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Abstract

Start-up is a fast growing, innovative enterpr@aly ten percent of the start-ups will grow
into real companies that have a value. One of thetmmommon causes of extinction of the
remaining ninety percent of start-ups is the ingbdf the founder to create a functional start-
up team. Start-ups are therefore considered the mmtext for studying both vertical and
team leadership. Within the framework of verticahdership, it is necessary to examine the
quality of the start-up founder's ability to forraté an original and attractive vision, to inspire
co-workers to achieve it, to encourage them inicrggtuations and also to develop their
competence. The essence of team leadership isrédaion of a cohesive team, whose
members support each other, have divided roleppnssbilities and authorities. Based on a
research sample of 76 Slovak start-ups, there mugsiigated the founder's tasks in the start-
up and the quality of teamwork in the start-up tedime results of the research project help
clarify the nature of the vertical and team lealdigrén the start-up.

Introduction

Start-ups are young, starting, quickly and dynahyicgrowing businesses expected to
develop quickly and exponentially and to achievghhieturn of invested means in a relatively
short time and therefore their business is ofteilt lbn innovations, improvement of high
technologies and formation of user applicationartSips are innovative addition to medium
and large businesses, because they enter topgesbasinesses consider non-attractive, risky
and unimportant or which are out of their sightarBups are small and simple form of
business, allowing space for self-fulfilment, thbtgyadventure, creativity, informal business
relations, as well as high work deployment and asecof success extraordinary or non-
standard reward. Start-ups are source of job oppites for young people and graduates,
who decided to take their life planes into theimolands, who does not want to be ordinary
employees and who perceives entrepreneurship hsdaoaring their own source of living via
satisfying other's needs. Start-ups are expectgaday social role, where they create work
places, economic role, when they can effectiveess invested resources and position of
business and development, when they satisfy needspmove quality of life by creating,
inventing and satisfying completely new needs.

Start-ups, founders, leaders and teams

Many people believe than start-up is only a foremgme for small businesses in phase
where they launch their business. In a literatutemiper of authors lean towards
differentiation of start-ups and starting businesséery popular is especially statement of
Blank (2013) claiming that ,start-ups are not oalysmall version of a large business and
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work as other traditional small business, becasg beginnings and internal functioning are
completely different”. Thanedar (2012) distinguiststart-ups from small businesses on bases
of five criterions, which are profitability, longetm value, incomes, growth potential and
ability to scale. Small businesses aim to achigwétpbility and stable long term value, while
start-ups focus on income and growth potential. r@loee, start-up businesses have
specifications differentiating them from other ngWidund businesses.

There is no singular or generally true definitidrierm start-up. However it is possible to
identify common aspects appearing in these dedimiti First common sign is thstart-ups
do not have to do their business exclusively in IT sector, develop and apply high
technologies. This is confirmed by Ries (2011) who states tteart-up is not about
technological revolution, product or idea, it isvsgthing bigger than sum of these parts”.
Definitions authors agree thtte core of start-up is unconventional thinking, creativity,
originality or novelty. Innovation as a base for understanding of stastiggporomoted by
Ries (2011), who defines start-up as “human orgdiois designed to supply new product or
service in conditions of extreme uncertainty”. &tgy offers new innovative product or
service, which has not been tested on a marketaluery high risk of failureUncertainty
or uncertain future represents third mutual point in characterisatibtean start-up. Blank
a Dorf (2012) claim that “start-up goes from faguio failure in an attempt to learn from
every failure and find out what does not work ingqass of seeking repeatable business model
with high growth”. Uncertainty in starting businésscaused by short business tradition, lack
of skills and low level of developed routines anmodgesses. Uncertainty is also connected
with external environment where start up operates ia determined especially by specific
conditions of environment, complexity and dynanotshe market. Fourth residing criterion
in start-up definition iggrowth criterion. Damodaran (2012) states that “value of start-up
lays exclusively in its future growth potential”’spect of growth is stressed by many authors,
who consider start-up a company created to growkqutifth point states that in start-up
characteristics there is possible to firdation with phases of company life cycle. As a
start-up is considered company which transfers fetate of business idea and moves to
preparations of production, marketing and actuéd sh a product. Several foreign sources
characterise start-up as business subject in {estly) phase of lifecycle in which
entrepreneur goes from business idea to securmmgndial resources, setting company
organisation and creating its structure and ingtrabf business activity.

