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Abstract. With the advent of the Industry 4.0 era, big data and information sys-
tem development (ISD) have become important forces for corporate innovation. 
However, the existing literature does not clearly explain how to improve the 
team’s follow ability through ISD and what leadership styles can be effective 
Stimulate the active follow of ISD team members. In order to make up for this 
theoretical gap, this paper chooses entrepreneurial leadership as the potential an-
tecedent, constructs a model of the relationship between entrepreneurial leader-
ship and active followership, and conducts empirical tests on related variables. 
The results show that entrepreneurial leadership will enhance employees’ active 
following through relationship identification force. This research provides a cer-
tain reference for the current entrepreneurial leadership's leadership management 
style. 
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1 Introduction 

At present, due to the continuous development of information technologies such as the 
Internet of Things, cloud computing, big data, and artificial intelligence, intelligence in 
the engineering field has gradually become a hot topic. The innovation of engineering 
construction management ideas, the continuous exploration and practice of new tech-
nologies and new models have gradually made the application of big data to drive en-
gineering management to achieve intelligence and intelligence has gradually become a 
new consensus. In this context, how entrepreneurial leaders can play a leading role, 
integrate leadership with emerging information technology, and drive the information 
transformation of the team, is a very important and realistic problem at present (Renko, 
Tarabishy, Carsrud, et al, 2015). This study takes employees of various industries and 
companies as the survey objects. Through the survey of employees, it explores how 
entrepreneurial leaders can influence the active follow-up of employees through rela-
tionship recognition. Relational identification is universal and extremely important in 
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society. Because when leaders and employees disagree, it will inevitably lead to dis-
harmony within the entire enterprise, which in turn leads to a reduction in corporate 
profits; on the contrary, mutual recognition between leaders and employees will inevi-
tably enhance the overall cohesion and unity of the company, which is intuitively re-
flected in corporate profits. Based on the unique leadership style and behavioral con-
cepts of entrepreneurial leaders, entrepreneurial leaders can influence the enthusiasm 
of employees to a large extent, and thus affect their active follow-up. But how does it 
affect? Is it related to employees’ sense of identity in the relationship between leaders 
and employees? What is the effect? Related research is not yet clear. This research will 
focus on this question: that is, under the mediating effect of relationship identification 
variables, entrepreneurial leadership has an impact on employees' ability to follow ac-
tively. As a manager of an enterprise, a leader recognized by employees has a strong 
appeal, and the work efficiency of the enterprise will increase. However, the existing 
research results have little to do with this aspect. Research on the mediating role of 
relationship identity is weak. This research studies the impact of entrepreneurial lead-
ership on employees’ positive follow-up, hoping to provide a reference for the manage-
ment model of entrepreneurial leadership and the mutual promotion between leaders 
and employees. 

2 Literature review and theoretical assumptions 

2.1 Entrepreneurial leadership on the impact of positive follow-up. 

Entrepreneurial leadership is an interdisciplinary research field between leadership and 
entrepreneurship, and a new research field integrating entrepreneurship, leadership and 
organizational behavior. From the perspective of modern management research, the 
traditional research on leadership focuses on the leadership behavior produced by lead-
ership, but now it is more inclined to the effect produced by leadership behavior, that 
is, the following power of employees (Lockwood, Jordan, Kunda, 2002). Many studies 
have shown that the ultimate goal of leaders' leadership behavior is to make employees 
produce follow-up behavior, so as to maximize the enthusiasm and potential of em-
ployees and achieve organizational goals (Freeman, Siegfried Jr, 2015). Gupta and 
other scholars (2004) defined entrepreneurial leadership as "encouraging subordinates 
to devote themselves to discovering and creating strategic value by actively creating 
vision, and mobilizing and winning the support of subordinates". It is emphasized that 
entrepreneurial leaders should pay attention to whether employees' psychology recog-
nizes enterprise activities and whether they are willing to follow the leaders to achieve 
their goals. In order to complete tasks and create performance, entrepreneurial leaders 
tend to exert their own characteristics, such as affinity and self-confidence, and instill 
their own ideas into employees gradually. Guide employees to resonate with leaders in 
values and emotions, and then express and plan goals clearly and strategically, and lead 
subordinates to implement them together, so as to gain admiration and support from 
subordinates (Guo, Gao, Li, 2019) ; on the other hand, appropriate combination of kind-
ness and power, and the use of incentives, encourage others to work hard, stimulate the 
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potential and self-motivation of subordinates, Help them make better use of their po-
tential to gain a sense of accomplishment, so as to gain the support of their subordinates 
and stimulate their follow-up ability. 

