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Abstract. Due to the role corporations play in modern world, they are becoming an

interesting area for theoretical considerations and a research object. The subject
of the paper is intrapreneurship, which is a form of corporate entrepreneurship
that refers to the individual behaviour of corporate employees. The main goal of
the research was to analyse and evaluate the entrepreneurial potential of corporate
employees and the working climate that affect significantly the development of
intrapreneurship. The article is based on the author’s research, which was
conducted by means of a survey among 320 employees and 60 executives at
different levels taken on in 41 different types of corporations conducting business
activity in Poland. By entering the research, it was assumed that the corporation
was entrepreneurial if it employs entrepreneurial employees, and its working
climate is conducive to undertaking entrepreneurial initiatives. The research
showed the importance of the work climate for the development of
intrapreneurship, which can be considered a dimension supporting the
development of corporate entrepreneurship. It was also featured that not those
employees who had intrapreneur potential were more involved in risky ventures,
but those who felt that the company supported their actions.
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1. INTRODUCTION

Big corporations are very important, and their influence on shaping global economic life in the past
and now is significant (Kowalska, 2013; 2019). Transnational corporations, which have the characteristics
of national economies, play a special role as they are indicated as key actors in the globalization process (the
foundation of the world economy), which create economic reality, set trends, contribute to the
dissemination of new technologies, drive economic growth and development (Pirhadi & Feyzbakhsh, 2021;
Luo et al., 2019).

Entrepreneurship is perceived as a very important (even fundamental) factor for the development of
various sizes of enterprises as a chance for higher efficiency and a better position in the market (Huarng &
Yu, 2021; Smékalova et al., 2014). It is a key resource, a setious asset in the fight against competition even in
very difficult environmental conditions. Each enterprise, regardless of size, which wants to meet various
challenges, should have a way of behaving in a competitive environment "steeped in entrepreneurial spirit"
(Piecuch, 2018; Gonzalez-Lopez et al., 2021). This also applies to corporations which are usually very large,
extensive enterprises where it is very difficult to provide working atmosphere that supports entrepreneurial
behaviour (Chen et al., 2020; Belas et al., 2020). The paper draws attention to the importance of executive
employees' predispositions and work climate in the development of intrapreneurship, which is a type of
corporate entreprencurship related to the individual level, to entrepreneurial behaviour implemented by
executive employees. Corporate entrepreneurship is introduced at the organizational level by corporate
management.

Corporate entrepreneurship and intrapreneurship are relatively new, insufficiently understood research
areas, still developing and creating new, interesting, worth theoretical analysis and empirical research threads.
The current research on corporate entrepreneurship largely focuses on the organizational level, which is
much better recognized. They most often refer to the issues of top-down implementation of innovative
projects (Badiou, Segarna-Cipres & Escarig-Tena, 2020). They are mainly quantitative and they refer, for
example, to the entrepreneurial orientation of corporations (many of them analyse the impact of
entrepreneurship on enterprise performance, efficiency, innovation, competitiveness, etc. - see: Rauch,
Wiklund, Lumpkin & Frese, 2009; Woéjcik-Karpacz, 2016; Belas et al., 2018). Bratnicki, Kulikowska-Pawlak,
2011; Dyduch, 2008), to the intensity of entreprencurship (see: Morris & Sexton, 1996; Erasmus &
Schepeers, 2008; Anor Salim, Maidin, Mhd Sarif & Zainudin, 2019; Dyduch, 2008). Although it is generally
recognized that employees are a key resource for enterprises, the literature relating to the development of
entrepreneurship at the individual level is very fragmented and there are no measuring instruments. Much
less research concerns the intra-community potential of executive employers. This level is underestimated
and often even overlooked (De Jong & Wennekers, 2008; Kuratko, Montagno & Hornsby, 1990; Antoncic
& Hisrich, 2003; Badiou, Segarna-Cipres & Escarig-Tena, 2020; Gawke, Gorgievski & Bakker, 2019; Sharma
& Chrisman, 1999; Blanka, 2019). In the literature on the subject, no research was found that would combine
the individual and organizational level in the dimension proposed by the authors of the paper, which would
refer to the mutual interaction between these areas. This was pointed out by, for example, P. Sharma and J.
J. Chrisman, who believed that the individual (personal) level of corporate entrepreneurship was
undervalued even neglected in the literature (Sharma, Chrisman, 1999). This means that there is a specific
research gap that was revealed and that tried to be completed in the following areas by a critical analysis of
the literature on the subject and completed studies in the field of: (1) entrepreneurial predispositions of
corporate employees; (2) work climate created by corporate management and felt by employees, which is
the result of management's attitude to entrepreneutial initiatives of its subordinates; (3) the impact of the
above aspects on the development of corporate entrepreneurship.
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The subject of the study, theoretical considerations and conducted research is intraprenecurship
(understood as entrepreneurial activities carried out by corporate employees - individual level) as well as
corporate entrepreneurship (referring to corporate management - organizational level). The research was
based on a survey among 41 corporations running business in Poland. As part of them, 320 executive
employees and 60 executives of various levels were surveyed. The research covered two related areas: (1)
analysis of the entrepreneurial potential of corporate employees; (2) assessment of the working climate in
terms of the possibilities for corporate employees to take entrepreneurial actions; this was done based on
the opinions of both employees and managers, who mutually contribute to creating and maintaining the
work climate (a questionnaire and interviews were used for this purpose, thanks to which information was
obtained from 320 employees and 60 managers of various levels).