Establishment and development of start-ups is sac#g linked with leadership, because
leaders have deciding impact on success or fadusgart-up. In companies there are two core
types of leadership, those are vertical leadershged on knowledge and decisions of single
person (leader) and team leadership involving nurabeeam members into decision making
processes.

Vertical leadership is based on appointed, formal leader (e.g. CE@guive director). In
application of vertical leadership, only the persdio is on the top of the company hierarchy
is formally entitled to influence actions of those lower levels (Ensley, Hmieleski, Pearce,
2006). This approach strongly dominates in a liteea devoted to leadership. This is
confirmed by Klotz et al. (2014), who argue thate@ches usually focus on a role of founder
(leader) in development of a new company. BaumkeacKirkpatrick (1998) found out that
“inspiration and vision of the founder are drivifagce of start-up”. According to Timmons
a Spinelli (2008) success of start-up is dependerstrong leadership from the founder.

Vertical leadership is clear in start-up primaiiyearly phases of lifecycle. It is usually an
individual with leading or visionary skills who idgfies possibility of business in external
environment and consequently establishes a newdssi Even though start-ups are often
established by team of people in many cases teevaa formal leader appointed within this
team (Ensley, Hmieleski, Pearce, 2006). In the rbegg, leader formulate vision of a
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business, sets first objectives, obtains necessesgurces (financial, non-financial and
human), influences investors, partners, suppliersustomers. Baum, Locke a Kirkpatrick
(1998) claim that “the task of a leader as a fourtdestart-up is to create a vision of a new
business and influence others (investors, employsssners, suppliers, customers) to "buy
his dreams”. According to Bryant (2004), “leaders starting businesses must achieve
extraordinary commitment and participation of themployees in order for star-tup to
succeed in realisation of innovative and considgrainexplored business plan and at the
same time to be able to compete with settled cangpéusiness”.

In case start-up is successful credit is usualgmito founder as an individual who leads
the company (Klotz et al., 2004). However, accagdim Timmons a Spinelli (2008) success
of start-up is conditioned not only by strong leasti from the founder but very important is
also building of a team, whose members have mutually complementing skdlents and
ability to work as a team. Klotz et al. (2014) otaithat most of the new businesses is led by
teams not individuals. Pearce (2004) defines tesaddrship as “current, ongoing and mutual
influencing of people and processes within the tearhich is characterised by serial
formation of official and non-official leaders”. lapplication of shared leadership is every
member of a team authorised to influence actionstloér team members and therefore, it is
not possible to differentiate who is the leadermitthe team and who is follower (Pearce,
2004). Gronn describes this approach as “distributeadership”. Pearce a Conger
mention “shared leadership”, Senge and Covey descii as “distributed leadership”,
Kocolowski mentions ale the term “collective leatep”. The most commonly occurring
term in the literature is the team leadership.

Timmons and Spinelli (2008) state that start-upthviiigh growth potential are mainly
built and led by a team, moreover in case of swsfakstart-up with high growth potential
there is higher share of founder teams than inntaistart-ups with high growth potential.
Manz and Sims (1993) warn that ,teams with highfgremance do not have structure of
formal leadership. Leadership in these teams isdelv in a way that employees with
appropriate knowledge and skills provide their apis in specific situations, which are then
solved by a team as a whole. This means that imem gituation leader of the team does not
make a decision, but member of a team who has th&t nelevant knowledge or skills
regarding the issue or business opportunity. Wineleical leadership depends on wisdom of
an individual (leader), team leadership benefisifideas and knowledge of a whole team. It
is a leadership coming from within a team, whichamee that leadership is a team process
performed by team as a whole and not previousloiapged individual. Decision making
competence and responsibility for decisions madevénly divided between all members of
the team and all members of the team are equahim teadership. Therefore, team leadership
is based on cooperation of the team. Pearce ansl &@02) found out that “application of
team leadership enables companies to achieve keiteits in comparison with vertical
leadership especially in management of changeramiltual teams”.

