring this measure, the higher the score, the
gredter the degree of formdization of the organization. Hanks & d. (1994) employed this
mesasure of formaization and reported a Cronbachis dpha of .85. For this sudy, the Cronbach’'s
aphawas .88 and inter-correlations ranged fromto .15t0 .75

Secialization was messured on a scde adapted from Pugh, Hinkson, Hinnings and Turner
(1968). Regpondents were given a lig of 20 functiond aress and asked to check those in which
they have a lees one full-time employee. The item is scored by totding up the number of
functions checked. This provides possble scores ranging from O to 20. A higher score indicates

agreater degree of specidization.

Cognitive midfit is a composte messure based on individud decisonrmeking syle preferences
and work context dyle demands. The cognitive fit score was cdculated by multiplying the
individud’s centered CS score by the centered Work Context Index score for that individud.
The cognitive fit score is the interaction term between CS and Work Context. In the present
dudy, the person vaiadle (i.e, decison-meking syle as messured by CSl) and the organization
vaiable (i.e, Work Contex as measured by WCI) represent the effects of the person and the
organization. The person X organization product term (interaction) represents the degree of P-O
fit on the expressed main effects (CSl and WCI).

Dependent variables. Burnout has been defined as “a process in which a previoudy committed
(individud) disengages from his or her work in response to dress and dran experienced in the
job” (Cherniss 1980: 18), and as “a dae of emotiond exhaudion caused by excesive
psychologicd and emotiond demands . . .7 (Jackson, Schwab & Schuler, 1986: 30). It is
theorized that burnout condgs of three components emotional exhaudion, depersondization of
others, and fedings of diminished persond accomplishment (Madach & Jackson, 1981). The
emotiond exhausion component is the most important of the three components (Rosse, Boss
Johnson & Crown, 1991) and we used a nineiitem messure tha indudes the emotiond
exhaudion component of the Madach Burnout Inventory (MBI; Madach & Jackson, 1986).
Participants are asked to indicate how often they have fet that way for each of the nine items. A
mean of the nine items was used as the index for burnout. A higher score corresponds to a higher
levd of burnout. The Cronbach’s dphawas .90 and inter-correlations ranged from .35 to . 70.

Intentions to Exit was measured usng four items each scored on a 7-point Likert-type scae.
These four items were used by O'Rellly et d. (1991). A higher score corresponds to a greater
intention to exit. The Cronbach’s aphawas .76 and the inter-correlations ranged from .21 to .84.

Satisfaction has been measured usng numerous different scdes. For this study, we chose to use
a measure of sdidfaction first developed by Quinn & Staines (1979). They define stisfaction as
“afective reaction to the job,” and the definition and measure is intended to refer to and measure
what they labd as “facet free job sidfaction” (205). This is an edablished measure of
satisfaction and is reviewed, in depth, by Price and Mudler (1986. 220-223). The totd score
for the measure was caculated by summing the scores for the five individud items.  Higher
scores correspond with higher levels of globa job satisfaction.  The Cronbach's dpha was .76
and the inter-correlations ranged from .33 to .58.

11
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Growth intentions was measured usng two items. Both of these items were smilar to those used
by Weshead and Wright (1998). Respondents were asked, “How would you prefer for the
number of employees in the busness to change over the next TWO years?” and “How would you
prefer for the sdes for the business to increase or decrease over the next TWO years?”  For both
of thee items paticipants indicated ther response usng a 7-point Likert-type scde ranging
from 1 = 20% or more decrease, to 7 = More than double. The overdl score was cdculated by
summing the scores for each of the two items. Obsarved scores ranged from 2 to 14, and the

digribution met the criteria for normdity. The Chronbach's dpha for the two-item scale was .76
and the correlation between the two items was .62

Enployee Growth reflects organizationd growth for the firm's most recent year of performance.
It was cdculated usng both data from the 2000 Colorado High Technology Directory and sdf-

reported employment data, basad on the following formula

% Change in Number =  (Rul-Time Employees 2001 — Ful-Time Employees 2000)
of Full-Time Employees Full-Time Employees 2000

This famula was used by Hanks e d. (1994) and is amilar to employee growth formulas usd
in numerous previous udies.