The article contributes to the understanding of the combination of the above-mentioned aspects, is
important at an individual level, and in the development of intrapreneur behaviour of corporate employees.
Critical analysis of the literature on the subject related to the examined aspects and the conclusions resulting
from the research (answers to the formulated research questions), recommendations, and suggestions for
further research, are the detailed subject of the considerations.

2. LITERATURE REVIEW

Corporations are difficult work environment for the people employed in them, but also in terms of
opportunities to develop entrepreneurship in them. On the one hand, creativity is required from employees,
on the other one - their behaviour is never completely free, independent, they need to be associated with
certain restrictions as they are implemented in the structures of a large enterprise (see. i.e. Basinska &
Rozkwitalska, 2020; Prexl, 2019; Miller-Stevens et al., 2018). The activity of an entrepreneurial employee in
a corporation is, therefore, a constant balance between creativity and the need to follow rules; between
entrepreneurship and an idea of limited autonomy. On the basis of these doubts, the concepts of corporate
entrepreneurship and intrapreneurship were born (Peterson & Berger, 1971). Both aim to develop
entrepreneurial behaviour in corporations. Initially, these terms were used interchangeably, and with time
significant differences started being pointed out. Today, corporate entrepreneurship - generally speaking -
is related to the organizational level of a corporation, to entrepreneurial behaviour implemented by
management at various levels (Kuratko et al., 1990; Orlova & Ovander, 2019; Pinchot, 1985; 1987; Pinchot
& Pinchot, 2016). It can be defined as a process thanks to which large enterprises aim to promote
entrepreneurship among managers and other employees (Barrow, 1993). It is a process where corporations
engage in diversifying their activities through internal development; that requires a combination of resources
to expand existing activities in those areas that create new opportunities (Burgelman, 1983). It may consist
in creating an internal environment conducive to undertaking entrepreneurial activities within the already
existing corporation (Morris, Kuratko & Covin, 2008). It contributes to the improvement of existing
organizations by rationalizing activities, changing the organizational structure and management method
(Wiatrak, 2008). In contrast, intrapreneurship is entrepreneurship implemented at the individual level by
executive employees. It draws attention to "...ways of stimulating creativity and emotions among employees
that are associated with entreprenecurship within the enterprise while providing more resources and less risk"
(Corbett, 2019). It is a specific type of corporate entrepreneurship.

Intraprepreneurship is historically the oldest term used to describe entrepreneurial behaviour taken in
extended enterprises (Parker, 2011). This phenomenon refers to the practices already taken in the 1940s to
develop creative teams in large corporations responsible for introducing innovations and increasing the
attractiveness of new products. Task teams working on introducing innovations and improving products
and implemented processes were created from among the people employed in the corporation. Their role
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boiled down to making the offered products more attractive and, consequently, to improve the position of
the corporation in the market compared to competitors (Caraland & Caraland, 2007; Anu, 2007; Matusiak,
2011, Aina & Solikin, 2020). People who form creative teams are intrapreneurs whose "discovery" - as G.
Pinchot emphasized - filled the missing link of entrepreneurial activities implemented in large enterprises
(Pinchot, 1987). The development of entreprencurship in corporations depends mainly on them (with
considerable participation of the management).