As start-up grows it is not possible for singledeato perform all functions and take all
responsibility, no matter how capable or charismttey are. This is supported by Timmons
and Spinelli (2008) who state that for leader aftstip with high growth potential it is very
demanding to manage growth of such start-up alSteet-up founder must learn to delegate
tasks and responsibilities and not attempt to deryghing on their own. Inability of any
founder to work in a team or inability to creatéeam belongs to one of mostly occurring
causes of start-up failures as investigated byraévesearches (e.g. research of company CB
Insider or research of entrepreneur Mitchell Haxper

In Slovakia there is consulting company KPMG dedate systematic research of start-
ups, which undertook researches in years 2013, 2a8i42016. In report from 2013, there is
stated that typical characteristics of start-upkeorare ambition and drive, global view and
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perception, progressive thinking and innovativenessoperativeness and indomitability.
Most of the addressed start-up workers (77%) preferemain independent entrepreneurs,
despite global average of 54%.

Report from 2014 states that 79 % of respondemtsaged from 25 - 34 years, 16 % are
above 34 years and the rest is below 25 years.I&8imge profile is in Israel, in the USA
average age of start-up founder is 40 years. Honwemeing entrepreneurs lack their own
financial resources and experience. 79 % of sgarteunders have university education of
second degree and higher, in the USA it is onl9# 310 % of star-up workers have education
in fields of business economics and managementéan® from IKT. Teams are therefore
unilaterally oriented. 76 % of start-ups do not énav female founder. 17 % of start-up
workers work alone, 66 % work in teams of two ame¢ founders. Founders realise the need
and usefulness of a team and therefore 78 % crgattedhowever 22 % have no employees.
78 % of founders have from 4 to 9 employees, 22a%H.0 employees and more.

Further, in report from 2014, there is mentioneat some of the strong abilities of start-up
workers are technical skills, enthusiasm (abilywork hard), there are lower abilities to
create new ideas and build teams, also lower tgarithinking, at the bottom is business
intuition. Weaknesses are financial planning, espanon new markets, resource obtaining,
business models and leadership skills.

In report from 2016 there is stated that that fiectiviving growth in accordance with start-
up workers are building of high quality team, obiag of financial resources and access to
international markets. Investors consider importgmlities such as building of high quality
team, access to international markets. Most of Store (82 %) believe that dispensable
investments surpass business opportunities. Ofgons supporting start-ups have noticed
deficiency of leadership and management skills\aarg few high level ideas.

Academics and investors perceive human resourcdityques important investment
criterion. Peter Thiel notes that every new businesist answer seven questions, while one
guestion regards people: “Do you have a right tédfail Burns assesses business ideas in
accordance with twelve criterions and one of them managerial skills, which can be
developed of amended. Most of start-up workers Ishavoid nine capital sins of
development and introduction of a new product, Whace typical for entrepreneur's way of
thinking in spirit of rules and traditions of a draonal business. These tricky ways of
thinking might be altered into their opposite anthtthem into warning criterions of angelic
investment, e.g.: start-up team must be accustamelange, chaos, learning from mistakes,
risks and unstable situations with no guide howstdve the problem, must be curious,
enquiring, creative and eager to seek repeatabls@ale able business model.

Club of business angels of Slovakia (KPAS) is tinst fnetwork of business angels in
Slovakia, established in a year 2011. Project sgekiter investors, must describe, apart from
other criterions, composition of realisation tednvestment club G4 combines narrow circuit
of selected investors seeking synergy and spacéliversification of their free resources.
Applicant receives money, in case they or theimte@mn prove to be able to fulfil these
criterions. Neulogy Ventures invest into technobadibusinesses in different states of idea
development. The main task is to find outstandiagng capable to turn their ideas into
commercially successful products. Idea withoutarteable to realise it is almost priceless.
Credo Ventureseeks entrepreneurs in middle and east Europeamiision to get beyond
regional lines and create global businesses. Mdsitose investments are performed based on
positive relations between C team and star-up. lBguaportant is favourable atmosphere
within the start-up team. Institutional investorsc& Capital and Genesis Capitainsider
important investment criterion skilled and deteresirmanagerial team.