Control Vaiables Fdlowing previous P-O Ft dudies examining Smilar dependent varigbles
(eg, ORadlly, Chaman & Cddwel, 1991), we controlled for owner’s education, gender, and
tenure with the firm. In the entrepreneurship literature, education and gender (Cooper & Artz,
1995) ae frequently controlled for. While owner's age is dso frequently controlled for in
entrepreneurship dudies, and was asked for and collected, we chose to use tenure instead.
Tenure was highly corrdaied with owne’s age, which made the induson of both variables
problematic.  Virany, Tushman, and Romandli (1992) have argued that CEO tenure should be
controlled for in research seeking to rdae CEO characteridics to firm peformance.  Given a
choice between the two, tenure gppears to be amore relevant variable to this sudy.

In addition, it seems reasonable to expect that prior or concurrent business ownership could
influence the individud’s levd of burnout, intentions to exit, satifaction, growth intentions, and
employee growth. As a reault, this was controlled for by usng the dummy variable Serid, which
was coded O for ownership in only one firm and 1 for ownership in two or more firms. The find
control varigble chosen for incdluson was one that measured firm performance.  This varigble is a
subjective measure of peformance in which the respondent is asked to rate the current profit
performance of his or her firm versus the competition. Indusion of this vaidble as a contrdl is
important Snce a god of this Sudy is to identify the rdaionship between cognitive fit/midfit and
the dependent varidbles over and above wha may be explaned by the financid performance of
the firm.

Data Analyss
In order to test the hypotheses, we used hierarchica regresson.  To reduce the possihility of

multicolinearity between the man effects and ther interactions the independent varigbles were
centered (Aiken & Wes, 1991). Firg, the control varidbles were added. Next, the centered main
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effects (CS and WCI) were entered as the second block. Findly, the interection term (CS *
WCI) was entered as the third block. While the multiple regresson equations described above
will indicate whether or not an interaction is dgnificant for a given criterion (dependent)
vaiable, they do not provide much information on the true nature of the interaction. In order to
reved the true nature of the interaction, the suggested procedure is to plot the interaction (Aiken
& Wed, 1991). We followed Cohen and Cohen's (1983) recommendation to use vaues of the
predictor varigble a one sandard deviation above the mean and one dandard deviation below
the mean. These vdues a plus and minus one dandard deviation are then subgtituted back in to
the modified regresson equaion and plotted to display the interaction. Following this procedure
alows the hypotheses rdaing to the nature of the proposed interactions to be tested.

ReEsuLTS

Means, dandard deviations, and intercorrdations for the variables used in the modds are
presented in Table 1. Of paticular interest are the mean scores for severd of the dependent
vaiadles The mean scores for burnout and satisfaction were extremely high as compared to the
reported means for other sample groups (wage or Ssdaied employees) in other sudies.
Conversdly, the mean score for intention to exit was very low as compared to employees in other
dudies We further discuss the implications of these findings in the implications for scholars
section of this paper.

TABLE 1
M eans, Standard Deviations, and Correations®

Mean| s.d. 1 2 3 41 5 6 7 8 9 10| 11

1. Burnout 22,65 [12.59

2. Satisfaction 2042 1489 |-.60

3. Intention to Exit 981 |[5.81 48 [-.62

4. Intention to Grow 950 |[2.36 .03 [.01 [.09

5. Employee Growth 043 (183 |-09 |.07 |-02 |.06

6. Cognitive StyleIndex |3206 |1259 |-03 [.01 |-06 [-16 |.05

7. Work Context Index 000 |237 |[-16 .11 |.08 |.02 |.17 |-0O7

8.PFMVS 510 151 [-32 |47 |-36 |-06 |17 |-B |06

9. Gender 095 |.22 -14 (24 (-18 (.01 (05 (-4 |12 |-01

10. Education 421 |1.16 04 1-01 103 |.25 |-06 |-06 |-02 [-09 [-11

11. Tenure 1478 (855 |-.14 |.09 |-15 |-3B |-17 (.10 (-17 |15 |03 [-24
12. Serid 060 |.49 02 |12 |04 |05 |-05 |[-11 [O5 (10 |[.11 |[-01 |-06

n=159
Note: Correlations greater than .16 indicatesp < .05
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TABLE 2