According to Pinchot and Pinchot (2016), intrapreneurship is a peculiar style of action (opposed to the
bureaucratic style), which is characterized by dynamism, flexibility, and orientation towards implementing
innovations. It is a set of good business practices that gives employees with an entrepreneurial personality
an opportunity to quickly implement innovations in large enterprises (Cadar & Badulescu, 2015; Azami,
2013). This is the first link (the lowest level) of corporate entrepreneurship (Piecuch, 2018). It includes
bottom-up initiatives of employees influencing the entrepreneurial orientation of the entire corporation
(Nessen, Caniels & de Jong, 2019). It means doing new things, going beyond traditional methods, looking
for previously unknown possibilities of action. It is a process where active (often even aggressive, rebellious)
units within a large enterprise implement innovative undertakings contributing to strategic renewal (Gawke,
Gorgievski & Bakker, 2019). As a consequence, it means encouraging them to implement new ideas, which
directly translates into the number of generated and innovative solutions implemented in corporations
(Brigi¢ & Alibegovié, 2019).

Therefore, the potential of employees, being the "first link" of corporate entrepreneurship, is necessary
for the development of entrepreneurship in a corporation. The basic resource, the main "actors" of the
process are entrepreneurial corporation employees - intrapreneurs - people who are very active, full of
passion and commitment, not afraid of taking unconventional, even very risky actions (Cieslik, 2014), which
are the engine of growth and development of the corporation (Bosma, Stam & Wennekers, 2011). These
are internal entrepreneurs operating at the individual level, who, thanks to the conditions created by the
corporate entrepreneurs operating at the organizational level (Blanka, 2019), create innovative solutions
(Piecuch, 2018). Their positive attitude to reality, to emerging problems affect individual, team and,
consequently, entire corporations.

Work climate, in which the creative potential of employees has a chance to be revealed and fully
develop, plays an important role while taking up the risk of engaging in the implementation of innovative
projects by employees. It includes, among others: a sense of autonomy, support from management and
workmates, as well as confidence in undertaken activities. "Such the climate reflects the interaction between
the organizational situation, group members and culture. It shows the unique individual insights of
organizational reality, while individual consciousness is verified. That is why the climate should be the focal
point of the description of the organization as a system of meanings and symbolic action” (Nawrat, 2013).

Climate is the dimension that employees "feel" (although the employee is not only a "recipient” but
also a "co-creator" of the climate - Nawrat, 2013), and this petception is manifested in specific attitudes,
behaviours, expressed and felt emotions. It can be identified (also measured) based on the perception of
employees (revealed in their subjective feelings) about the working conditions prevailing in the company,
and the relations between supervisors and employees (Piecuch, 2018). An atmosphere conducive to
entrepreneurship means climate of creative anxiety, where striving for improvement, intolerance to
mediocrity, but also forbearance and tolerance of mistakes and risk should be important values. In such
conditions employees do not think about how to solve a given problem, but rather how to do it in an
unusual, innovative way. It is the climate of innovation (climate of creativity - see: Nawrat, 2013) - employees
are expected to be creative and original in finding new and better ways of doing work. It is possible to
achieve thanks to the right approach to employees, the use of leadership styles focused on people,
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cooperation and collaboration. The climate of innovation allows taking risks, experimenting, questioning of
the existing ways of solving problems.

Employees will not get involved and take risks in enterprises where "...there is a tendency to intensified
resistance against everything new, usually expressed in the generation of false assessments, gossip, accent
and exaggeration of the flaws and imperfections of the proposed solutions, silence of advantages or hostility
in relation to people who propose "new rules of the game" usually requiring more effort and break with
existing habits "(Jasifiski, 2004). Therefore, an atmosphere of trust, focused on cooperation and creating
partner relationships, is of great importance. It is characterized by curiosity, mutual sympathy, a sense of
group community, support, striving to develop and improve ideas presented by others. It gives a sense of
security as employees know that their failures will not be criticized, they do not have to fear penalties or lose
their jobs in the event of failure. Thanks to this, it is possible to obtain creative energy, commitment, high
productivity and efficiency of people participating in the work of the group. High-quality relationships
between people, positive moods at work, support from colleagues, internal management policy towards
employees steeped in the spirit of entrepreneurship, focused on subjective entrepreneurship affect greater
involvement in entrepreneurial activities - resulting in the implementation of innovative solutions (He &
Hui, 2020; Tseng & T'seng 2019).