Andrej Kiska junior from Credo Ventures states thats very difficult to explain the
process of assessment for investment opportunitiesh is based on subjective judgements,
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feelings and intuition. Eventually, the key cri@riwhich decides is very subjective. It is a
team and its ability to perform. Marek Truban iSlavak entrepreneur in field of information
technologies, who recommends to persuade an invesiibh “miraculous cocktail of
ingredients” which includes 33 % of the right mation and an outstanding team which
stands behind all the work? Angelic investors ssalinreliability of quantitative criterions
and therefore, they consider in their decisionsqeality of an entrepreneur, their history,
team quality, impression, trust, affinity and anso

Objectives, resear ch sample and resear ch methodology

It is believed that one of very significant conaliti for success of a start-up and its
transformation into company which makes profit, @sepeople. Object of this research are
personal data of founders and quality of leadets taams. Quality of leaders and teams is
measured in every phase of a cycle of start-uprpssgon. The aim of this research is to bring
new knowledge of personal background of start-upaasattractive yet still very little
investigates form of a business.

Content of this article includes processing andrpretation of research results, which was
performed on a sample of 76 start-ups. Every sfanvas investigated by a single member of
research team, who in a properly managed intervieermally with a leading person,
personally recorded answers to closed and openedtigns of questionnaire. Source of
knowledge regarding investigated start-ups are eése studies, assembled from publicly
available information. In this article, there argbfpshed knowledge of personal identification
of start-up leading person, quality of leadershi aeam work in a start-up. Quality of
leadership and team are examined also in relatisgtart-up development phases noted on a
scale of development of business idea (busine$s).cyc idea/concept/research, 2 — product
development, 3 — product prototype/testing, 4 stfincomes5 - growing incomes and on a
scale of cycle of start-up financing (investmentle&y 1 - pre-launching capital (angelic
phase, thought, no product), 2 - launching capftded phase, works on a product,
produced/realised prototype, detection of interestproduct), 3 — capital for an initial
development and further growth (series A/B phasg2lround, investment into business
which already has customers, generate incomes), development capital (3. round,
mezzanine capital), 5 — IPO (public market). Lemetegree of developme(functionality,
excellencepf examined start-up characterisikassessed in accordance with scale: 1 — none,
2 — first concept, 3 — integral concept, 4 — redion trials, 5 — complete or almost complete
functionality, if not stated otherwise. In casepafrsonal data (quality of leader, quality of
team work and quality of relations within the teatingre is used the following scalé —
minimal, 2 — low, 3 — suitable (however it coulddsgter), 4 — satisfying (there are still some
reserves), 5 — excellent.

Resear ch results

The age of the start-up leading person is betwéean?l 30 2 - 26-30. Education of a
leading person is a secondary school with a gramluap to a college of the 2nd degré&e-(
secondary with GCSE, 4 — college educdtiorength of employment before starting a
business making is 5 to 10 years, roughly 7.5 yéarstill 5 years, 3 - till 10 yea)s The
number of team members is 5.9 and the start-ugidaoris almost 2 years (Table 1).

Basic personal data average median stdev
Age (span 1 —5) 2,33 2,00 0,93
Education (span 1 —5) 3,86 4,00 0,5p
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Length of employment before starting a businessimgak

(span 1-5) 2,53 2,00 0,99
Number of team members (persons) 5,89 6,00 2,88
Duration of start-up (years) 1,88 1,50 1,86

Table 1 Personal identification of leading persod team

The typical founder of the start-up is a 28-yearolan with a completed graduate degree.
At a characteristic of a typical founder of therstg, we were also interested in timetives
and reasons for which the start-upers decided to start a business making. Most
respondents mentioned the possibility of self-rsgion and independence, the possibility of
“running their own business according to their ddeas" as the main theme of entering the
business. Start-upers stressed the need for auyorfcedom, and did not want a classical
job with superior authority ("to be a master”). Té®cond most common reason to start a
start-up business making was "the founders' ddsirdring something meaningful and
necessary to people and society.” Founders wamjshb do better than others, do something
good, solve a problem, help other people or impribveservices they provide in a certain
area. The third, often cited, theme of entry intsibess was the emergence of a gap or a
unique market opportunity (demand for productsadutgons that did not exist on the market
at that time), or a challenge to try something n®any founders said they always had the
motivation to do business (though many did not kndvat), wanted to do something in life,
to professionally develop their features and skillshe field they were close to. Some start-
ups have emerged from a hobby that has grown inginbss (sport) or on their own need
(mobile app). The four initiators of the start-ugaid they were inspired by the start-up
community, or by participation in the start-up etven

When examining vertical leadership in start-up teame mainly had been founding the
quality of the leader to formulate a vision, ingpteam members in their implementation,
encourage others in case of problems, and furtbgeldp the skills of their co-workers
through further education, coaching or mentoring.