Results of Hierarchical Regression Analysis Regressing theOutcomeson CSl, WCI, and Their Interaction®

BURNOUT SATISFACTION INTENTIONSTO | INTENTIONSTO EMPLOYEE
EXIT GROW GROWTH
Base Main Inter- Base Main Inter- | Base Main Inter- Base Main Inter- | Base Main Inter-
Variable Model | effects | action | Model | effects | action | Model | effects | action | Model | effects | action | Model | effects | action
Performance S 32Fkx | S ZIRr* [ L ZOrr* | ATR*R* | A4T7FF* | 46%** | - 37FF* | -38%** | - 36*** | .01 .01 .01 21*%* 20%* .20%*
Gender -.15*%* -.13* -.14* 25FFF | 24%x % | Q4% ** | QQFFx | - 20%** | - 21%** | 04 .04 .04 .06 .04 .04
Education -.02 -.04 -.03 .07 .07 .07 -.05 -.04 -.04 .18** .18** .18** -.08 -.07 -.07
Tenure -.12 -.15* =17 .05 .07 .04 -.09 -.07 -.04 S 3LxEF | L ZLERx | L ZIRrx | L 22%%% | L 0% -.20%*
Serial .08 .09 .08 .04 .04 .05 A1 .10 .08 .01 -.01 .01 -09 -.09 -.09
(o] -.04 -.06 .05 .06 -.06 -.08 -.12 -11 .08 .09
Score
Work Context S19%% | 205+ .09 10 .07 .06 -.03 -03 14 14*
CSl * Work -.16** A2 - 22 .02 .05
Context
R2 .15*** .18*** .21*** .29*** .30*** .32*** .19*** .20*** .24*** .16*** .17*** .17*** .08** .11** .11**
R2 Change JA5*xx [ Q4% * .03** 29%** |01 .02* J19**x [ .01 05%** | 16*** | .01 .01 .08** .02 .01
*n=159

* gignificantat p<.10
** gignificant at p < .05
*** gignificant at p < .01
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The results of the hierarchica regressons are digolayed in Table 2. For burnout, the main effects
mode makes a significant contribution over and above the base modd (DRP= 0.035, p < 0.05).
Within the man effects modd, the findings siggest that work context has a dHatigicaly
ggnificant influence on burnout. The negative dgn of the dandardized regresson coefficient
suggedts that burnout was higher for those entrepreneurs with an organizationd context tha is
less dructured, less formd, and less bureaucratic.  We hypotheszed that cognitive gdyle
moderates the relationship between work dructure and burnout.  The interaction mode makes a
Sgnificant contribution over and above the man effects modd (DR’= 0026, p < 005 ad
therefore provides support for hypothess la  The interaction was plotted to ad with
interpretation and is displayed in Figure 2a  As hypotheszed, for the work context lower in
formdization and dructure, burnout was higher for more andytic individuds than for more
intuitive individuds ~ Conversdy, for the work context higher in formdization and dructure,
burnout was greater for more intuitive individuds than for more andytic individuds. Therefore,
hypothesis 1b was supported.
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For satisfaction, the main effects modd does not make a Sgnificant contribution over and above
the base modd (DR?*= 0010, p > 0.0). Within the main effects modd, the findings suggest that
neither work context nor cognitive syle done has a datidicdly dgnificant associaion  with
satifaction.  We hypothesized that cognitive syle moderaies the rdaionship between work
dructure and satifaction.  The interaction modd mekes a dgnificat contribution over and
above the main effects model (DR?= 0,015, p < 0.10) providing support for hypothesis

2a.  The interaction was plotted and is digplayed in Figure 2b. As hypotheszed, for the work
context lower in formdization and dructure, satidaction was higher for more intuitive
individuds then for more andytic individuds ~ Conversdy, for the work context higher in
formdization and dructure, satisfaction was greater for more andytic individuds than for more
intuitive individuas. Therefore, hypothes's 2b was supported.