3. METHODOLOGY

In order to discover the real situation of the corporations in terms of the possibilities of
intrapreneurship development in them, empirical research was carried out using the survey technique, which
applied a standardized and categorized questionnaire as a research tool. It contained questions about the
intrapreneurial potential of corporate employees and the working climate. In case of the intrapreneurial
potential of corporate employees, for this purpose a test developed by Pinchot (1985) was used. The
intrapreneurial potential has been possessed in the case of a person who answered more than 50% of the
questions in the affirmative way. The more the number of affirmative answers approaches the maximum,
the greater, the intrapreneurial potential inherent in a given employee (Pinchot, 1985). In case of the working
climate in the scope of the possibility for corporate employees to undertake entreprenecurial activities, a
proprietary set of formulas was used, describing, among others, the management approach to employee
entrepreneurial initiatives, risk taking, experimentation, etc.

Interviews conducted only with corporate employees in managerial positions were the supportive
method used in the research. 10 individual interviews based on questionnaires were carried out, although
additional questions were also asked. They allowed learning about the specifics of work in corporations,
their relationships, also the terminology used, specific markings, abbreviations, etc. Thanks to this, it was
possible to supplement the knowledge of the research implementer on interesting issues. This contributed
to a better understanding of the phenomenon, the complexity of conditions (including connections,
relationships, interactions) taking place in corporations and affecting the development of entrepreneurship
in them (or limiting its development). These conversations were directed, although their course depended
to a large extent on the respondent and included a large margin of freedom. The nature and duration of
them depended on the personality of managers, the resources of their knowledge, because they often

deepened the topics discussed themselves, "

...saturated them with contexts resulting from their previous
professional expetience" (Moroz, 2013), which had a very positive impact on the number and quality of
information obtained.

Due to the fact that the examined aspects are of a qualitative nature and that the group was not very
numerous, the hypotheses were abandoned in favour of research questions. The desire to verify (or falsify)

hypotheses in this case could raise problems and doubts. The answers to research questions (similarly to the
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verification of hypotheses) allow performing research task, and achieving research objectives (Moroz, 2013;
Ciesielski, 2011). For the purposes of the research, the following research questions were formulated: Do
employees taken on in corporations have entreprenenrial potential? Is the corporate climate conducive to entreprenenrial
bebavionr?

Within the research, it was assumed that the entrepreneurial corporation employs intraprencurial
employees, and the prevailing climate work favours the implementation of entrepreneurial initiatives.

The research referred to the entreprencurial predisposition of corporate employees and the working
climate, therefore the study covered 320 employees, 60 managers taken on in 41 large enterprises of various
industries operating in Poland. They were selected in a deliberately, but also based on the criterion of
availability and willingness to participate in the research. The author depended on the diversity of the studied
sample. The study covered large and very large enterprises (including executive employees and managers of
various levels), which were selected using a deliberate selection (also guided by the principle of availability).
The study covered commercial enterprises whose representatives expressed their willingness to take part in
the research (in the first place, it was a manager of one of the intermediate management levels, which
depended on the organizational structure of the corporation, who agreed to the research, and then
commissioned a group of his subordinates to complete the surveys). These were the large enterprises
meeting the criterion of size measured by the number of employees (thus employing at least 250 employees),
with separation of ownership from management, with a group of paid non-owner managers actively
involved in management, with at least one intermediate management level.

The analyses were based on numerical statements with using of the ANOVA Kruskal Wallis test and
the Pearson’s Chi? test of independence. The test allow to assess the statistic significance of the differences
between the selected features. The research was carried out at the significance level o = 0.05. For analysis
of relation between variables, the Spearman's rank correlation was applied to check for the occuttrence of
statistical significance (p<<0.05). In the analysis approve, when p<t0.05 - statistical significance; p <0.01 -
high statistical significance; p < 0.001 - very high statistical significance.

Due to the size of the research sample, the conducted research is not representative, therefore the

formulated conclusions cannot be generalized to all corporations - they refer only to the surveyed entities.