Parameters of leadership averagedus| median stdev
1. Quality of the team leader as a creator of ayiral
and attractive vision - a visionary 4,15 5 4 122

2. Quality of team leader ability to inspire / ec
motivate other team members — an inspirer and rauwi
/ sponsor 4,10 5 4 1,27
3. Quality of team leader ability to encourage oteam
members in case of any problems / complications /
failures — an agitator 3,93 4 4 1,25
4. Quality of team leader ability to develop co-kens'
competence (their further education, coaching,
mentoring) — a mentor and coach 3,58 4 4 1,24

Table 2 Quality of a leader

The leader's quality (Table 2) in the reviewedtasas is satisfactory (but there are some
imperfections) or suitable (but could be bette®aders identify with their role and have a
very high level of judgment. The differences betwebe leadership parameters are very
slight, but they still indicate that in some prdpes the leaders are better or more pronounced
and lacking in some other way. Leaders are ableréate above average original and
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attractive, but not absolute, top vision. They @aspire at the similar level their closest
surroundings so that fellows can follow the prdsedivision and objectives.

The importance of the founder as the creator ofvis®n, which is the driving force
behind the start-up, confirms the words of the temof the start-up who created the
navigation for the operating systems: "I am an akee type. | do not enjoy sitting and
dreaming, on the contrary, getting into it and iggtthings moving. When you start doing
things | think you are just beginning to dream abwaw to do it or how to do it differently.
"The leader has to know how to captivate peoplehiervision. It is also confirmed by the
start-up founder who focuses on pay per click salesadvertisement on the Internet.
Although, he initially engaged in a job-mediationsiness, he managed to wow the original
business team for the new business making too.olte His colleagues that the original
business ended, explained to them a new visionofiieded to continue with it. Although
more than one year he did not pay wages, teammgbaeple still stayed and workers gained
minority shares in the company.

Leaders encourage other team members when stgetsnto trouble, complications, and
suffers from failure. Their agitation in difficuituations only lags slightly behind the level of
vision and acceptance of vision by other membeth®team. The relatively weakest aspect
of leadership is the development of co-workers' pet®ence. The founders of start-ups now
pay the least attention to the development of tbeiworkers' competence. This is due to the
fact that most of the investigated start-ups aiteisttheir early stage of development (the
average duration of the start-ups in the study $ang 1.93 years), where leadership
addresses issues of existential character (edtatgis start-up, developing a business idea,
creating a start-up team, global expansion). Algflocurrently leaders do not pay enough
attention to the development of human potentialisitikely to change with the further
development of business. From the summary viewatld 2, it is clear that the leaders of the
investigated start-ups are considered superidrceafident and effective leaders.

Parameters of teamwork averageodus| median stdev
1. Level of team members' cohesiveness and resestar
unpleasant, unforeseen and crisis events. 4,00 4 4,24
2. Mutual support and confidence of team members in
unpleasant, unpredictable and crisis events. 4,05 5 4 1,24

3. Level of role sharing in the team. Informal disition
according to personality characteristics, e.g.

conceptualist, executant, administrator, mediapeaker,
intermediator between internal and external envirent,
and so on. 3,71 4 4 1,36
4. Level of formal division of labour in the teaRormal
division of work obligations, e. g. according tqoextise,

gualification, practice, workload. 3,83 5 4 1,87
5. Level of cooperation among team members. 3|91 4 4 1,33