For intent to exit, the main effects modd does not make a sgnificant contribution over and above
the base modd (DR?= 0088, p > 0.10). Within the main effects modd, the findings suggest that
neither work context nor cognitive gdyle done has a ddidicdly dggnificant influence on
satifaction.  We hypothesized that cognitive syle moderaes the rdaionship between work
dructure and individuds expressed intentions to exit their firm.  The interaction modd makes a
sgnificant contribution over and above the main effects modd (DR*= 0047, p < 001) providing
support for hypothess 3a  The interaction was plotted and is digplayed in Fgure 2c. As
hypotheszed, for the work context lower in formdization and dructure, intention to exit the firm
was higher for more andytic individuds than for more intuitive individuds Conversdy, for the
work context higher in formdization and dructure, intertion to exit the firm was grester for more
intuitive individuas than for more andytic individuas. Therefore, hypothesis 3b was supported.

For growth intentions the man effects modd does not make a dgnificant contribution over and
above the base modd (DR?= 0.012, p > 0.10). Within the main effects mode, the findings

suggest that neither work context nor cognitive style done has a datidicdly sgnificant influence
on growth intentions We hypotheszed that cognitive style moderates the rdationship between
work dructure and individuds expressed intentions to grow ther firm.  The interaction mode
does not make a significant contribution over and above the main effects modd OR?= 0001, p >
0.10). Therefore, hypothess 4a was not supported.  In addition, having found that the interaction
was not dgnificant, hypothess 4b was not supported and plotting the interaction was rendered
moot.

For employee growth, the man effects modd does not make a sgnificant contribution over and
above the base modd (DR’= 0022, p > 010). Within the man effects modd, the findings
uggest that nather work context nor cognitive syle done has a datidicdly sgnificant influence
on growth intentions. We hypothesized that cognitive syle moderates the reationship between
work dructure and employee growth. The interaction modd does not meke a ggnificant
contribution over and above the man effects modd (DR’= 0002, p > 010). Therefore,
hypothess 5a was not supported. In addition, having found that the interaction was not
sgnificant, hypothesis 5b was not supported and plotting the interaction was rendered moot.
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DiscussionN

The empiricd resllts indicate tha when controlling for firm peformance, entrepreneurid
experience, and other demogragphic variables, there is a dgnificant rdationship between
cognitive midfit and the individud entrepreneur's reported levels of burnout (H1), satisfaction
(H2), and ther intentions to exit (H3) the firm. Furthermore, when these ggnificant interactions
are plotted and examined in deal (Figures 2a-2c), they reved some interesting petterns.  These
disordind (crossed) plots suggest that different types of entrepreneurs (andytic versus intuitive)
will exhibit different attitudes on these importat outcomes given the levd of dructure and
formdization in ther firms  An entrepreneur whose cognitive syle is mismatched with the
dructure level of her/his firm will tend to experience dgnificantly more “negaive’ outcomes
(higher burnout, lower sdidfaction, and higher intentions to exit) than an entrepreneur who is
morein fit.

This is an important finding. It suggests which types of entrepreneurs will experience greater
difficulty in managing their busnesses (from a cognitive conflict persoective) at different stages
of growth and maturity. The results presented in this paper make it is possble to offer some
prescriptive advice to practicing and nascent entrepreneurs with respect to where they are more
likdy to experience cognitive midit and the associated negetive outcomes as they attempt to
grow ther busnesses. This is an important sep towards better underdtanding the cognitive
component of entrepreneurid trangtion difficulties

Al interesting is that while the interactions for burnout and satisfaction were as expected, the
effects for andyticd entrepreneurs are more marked than those of intuitive entrepreneurs.  An
initid explanation of tha result could be that intuitive entrepreneurs might be more able to adapt
than andytical entrepreneurs to less than dedrable environments  Yet the results for intent to
exit ae gmilar for both andyticd and intuitive entrepreneurs, meaning that while they might
auffer less burnout and problems of satisfaction than andytica entrepreneurs, they are as likdy
to want to exit the venture when in midfit. Further research is needed on the nature of andytica
and intuitive entrepreneurs and the implications of midfit for organizations.