4. EMPIRICAL RESULTS

When characterizing the surveyed corporations, taking into account their dominant features, it can be
concluded that most of them were production enterprises operating on the basis of functional structure,
with a long period of functioning in the market - over 21 years, with an international range of activity. The
entrepreneurial potential of 320 employees was analysed in the corporations. They also evaluated the work
atmosphere. Most of them were young men, with higher education, with short work experience - up to 5
years. The surveyed employees of the corporation represented a total of 82 different professions (in the
version in which the respondents gave it, without grouping them into categories; the answers to this question
were very dispersed, which is, however, specific for open-ended questions), most often they were: customer
advisor, manual worker, fitter, constructor, logistics, mechanic, electrician, lab technician, operator of
various types of machines, locksmith and many others. The surveyed managers are mostly men aged 31-40
with higher education.

4.1. Potential of entrepreneurship

Based on the research, it can be concluded that in the studied group of 320 employees of the
corporation, the low (36%) and medium (32%) potential of intrapreneurship predominated. Relatively many
of them (21%) could not be assessed as entrepreneurial, and only 11% were real intrapreneurs - people with
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high entrepreneurial potential. By analysing in detail the responses, it can be stated that the greatest support
(80% and more responses) was obtained by three statements related to the assessment of entrepreneurial
potential (table 1).

Table 1
Respondents' assessment of entrepreneurship’s potential
Yes

The content of the question (%)
Do you have (do you use) a network of relationships with colleagues that you can always count on? 89
Are you annoyed by people trying to incompetently use elements of your idea? 81
Can you imagine the specific steps to take as you consider ways to make your idea come true? 81
Are you excited about your work? 68
Can you keep your ideas secret and refrain from sharing them until you can test them and make an 66
implementation plan?
Are you considering the possibility of giving up your natural perfectionism, making you do everything 63
yourself and sharing the responsibility for implementation with your team?
Have you been going through difficult times when the project you were working on seemed impossible? 63
Do you think about new business ideas also outside of work, e.g. driving to work, relaxing? 59
Do you risk trouble from time to time by doing things that exceed your assigned competencies? 54
Would you be willing to forgot a portion of your salary in order to have a chance to implement the idea if 47
the reward, if it were successful, was adequate?
Does your work take as much time (or more) to improve the status quo as it does to fulfill your standard 44

responsibilities?

Source: Own study based on the research.

In their workplaces, the employees of the corporations had and maintained networks of relations with
their colleagues, they could always count on their help and support - this obtained the most, up to 89% of
affirmative answers among all the statements used in the research. This confirms the information contained
in the literature on the subject, where it is emphasized that an intrapreneur cannot (and should not even)

"... no individual, no matter how brilliant it would be, will not lead a

act alone. In the corporation
breakthrough innovation through the entire process - from idea to implementation; innovation must be a
company-wide process, top-down supported by systems, structures, culture that support transformed ideas
and products" (Corbett, 2018).

The employees knew what they were doing, were able to imagine the steps to be taken to implement a
given idea, solve a problem (81% of responses). This is undoubtedly a potential that they could also use in
creative work. Being aware of the essence of the problem, its components, it is easier to make a creative
combination of resources available at a given time to create something better.

The employees reacted negatively to people trying to use elements of their ideas in an incompetent way
(81% of responses). This shows their commitment to what they did, that they cared about what was
happening to their idea, that they were confident in their knowledge by considering (and being able to assess)
the actions of others as inept. This question also indicates the problems often encountered in corporations
with the implementation of projects by their authors. Corporations are huge, complicated, conglomerates
achieving the goals of many diverse stakeholders, which is not necessarily coincident with the interests of
the authors of innovative solutions.

Only two questions included in the questionnaire for the assessment of intrapreneurial potential
obtained fewer than 50% of responses: #he time employees spent on standard duties and creative work and remuneration,
[from which part of the employees would be able to give up, to have a chance to implement the idea. The studies showed that
routine activities required more involvement. Respondents devoted significantly less time to creative work

and this statement received the least support among all the questions (44%). In case of remuneration, from
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which part of the employees would be able to give up, to have a chance to implement the idea, if the prize
in the event of its success would be adequate, most of the respondents would not agree to sacrifice part of
their remuneration in the name of implementing innovative, therefore risky ideas. Only 47% of respondents
agreed for this. This raises the question about the level of wages, which was probably not high, hence the
distribution of answers. Another reason could be the low efficiency of implementing innovative solutions
in the studied corporations, the employees' lack of faith in the positive ending of implemented projects, and
often very large time shifts between the idea and possible gratuities, which may discourage.