6. Level of creativity and unconventionality of tea

members. 3,90 4 4 1,33

7. Level of personal initiative and rate of contribn of

team members to the overall result. 3,84 b a 141

Table 3 Quality of start-up team

Start-up teams are on average 6-member. The maximuwmber of surveyed team
members was twenty (start-up which offers a redgp). Five start-ups from the research
sample do not have a team, it means that only ersop is running the start-up.
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Integrity and team co-operation are a noticeabteitimn for start-up success. They were
identified in a value of 4.05 (satisfactory butllsteserves) and 3.71 (above average), the
difference is only one third of the assessmenttpdine quality of the team is high, but there
are differences that indicate that teams are adiettgr in borderline, unpleasant and crisis
situations, and team members are willing to codpetaut teams are resulting a little weaker
if the quality of individual members is evaluated,g. their personal initiative and individual
work contribution, formal division of labour in thieam, and informal division of roles.
Overall, compact quality of the team is slightlgier than that of its individual members.

The quality of relationships in the start-up teanmiainly determined by the cohesiveness,
mutual support and trust of team members. The te@mbers' cohesiveness in unforeseen
and crisis situations in a start-up providing wétimail service revealed at a recent business
event. All five members of the start-up team wangegaining at playing bowling when the
start-up chief was called around midnight that riiean server was down, causing the entire
application to become malfunctioning. The entirartstip team immediately returned to the
company's office where they were working to resah& malfunctions to the early morning
hours. The founder of that start-up said that theas no need to push or force anyone,
everyone was aware of the seriousness of theisitLigdroving that they are accountable and
mutually supportive to their work.

At the establishing of the start-up, all membersuth clarify what team roles they will
play, respectively to divide work duties accordingheir expertise, qualifications, practice or
workload. For example, one of the founders of ttatsip producing training apparatus
described the job division and roles in their teasfollows: "We are a great team and
complement each other. Here is Dusky who takesafargernal organization and presents us
as a company. M&o is in charge of finances and playgrounds, anuoltakes care of
sponsors and the search for new opportunitiesdodevelopment. Together we make a great
team, and therefore we have been moving forwanah fitee beginning. The more heads, the
more reason." This approach is especially importargrder to prevent conflicts that arise
from discrepancies caused by lack of team rolesitr@ry to it, the allegations considering
division of roles and labour (duties) in the teaaingd the lowest average point score (3.62
and 3.76) among the assertions evaluating thetgudlthe team work in start-up.

Development of business idea /number of start-upseadership Team
1. idea (3) 4,58 4,52

2. development (8) 4,18 4,16
3. prototype (20) 3,97 4,04
4. first income (26) 4,17 4,07
5. growing income (19) 4,38 4,40

Table 4 Quality of leadership and team in particplaases of business idea development

Financing cycle (number of start-ups) Leadership arie
1. pre-seed capital (9) 4,44 4,14
2. seed capital (36) 4,16 4,26
3. capital for initial development and growth (27) 4,11 4,07
4. venture capital (3) 4,5 4,29
5. 1PO (1) 5 4,47

Table 5 Quality of leadership and team in particplaases of financing cycle

The leadership quality from the first phase of blusiness idea and the first phase of the
funding moderately, but apparently decreases tmilthird phase in which the prototype is
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designed and the capital is raised for initial depment and growth (Table 4). The third
phase in both cycles is a test, an hour of trudtabse the idea materializes, gets specific
parameters and usefulness, becomes a real produsereice, and requires significant
financial resources that have to prove a returter&his phase, the quality (self-confidence?)
of leaders increases. A similar tendency is alsila in the quality of the team (Table 5).

Discussion

Start-ups are young due to age of their foundedsleaders. Start-ups are educated and
have several years of practical experience fronvipus employment relationship of their
members. Start-ups are a small due to number of tiembers or employees. They do not
have a traditional hierarchy and horizontal reladlips dominate in them. New ideas are
flourishing in an environment without directivedric superiority and formal rules. The
winner becomes the author of the best idea andthtone who fulfils the task with
discipline. Youth provides start-ups with freedandependence, unconventionality. They do
not feel the burden of tradition, they do not respthe authorities, they do not have
predominantly existential responsibilities and gations towards their own family. However,
numerous typical and beneficial features of thet-sia are becoming a dead weight in its
transformation into an enterprise of smaller to med size, and therefore the owners
oftentimes sell it. They invest earnings of sal¢h launch of another company because they
are more suited to discovering and inventing thamaging routine business operations.