The research on entrepreneurial leadership from the perspective of traits starts from 
the leader itself, and studies the traits of entrepreneurs who have both entrepreneurial 
and leader status, such as stress resistance, determination, reform, risk-taking, and risk-
taking. The definition of entrepreneurial leadership from the perspective of process gets 
rid of the unilateral deficiencies confined to leaders. Starting from the interaction pro-
cess between leaders and followers in organizing entrepreneurial activities, it embodies 
the leadership process of entrepreneurial leaders to achieve successful entrepreneur-
ship, emphasizing opportunities The core feature of identification and development 
highlights the uniqueness of entrepreneurial leadership acting on both the organiza-
tional and personal levels. In fact, the summary of entrepreneurial leadership concepts 
from the two perspectives has their respective focuses and shortcomings. In the process 
of studying entrepreneurial leadership. In this process, we can neither ignore the char-
acteristics of entrepreneurial leaders in the leadership process, but also need to pay at-
tention to the process of their role in entrepreneurial activities. Therefore, combined 
with the above-mentioned research on entrepreneurial leadership, this article tends to 
recognize Gupta's definition and believes that entrepreneurial leadership has tasks in 
corporate organizational planning, decision-making implementation, and mobilization 
of employees. In order to accomplish these tasks, the leader must outline the blueprint 
of the organization and obtain employee recognition, set his own active role in the com-
pany's entrepreneurial process to mobilize subordinates to devote themselves to the 
company's entrepreneurship, and achieve the organization's entrepreneurial goals. This 
paper defines entrepreneurial leadership as leadership behavior based on the entrepre-
neurial perspective. It can be defined as: Leaders build a constructive vision based on 
their own unique insight into market changes, gain followers’ recognition of this vision 
through successful entrepreneurial behavior and the spirit of daring to take risks, and 
then create a positive organizational entrepreneurship Atmosphere, and use successful 
entrepreneurial activities to enhance the competitiveness of the organization, to deal 
with the uncertain environment, and ultimately to achieve the leadership behavior of 
the organization’s sustainable development (Li, Dong, 2014). 

Under the influence of leadership, followers actively respond to the leader's call by 
using their own enterprising spirit, cognition, execution skills, relationship skills and 
upward influence, and spontaneously follow the leader under the constraint of common 
goals (Cao, Xu, 2013), which integrates the performance of attitude, ability, behavior 
and interpersonal relationship. It meets the basic elements and practical needs of creat-
ing leadership effectiveness, and produces a strong positive effect, which can effec-
tively promote organizational development (Lin, Yi, 2021). In daily management ac-
tivities, leaders can influence subordinates' trust in themselves and commitment to the 
organization, and build the same goals and emotional similarities to influence subordi-
nates' behavior (Li, Yi, Yin, 2020). When this similarity resonates in employees' minds, 
it can promote the formation of consistent matching between them, thus stimulating 
employees' active learning, effective communication, efficient execution and other fol-
low-up behaviors, thus generating follow-up force (Yan, Jia, Luo, 2017). According to 
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the theory of follow-up, when subordinates realize that they are full of behavioral en-
ergy, they will stimulate their internal work motivation and promote the generation of 
follow-up behavior (Ke, Ding, 2020). Accordingly, this paper holds that there is a cer-
tain correlation between employees' positive following ability and entrepreneurial lead-
ership. In this paper, the following assumptions are proposed:  

H1 Entrepreneurial leadership has a significant positive impact on employees' posi-
tive follow-up.  

2.2 Relationship identity in the entrepreneurial leadership and the role of 
positive follow-up. 

The process of relationship identification emphasizes the interaction between the two 
parties, including the process of initial identification, action feedback, re-identification 
and formation of specific description (Huang, Liu, Liu, 2017). When a subordinate con-
tacts a leader, he will first have a relationship with the leader, make a preliminary de-
termination on the enterprise and the way of the leader, and give feedback on the man-
agement style and style of the leader during his work. Gradually compare with their 
own values, etc., and generate new cognition again. Finally, they are merged with the 
leader's values, and the body integrates the identification into the whole identification 
narrative (Wang, Liu, 2018). In this process, leaders will build interpersonal relation-
ships, actively interact with employees, and skillfully create images in employees' 
minds by means of demeanor and actions, so as to better form good communication. 
Thereby generating recognition (Mcenany, Strutton, 2015). Relationship focuses on in-
terpersonal identity, that is, the degree to which an individual defines or describes his 
own characteristics through the relationship with a specific interpersonal role. 