The ggnificant reationships between cognitive migit and burnout, satifaction, and intentions to
exit support our contention that it is importat to look a interactions in the Sudy of
entrepreneurship. Individud or firm levd vaiables done are not auffident to explan the
dynamic naure of the questions of red interest in the fidd. It is the interaction of the person
(entrepreneur) and the place (firm) that yidds dgnificant ingghts and may offer a better
underdanding of questions such a the entrgpreneurid  trangtion  dilemma,  seid
entrepreneurship, and lifestyle entrepreneurs.  Focusing on the ways that entrepreneurs think and
meke decisons in combination with reevant firm level or environmentd leve varidbles dlows
us as ressarchers to keep the individud entrepreneur in the equation without fdling into the
personologica trap that was indicative of so many of the past “trait” sudies.

We faled, however, to uncover dgnificant reationships between cognitive midfit and growth

intentions (H4) and percentage change in employee growth (H5). With respect to growth
intentions, we proposed that individuas would desre to avoid cognitive midit and, as a reault,
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would seek to ether grow or arest development of their busnesses in the direction that fit with
ther dominant dyle  While we expected that individuds would want to be in cognitive “fit,” this
non-finding does highlight an interesting paradox.  The highly intuitive entrepreneur is best
auited for the early dages of the busness. We bdieve that growing the business will likdy leed
to increased cognitive midit. It seems plausble tha the desre to achieve growth far outweighs
the possble negaive consequences of cognitive midit (of which the highly intuitive
entrepreneur may not even be aware). Further research is needed on this point, as it should
provide better explanatory power to the executive limit scenario and its limitations.

Findly, the rdadionship between cognitive midfit and percentage change in employee growth
was not dgnificant. This was the only outcome varigble that was a the firm and not the
individud levd. This is dealy rdated to the issue of levds of andyds in entrepreneurship
ressarch. It is possble that the ability of the entrepreneur to influence the growth of the firm
over a oneyear peiod was too smdl to deect. Also, numerous confounding variables may
influence employee growth. But dealy, thaa method and measurement issues have to be
examined in depth when atempting to link entrepreneur and firm level variables and that link
remans a big concern for entrepreneurship research. However, despite this non-finding, we
bdieve that whenever possble entrepreneurship researchers should examine posshble links to
traditiona performance measures.

Implicationsfor Scholars

In this @per, we have further vaidated and extended the condruct of cognitive midfit as a viable
facet of P-O fit. We have extended the traditiond RO fit gpproach beyond employees and some
agoect of their job or organization to entrepreneurs and their busnesses  This not only adds
vdidity to the P-O fit agpproach, but dso demondrates its ability to be used to address
fundamentd quedtions in the fidd of entrepreneurship.  This is a multidisciplinay and multileve
goproach that dlows ressarchers to include the individud entreprener in the dudy of
entrepreneurship, while avoiding the limitations of earlier gudies using psychologicd varigbles.

One problem with employing a multidisciplinay approach such as the one in this dudy is tha
many of the measures were devdoped for employees within organizations and not for
ownerdentrepreneurs.  The mean scores for severd of the dependent variables indicate that
ownersentrepreneurs  are  different than employees with respect to burnout, satisfaction, and
inention to exitt. New measures of these variables, scded specificaly for entrepreneurs, would
dlow us as researchers to cgpture much more of the true variance on these variables and would
be a solid contribution to research of thistype.