Start-ups are young, because modern European ankSkociety is penetrated by
syndrome of youth, a higher age is considered ttheesymptom and cause of conservatism
and the inability to cope with new trends. Howeubg youth is also an inexperience, and
therefore start-upers require a lot of mentoringuabthe fundamentals of business and
entrepreneurship, they lack the necessary businestacts with investors, distributors,
marketers, experiences about customers, manageié. Among start-upers there is
prevailing either business or management educdtemk of knowledge of industry and
technology) or IT (lack of knowledge of economibsisiness economics, management and
marketing), lack of expertise can be substitutetpusiasm partially only.

When entering a business, psychological reasonsibré&ituational reasons, especially
dissatisfaction with the position of the employaecount for about a third of the reasons.
Start-upers are perceptive people who have andsetesensitivity to unresolved problems,
unmet or little or ineffective satisfied needs dher people. They see, they spot these
problems and needs and try to solve or satisfy tlsmentrepreneurs. An entrepreneur
transforms an idea into a business when an idearatiny transformations serves to meet the
needs of a customer who is willing to pay for tmeduct that is a vehicle of a usefulness. In
payment there is hidden satisfaction of a custandrprofit of an entrepreneur.

Start-upers are self-confident leaders, they caardr inspire, agitate, encourage, but they
are less able to help their subordinates, co-werkard followers. Again, a certain role plays
here a youth, inexperience, and hence lack of aifsp@nd top expertise. There is some
contradiction between the high level of (assumer$@nality traits and the specific personal
professionality that must be manifested as an agdwielp, a solution provided to a member of
a team who is helpless. Leaders get better in tshge influencing of the whole team than in
leadership, influencing of individuals.

The quality of the teams as though reflected targed extent the quality of leadership.
Teams are able to exert to maximum and extraorgliparformance as a whole, they are
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excellent in managing border situations, but tkesrk is of lesser quality when performing
ordinary, common duties, routine and repetitive kvor

Youth of start-upers overlaps their inexperiencel amcomplete professionality with
enthusiasm, perseverance and imaginativenessdhabec quickly weakened or exhausted in
normal business operations because business pradtic brings many permanent, routine
and unattractive tasks that cannot be postpongahdsed or superficially resolved, but they
must be done well.

Leadership and teamwork in start-ups are slightistable and they are conditioned by the
business and investment cycle. They are therefarditoned not only by the internal quality
of leaders and teams, but also by outside circuroe& hence they are conditioned
situationally. The situational impact is slightlyone apparent (the differences between
phases) in the business cycle than in the investmyrie, probably because the business
results have a faster feedback and influence otettders and team than the consequences of
the investment.

Conclusion

Many research studies label the inability to creatquality team as one of the most
common causes of start-up failures. The start-umder is in most cases the bearer of the
start-up idea, but it turns out that only an inrtox&idea is not enough. It is important not
only to invent a good product but also to buildean of people who are able to create and
manage a new business. The enthusiasm of indivigaah members, their coherence and
support in challenging situations are as impor@ntinspiration and motivation from the
founder. The results of the implemented researdjegr confirm the importance of both
vertical and team leadership for the success o$tdre-up making business.

A typical surveyed start-up is a small group ofatiekely unilaterally educated young
people with little life and work experience, thekaof which is replaced by enthusiasm, hard
work and a sense of teamwork. They are led by tbeli-confident leaders with similar
experience and professionality. Start-ups are tarlka more distinct internal division of
labour and more management than leadership irateephases of development. Start-ups are
typical with their youth in the real and conveyedaning of the word, start-ups are pervasive,
but entrepreneurially immature at the same time.

Evaluation of a start-up reality is strongly recoemded from a positive point of view than
a normative point of view, since to outline theabpicture of start-up and the way how to
build it does not make a sense. The purpose ofdkearch is to know the real personal
background of the start-up, to explain it and #nsfer new knowledge into practice. The
start-up need to be exposed a mirror, while leategn unrestricted and free development,
otherwise it is threatened the most valuable whaty tpossess and that is enthusiasm,
unconventionality, creativity. On the other hanukyt can be offered help and support, but
according to their needs, will and possibilities.
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