By comparing the questions contained in the G. Pinchot test with the data of the record, a number of
very interesting conclusions were obtained. For example, it turned out that a very highly statistically
significant correlation (p<a, p = 0.000096) occurred between whether employees of corporations thought
about on-going projects also outside work, and their age. The studies showed that young people were the
most committed to work, they analysed the ideas they also worked on in their free time, they were completely
involved in what they did. Similarly (though to a slightly lesser extent), this question depended on seniority
(p<a, p = 0.0339). This confirms the information about the specifics of work in corporations. They show
that they prefer to employ young, very creative people, even with shorter work experience, but who are
available and involved (often without restrictions) in the tasks entrusted to them.

The most statistically significant correlations in the questions of the G. Pinchot test relating to the
entrepreneurial potential of corporate employees were revealed in the case of education which had the
impact on whether the employees were excited about their work (p<a, p = 0.01314). They thought about
new business ideas implemented at work outside of it, even in free chat (p<a, p = 0.0025) - this relationship
turned out to be highly statistically significant. The employees were able to imagine specific steps to be taken
when considering different ways of implementing an idea (p<<a,, p = 0.02491), as well as they were even able
to expose themselves to problems in the process of implementing ideas, taking actions that exceeded their
competences, went beyond routine, standard actions (p<a, p = 0.01508). The employees would be willing
to give up part of their remuneration to increase their chances of realizing their idea if the prize in the event
of success would be adequate to the value of the prize (bonus) achieved as a result of implementing their
solution (p<a, p = 0.02181).

The relationships mentioned above were quite interesting because it turned out that employees with
higher education were the most excited about work, then vocational, least with medium. To the question
"Can _you imagine the next steps to be taken while implementing the project?", mote often, employees with higher
education followed by vocational. The least favourable in this aspect are (once again) employees with
secondary education. Studies showed that higher education, therefore (probably) higher knowledge,
facilitated work on the project, such employees were much more substantively prepared for the
implementation of new ideas. On the other hand, vocational education also gives - as it turned out - practical
knowledge relevant to implementing innovative solutions. Analysing the answers to the question about
whether employees think about new business projects also ontside work, it turned out that this relationship increased
with a growth of education. Therefore - the higher the education of employees - the more often they thought
about implemented projects also in their free time, although the difference between vocational and
secondary education turned out to be small.

4.2. Climate of work

The analysis and assessment of the working climate in the analysed corporations were other important
stages of the research. An original set of 12 formulations was used for this purpose. The reliability coefficient
of the Cronbach’s Alfa coefficient measurement calculated for the questionnaire reached a high level (0.87),

which indicates that the respondents’ answers were consistent and logical, and the questions used were well
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selected. The positions of the respondents relating to the expressions used to assess the working climate are
included in table 2. The respondents best (80% of affirmative answers) rated the relationships prevailing in
their teams, both among employees as well as between employees and management. This probably resulted
in the fact that they felt good and safe at their workplace (77% of affirmative answers). They also claimed
that the ideas they proposed were supported by superiors (71%), who encouraged them to be creative, active
and to formulate new solutions (70%), and as a consequence employees were not afraid of negative
evaluation or critical comments from management (70%).

Table 2
Respondents' assessment of work climate in corporations
The content of the question Yes (%) | No (%)
Employees feel good and safe in the company. 77 23
Ideas proposed by employees are supported by management. 71 29
Supervisors encourage employees to formulate their own ideas. 70 30
Employees are not afraid to present their ideas, they are not afraid of negative evaluation. 70 30
Employees are praised and rewarded for new ideas (for creativity). 46 54
Employees are punished for mistakes and wrong solutions. 45 55
Employees are not afraid to take risks. 64 36
Employees who have ideas and want to implement them are free to implement them. 58 42
Creative employees are supported in the enterprise. 67 33
Employees are satisfied with contacts with colleagues and management. 80 20
The management ensures friendly relations among employees. 75 25
The interested employees are trained to look for unconventional solutions. 56 44

Source: Own study based on the research.

The respondents’ answers to two questions turned out to be interesting and controversial - one
concerned punishment for mistakes (45% of affirmative answers), the other - praising and rewarding
employees for their work progress, and creativity (46%). It turns out that in the corporations surveyed, they
were rarely punished for mistakes, but on the other hand they were not praised and rewarded for good
results. In the literature, punishment for mistakes is considered one of the most important barriers
preventing the development of intrapreneurship (Eesley & Longenecker, 2000). It kills any activity and
commitment now and in the future. On the other hand, the lack of penalties is not enough - it should be
supported by appropriate motivation, and one of its types is positive support, rewarding and praising for
work progress. This, however, was lacking in the corporations surveyed.