The idea that the owner/CEO/entrepreneur trangtion dilemma is a problem of midfit is not new
in the management literature.  However, which individud and environmentd variables might
leed to this midit and the nature of the rdationships between thee vaiables is very
underdeveloped.  We provide a framework that specifies the interaction of two of these variables
(cognitive dsyle a the individud levd and work context (dructure) a the firm leve) as a
potentid contributing source of this midfit.
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Limitations and Future Research

This study uses intentions as a proxy for actua behavior. Wheress intentions have been linked
to actud behavior in P-O fit (Chaman, 1991) dudies it should be acknowledged that intentions
do not dways trandate into actud behavior. A longitudind design is necessty to determine if
expresed intentions ultimady lead to a pedfic behavior. Also, the genedizability of the
results to entrepreneurs in other types of indudries should not be assumed. Fndly, and &s is
often the case with sudies of this kind, despite the precautions undertaken and some compardive
upport, it isimpossible to rule out common method bias.

A number of dternative cognitive syle modds have been excduded from this sudy and could
ds0 be potentidly rdevant. Furthermore, the condruct of cognitive mifit is only one facet of fit
by which to explore many of the lingering questions in entrepreneurship.  While this sudy finds
that the condruct of cognitive fit/midfit does hold dgnificant explanetory power with respect to
entrepreneurid  behavior, it is likdy jus one component in wha is ultimatdy a much more wdl-
defined modd of entrepreneurid behavior. Therefore, the results of this sudy point to a number
of promising avenues for future research.

Studies that combine both individua and Stuationd factors through an interaction goproach may
hold great promise (Stewat, 1996). While this sudy focused on the interplay of individud
decisontmeking dyle and the dtuationd factor of work context, the examinaion of the
interaction between decison-meking dyle and other Studiond factors would gopear to be a
promisng approach.  Further, a longitudind gpproach would dlow us to examine the link
between intentions and actua behaviorsand outcomes.

Moreover, if one looks a entrepreneurship as a career choice, then following entrepreneurs
throughout therr careers (possbly induding multiple new busness formations) seems to be an
obvious and logicd gpproach. Why does one entrepreneur stat and grow multiple businesses
over his or her career (serid) while another is content to only stat one busness (novice) and
even arest devdopment (lifedyle) & a cetan levd?  Cognitive midfit could add some
substantid undergtanding with respect to these different types of entrepreneurs.

Roure and Maidique (1986) found that experienced and well-baanced entrepreneurid teams
influence organizationd peformances  The theory on dedisonmeking dyles explicitly dates
that one form of coping behavior is the formaion of teems to handle non-preferred tasks or
problems (Kirton, 1989). While the dedgn of this dudy did not dlow for the examination of
entrepreneurid  team compostions, this would appear to be a necessty aea of invedtigation.
We propose that the effectiveness of the entrepreneurid team could be examined by looking at
the decisonrmeking dyles of the individud teem membes Do wdl- baanced entrepreneuria
teams (from a decison-making syle perspective) outperform teams that are made up of members
with gmilar dyles? Do more experienced entrepreneurs build teams with members having
amilar or dissmilar gyles to thar own? Does having a team with a range of styles and different
from that of the entrepreneur moderate or mediae the reaionships found in this sudy? There is
a lage body of exiging ressach on decson-meking dyle and teams within organizations
Extending this research into the dudy of entrepreneurid teams is an important and very
promising area for future research.
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CONCLUSION

If, a many researchers have agued, the individud entrepreneur is the mogt sdient unit of
andyds in entrepreneurship research and theory (Heron & Sgpienza, 1992), then a more
complete underdanding of the entrepreneur is a necessxy prerequiste for a more refined
underdanding of the process of entrepreneurship. A robust and comprehensve modd of
entrepreneurship must demondrate how the predispostions and cognition of entrepreneurs are
trandformed into action (Shaver & Scott, 1991). The findings presented in this paper suggest that
cognitive midfit is a useful condruct in underdanding entrepreneurid  atitudes and intentions.
Examining the interactions of entrepreneurs different decison-meking styles and aspects of
ther firms dlows us to avoid the limitations assodated with focusng on only individud or firm
vaidbles to explan behaviors and organizaiond outcomes  We bdieve tha this research
represents an important sep, not only in ganing a fuller undersanding of the entrepreneurid
trandtion dilemma, but dso, in ultimady cresting a more complete modd of the entrepreneurid
process.
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