When leaders lead subordinates' activities, they involve a process of relationship 
construction. This mainly shows the process that both leaders and followers strive to 
create, display and maintain specific role identity and relationship identity (Zhu, Wang, 
Li, 2015). When leaders and subordinates have a working relationship, the frequency 
of interaction increases accordingly. According to the theory of social identity, if the 
leader and follower's recognition of the relationship between the two parties will be 
continuously strengthened, that is, when the follower's recognition of the leader's be-
havior and emotion is higher, they will pay more attention to the development of the 
relationship with the leader, and will be more willing to participate in the behavior ex-
pected by the leader, so that the leader can gain the recognition and follow of the mem-
bers to a greater extent. When leaders can gain more recognition from employees, it 
can encourage employees to incorporate the relationship between themselves and lead-
ers into the formation of self-concept (Chaleff, 1997). That is to say, leadership can 
improve employees' relationship recognition of leadership. When employees' recogni-
tion of the relationship between leaders increases, the recognition will stimulate em-
ployees' tendency to regard the interests of leaders as their own. Thereby generating the 
motivation to accomplish the goals and tasks related to leadership. At this point, em-
ployees will not only complete their duties, but also engage in other positive behaviors 
beneficial to leaders, such as better understanding and supporting leaders' decisions. 

330             J. Lv and Y. Ni



 

After the relationship is formed, employees' cognition of leadership and their self-con-
cept are integrated. Will the leader's code of conduct, values, etc. into the heart, accept 
the leadership's altruistic ideas, but also strengthened the employees' active follow-up 
behavior to the leader. 

The effective exertion of leadership requires the interaction between leaders and em-
ployees. When employees or leaders and other enterprise group members give positive 
comments on the personal and role identities of other group members, it shows that 
there is relationship identification between employees and leaders. When employees 
identify with their enterprises or leaders, they can enhance their trust and loyalty to 
leaders. So as to enhance employees' positive follow-up to leaders. Therefore, relation-
ship identity can play an intermediary role between entrepreneurial leadership and em-
ployees' active follow-up. In this regard, this paper puts forward the following assump-
tions:  

H2 Entrepreneurial leadership has a positive impact on relationship identity.  
H3 Relationship identity has a positive impact on positive follow-up.  
H4 Entrepreneurial leadership and relationship identity have a positive impact on 

positive follow-up. 

3 Research 

3.1 Sample description statistics. 

This study investigates entrepreneurial leadership, following ability and relationship 
identity, which includes two parts: personal situation and questionnaire. The question-
naire was distributed to employees in various industries, and 392 questionnaires were 
collected and 392 were valid. In the descriptive statistics of the survey samples, the 
respondents accounted for 41.8% of men and 58.2% of women, and the ratio of men 
and women was relatively balanced, and the data collection was relatively scientific. In 
terms of age distribution, the overall age distribution of respondents is younger, as 
shown in Table 1. 

3.2 Analysis of reliability and validity. 

SPSS software was used to analyze the reliability of statistical data, and Alpha reliabil-
ity coefficient method was adopted. In this study, the reliability coefficient of the total 
scale is 0.857, which is higher than 0.8, and the reliability coefficient of entrepreneurial 
leadership in subscale is 0.884, which is higher than 0.8, and the reliability of entrepre-
neurial leadership subscale is higher. The reliability coefficients of the subscale of re-
lationship identity and following power are 0.631 and 0.696, respectively, both of 
which are greater than 0.6. The questionnaire is reliable. 

This paper still uses SPSS software to analyze the validity of the scale. In the validity 
analysis of the scale, the KMO value of Entrepreneurial Leadership Scale is 0.871, the 
KMO value of Follow Strength Scale is 0.897, and the KMO value of Relationship 
Identity Scale is 0.871, all of which are higher than 0.8. The scale is meaningful and 
suitable for factor analysis. The Sig of the three variables are all 0, which is less than 
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0.05. Independent variables can effectively predict the difference of dependent varia-
bles. 

3.3 Data analysis and hypothesis testing. 

Correlation analysis. 
From the above analysis, it can be seen that the correlations among entrepreneurial 

leadership, positive follow-up and relationship identity have good reliability and valid-
ity. In order to further understand the correlation between variables, this paper makes a 
correlation analysis among transformational leadership, employees' innovative behav-
ior and organizational innovation atmosphere, and the statistics are shown in Table 2.  

Regression analysis. 
Under the condition of adding control variables, entrepreneurial leadership, employ-

ees' positive follow-up ability and relationship identity are put into different regression 
models for analysis. The correlation coefficient between entrepreneurial leadership and 
employees' positive following ability is 0.738, and P is 0. There is a significant rela-
tionship between entrepreneurial leadership and employees' positive following ability. 
R2 in M1 model is greater than 0.1, △F is equal to 0. There is a strong regression 
relationship between entrepreneurial leadership and employees' positive following abil-
ity, which supports hypothesis H1. By analogy, entrepreneurial leadership has a signif-
icant positive impact on employees' positive following ability. There is a significant 
relationship between them. R2 of M2 model is greater than 0.1, △F is equal to 0, and 
the regression relationship between entrepreneurial leadership and relationship identity 
is strong, which supports hypothesis H2. Entrepreneurial leadership has a positive im-
pact on relationship identity. The correlation coefficient between entrepreneurial lead-
ership and relationship identity on employees' positive following ability is 0.777, which 
is higher than that between entrepreneurial leadership and employees' positive follow-
ing ability, which is 0.738. Therefore, there is no obvious correlation between entrepre-
neurial leadership and relationship identity on employees' positive following ability, 
but R2 of M4 model is greater than 0 and △ f is equal to 0. There is a regression 
relationship between entrepreneurial leadership and follow-up, as shown in table 3. 