For more accurate analysis of the statements used to assess the entrepreneurial working climate, the
Spearman's rank correlation was applied to check for the occurtence of statistically significant relationships
between them (for p<0.05). The analysis shows that the vast majority of correlations were statistically
significant. Most often these were average correlations, ranging from 0.3 to 0.5. Considering the strongest
(with a compound strength of 0.5 to 0.7), it can be stated that the better relations management creates
among employees, the more they are satisfied with contacts with their colleagues. Similarly, the more
managers encourage their subordinates to formulate new ideas, the more they are then supported by
management (e.g. in the process of their implementation). The relationship was also in the case of the more
employees felt good and safe in their company, the more willing they were to take risks. Similarly, the more
managers encourage their subordinates to formulate their own ideas, the more employees are not afraid to

present new ideas, are not afraid of negative assessment, criticism, ridicule, etc.
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The Pearson’s Chi? test of independence was also used to analyse the working climate. On this basis,
it was demonstrated, for example, that education was statistically significant, which was related to the
following four statements:

e new ideas proposed by employees are supported (p<eo, p = 0.04983);

e employees are not afraid to present their ideas in order not to be pootly assessed (p<eo, p = 0.04773);

e cmployees are praised and rewarded for new ideas (p<«, p = 0.00092); this relationship was very
highly statistically significant, it turns out that the higher the education, the more frequent the praising
and rewarding;

e employees who have ideas and want to implement them are free to implement them (p<a, p =
0.00932).

The research also showed that employees were more willing to take the trouble and risk of working on

new, innovative, high-risk solutions when:

e they are not afraid of negative assessment (p<«, p = 0.01418),

e are praised and properly rewarded for their ideas (p<a, p = 0.00067), this relationship turned out to
be very highly statistically significant,

e are free to implement the solutions they propose (p<a, p = 0.01150),

e feel that in their enterprise management suppotts active, entrepreneurial units (p<o, p = 0.00259) -
this relationship turned out to be highly statistically significant,

e management ensures that there are adequate and friendly relationships between employees in the
corporation (p<a, p = 0.03429).

The completed research enabled the formulation of a number of conclusions, selected (due to limited
volume) are presented in the next part of the study.

5. DISCUSSION

As mentioned above, the study presents the author's research design, which analyses employee
predispositions and work climate and their impact on the development of intrapreneurship and,
consequently, corporate entrepreneurship. It is therefore difficult to refer directly to the authors of other
studies combining the two aspects studied. However, it is possible to identify authors who, like the study in
question, have demonstrated the importance of work climate in the development of intraprencurship
(Blanka, 2019; Tastan & Gucel, 2014; Poduska et al., 2020; Buekens, 2014). In each case, different ways of
investigating it were used. They generally agree that in an intrapreneurial climate employees are not afraid
of criticism, are more willing to take risks and feel supported by their colleagues. Under such conditions,
even high-risk innovative ventures are more likely to be implemented in a supportive atmosphere.

In our research, the intrapreneurial potential of corporate employees was observed at a high level, as
evidenced by such behaviours. The employees owned and used a network of relationships with colleagues
(especially important in manufacturing corporations) and therefore, they worked in teams implementing
specific projects. They were satisfied with their systems and work atmosphere, which could influence more
of their innovative solutions. The employees were also personally involved in what they did and were excited
about their work. They were able to value their contribution to implemented projects and did not accept a
situation when someone else would like to use elements of their idea. The employees were nervous when
the project they were working on turned out to be impossible. Finally, they had appropriate knowledge,
were substantively prepared for what they were doing, and were able to imagine specific steps to be taken
in implementing a given project.
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In the process of development of corporate entrepreneurship, in addition to employee predispositions,
it is necessary to have an appropriate work environment, proper atmosphere and support for entrepreneurial
behaviour. If they are more friendly, employees are more likely to get involved in their tasks, are not afraid
to take risks and take the initiative. When assessing the respondents’ answers regarding this aspect, it can be
said that the biggest doubts are raised about the issues that significantly affect the involvement of employees
in entrepreneurial initiatives. Unfortunately, in the surveyed corporations they cannot be assessed positively
because, i.a. the employees were punished for mistakes and they were rarely praised and rewarded for
showing initiative, for formulating new ideas - in a word - for entrepreneurship. Their ideas were not
supported. The employees did not find recognition among superiors, who did not encourage (or did it to a
small extent) their subordinates to take risky challenges, to experiment, and to formulate innovative
solutions. They concerned did not have an opportunity to improve their qualifications at trainings on
creativity, creativity. The employees wishing to implement their ideas did not obtain adequate freedom of
action.

The important stage of the research was to relate the entrepreneurial potential of corporate employees
and the work atmosphere to the level of corporate entreprencurship. On this basis, it was possible to obtain
the answers to the following research statements:

e entrepreneurial corporations do not employ mostly employees with entrepreneurial potential,
e the atmosphere at work in corporations has a positive effect on employees' undertaking
entrepreneurial initiatives.

To sum up, it can be said that the development of entrepreneurship in corporations is possible, what's
more - it is necessary for huge, transnational enterprises to be able to function normally and effectively
compete with other entities in the contemporary, increasingly complicated world. Even very large
corporations:

e who will appreciate the importance of entrepreneurship,

e who are able to instill in their employees an "intrapreneut spirit”,

e in conjunction with the resources at their disposal,

e with the opportunities created by the global scale of operations and international partners,
they are able to achieve a lot, even in very difficult environmental conditions.

The research presented in the paper is unique and worth repeating in order to at least compare the
results obtained. This would be cognitively valuable especially as the subsequent research would be carried
out during the period of the global COVID-19 pandemic, which changed the calculations of all companies,
of all industries worldwide. It probably also influenced the working atmosphere and interpersonal relations.
These issues are worth further in-depth analysis. Future research could also be enriched by looking at the
role of management (the immediate supervisors of executive staff) in creating work atmosphere. A great
deal depends on this group, as managers have the tools to effectively encourage initiative. They can be a
support to their subordinates. On the other hand, they can also discourage, demotivate. These issues should
therefore be taken into account in future research.

It is also worth noting the important limitations of the research process. Above all, it is the fact that
research is carried out in corporations, which are very large, elaborate enterprises with often very complex
structures. It is difficult to obtain research approval in these settings, especially as the pathway to the
decision-maker can often be long and complicated. As a result, the number of corporations in which the
survey was conducted was not large and the duration of the survey was very long. Now, under pandemic
conditions, the situation may become even more difficult. Companies have to cope with many unknown
problems, hence very often the lack of a positive attitude on their part towards research, which puts an
additional burden on employees and takes time. Despite these limitations, it is worth making the effort to
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carry out the research, as it is the only way to learn about the real situation in corporations with regard to

the issues analysed in the study.

6. CONCLUSION

Intrapreneurship is gaining more and more popularity in scientific literature, but also among
entrepreneurs. It forms the basis (first level) of corporate entrepreneurship development. An in-depth
knowledge and understanding of the mechanism of intrapreneurship development can be of applied
importance. It can be useful for entrepreneurs supporting the development of entrepreneurship in their
companies - regardless of their multiplicity, the subject of their activity. It can also be a positive stimulus, a
good example for others, who do not appreciate entrepreneurship in economic processes, do not see its
impact on innovation, effectiveness, competitiveness.

The article provides a systematic review of the definitions of corporate intrapreneurship. The factors
influencing their development were presented. Special attention was paid to the work climate and
entrepreneurial predispositions of employees. It was assumed that entrepreneurial corporations employ
workers with entreprenecurial predispositions, and that their working climate is conducive to
experimentation and initiative. The available literature on the aspects discussed was mainly focus on the
determinants of corporate entrepreneurship development, at the organisational level. Only a few authors
characterise them taking into account the individual level relating to the intrapreneurial potential of
corporate employees. The scientific considerations included in the study, also the independent research of
the authors combines these two levels It is unique, because there is no similar research in the literature on
the subject. Thus, they provide very useful in business practice knowledge on the determinants of corporate
entrepreneurship development and the role of intrapreneurial predispositions of employees in this process.
Research has shown that a great deal depends on the right working atmosphere. Corporations that
appreciate this dimension can count on the realisation and implementation of entrepreneurial, innovative

projects.
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