Table 1. Statistical of sample description 

clas-
sify option fre-

quency 
percent-

age classify option fre-
quency 

percent-
age 

gen-
der 

man 164 41.8% degree 
of edu-
cation 

College and be-
low 119 30.4% 

Undergraduate 
course 236 60.2% 

woman 228 58.2% 
master 30 7.7% 

Doctoral degree 
and above 7 1.8% 

age 
25 years old 
and under 74 18.9% work-

ing life 
2 year and below 161 41.1% 

26-35years 188 48% 2-5years 103 26.3% 
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old 
35-45years 

old 98 25% 5-10years 65 16.6% 

over 46 
years old 32 8.2% over 10 years 63 16.1% 

Table 2. Correlation analysis table 

 Entrepreneurial lead-
ership 

Active following 
power 

Relationship identifi-
cation 

Entrepreneurial lead-
ership 

1 0.718** 0.398** 

 0.000 0.000 

Active following 
power 

0.718** 1 0.182** 

0.000  0.000 

Relationship identifi-
cation 

0.398** 0.182** 1 

0.000 0.000  

** There was a signification correlation at 0. Level (bilateral) 

Table 3. Regression analysis results table 

Model M1 M2 M3 M4 

variable Active following 
power 

Relationship 
identification 

Active following 
power 

Active following 
power 

Entrepreneurial 
leadership 0.738*** 0.361***  0.777*** 

Relationship 
identification   0.176***  

R2 0.533 0.199 0.055 0.543 

ΔR2 0.525 0.184 0.038 0.533 

ΔF 0.000 0.000 0.003 0.000 

***means P<0.001, **means P<0.01and *means P<0.05. 

4 Conclusion 

4.1 Entrepreneurial leadership has a significant positive impact on employees' 
positive follow-up. 

Entrepreneurial leadership has an impact on employees' positive follow-up, which is 
positively related and positive. The stronger the entrepreneurial leadership characteris-
tics, the higher the employees' positive following ability. Entrepreneurial leadership has 
a direct impact on employees' positive following ability, without the role of intermedi-
ary variables, and has a complete impact on employees' positive following ability. The 
results of this study suggest that the more obvious the characteristics of entrepreneurial 
leadership, the more obvious the charisma and position power of leaders are, and the 
greater the impact on employees, the more conducive to the issuance and implementa-
tion of leadership policies, and the strict implementation of employees' arrangements 
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and plans for leadership, which will improve the internal work efficiency and perfor-
mance of enterprises. 

4.2 Entrepreneurial leadership has a significant positive impact on 
relationship identity. 

Identity constitutes a causal relationship between entrepreneurial leaders and employ-
ees. Entrepreneurial leaders agree with employees, and only when creating organiza-
tional vision, formulating strategies and implementing policies will they consider the 
internship of the policy, which will have an impact on employees' feelings, thoughts 
and vital interests. The feasibility and success rate of the policies formulated in this way 
will be greatly improved. Moreover, entrepreneurial leaders are decisive, thoughtful, 
good at decision-making and organizing activities, and draw blueprints for enterprises. 
Therefore, entrepreneurial leaders show stronger personal charm and position authority, 
and employees have higher recognition for entrepreneurial leaders in their daily work. 
Entrepreneurial leadership has a positive impact on relationship identity. 

4.3 Relationship identity has a positive impact on employees' positive follow-
up. 

This study suggests that relationship identity will have a positive impact on employees' 
positive follow-up. Employees' recognition of entrepreneurial leaders will enable em-
ployees to have strong recognition of the organizational vision created by leaders. Em-
ployees are willing to work together with leaders to achieve the blueprint outlined by 
leaders, which is conducive to forming a unified goal within the company. Then it is 
conducive to the achievement of the overall goal of the company, which is the embod-
iment of active follow-up behavior. Entrepreneurial leaders are bold and innovative in 
their work process, are good at decision-making, and are recognized and acquiesced by 
their employees under the action of relationship identity. They are conducive to the 
building of internal corporate culture, and on the other hand, they are conducive to the 
establishment of leadership authority in the minds of employees. 
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