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Mediating role of corporate volunteering
between entrepreneurial attitude
and work engagement
background
Work engagement and corporate volunteering attract significant interest among researchers. The entrepreneurial
attitude is missing in research among diverse characteristics of employees predicting work engagement. The aim
of the study is to fill this gap by verifying the model of
the mediating role of corporate volunteering (work characteristics) between the entrepreneurial attitude (employee
characteristics) and work engagement.

participants and procedure
Utrecht Work Engagement Scale (UWES-17), an abridged
version of the Entrepreneurial Attitude Orientation questionnaire (EAO), the Scale of Corporate Volunteering, and
the Scale of Satisfaction with Financial Situation were applied in the study. The sample consisted of 111 employees
of the public (27%) and business sectors (73%). The sample
consisted of 42% (n = 47) women and 58% (n = 64) men aged
from 23 to 61 years.

tor of work engagement and corporate volunteering. Corporate volunteering plays a mediating role between the
entrepreneurial attitude and work engagement. Seniority
and age, unlike in global studies, correlated negatively
with corporate volunteering. Public sector employees were
less engaged in work (lower Vigor and Absorption). However, their dedication to work was at the same level as employees in the business sector.

conclusions
Work enhanced with corporate volunteering leads to
stronger work engagement, and thus to a psychologically
healthier workplace. Measurement of the entrepreneurial
attitude can be applied in the employee selection process
as a predictor of work engagement.
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results
The model of work engagement was successfully verified.
The entrepreneurial attitude proved to be a strong predic-
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Dominika Ochnik

Work engagement (Łaguna et al., 2015) and corporate
volunteering (Grant, 2012) constitute vital issues developed in the framework of positive organizational
psychology. The issue of entrepreneurial attitude
rarely emerges in this context. However, it is the entrepreneurial attitude that truly includes initiative
and proactivity which may manifest both in corporate volunteering and the enhancement of work engagement. The objective of the present study was to
bridge the present research gap by verifying the mediating role of corporate volunteering between the
entrepreneurial attitude and work engagement.
The following work characteristics constitute factors which precede the emergence of work engagement; autonomy, diversification of tasks, significance
of tasks, problem solving, work complexity, feedback,
physical characteristics and working conditions,
social support (Christian et al., 2011). The authors
consider the transformational style and the leadermember exchange (LMX) theory as factors linked
with management. The following were classified as
dispositional factors: scrupulosity, positive disposition, proactive personality. The proactive personality
is directly associated with motivation (Judge & Ilies,
2002). The engagement model (Christian et al., 2011)
was based on the premise that work characteristics,
leadership and dispositional characteristics are directly linked with work engagement and indirectly linked
with work performance. In such a context, work characteristics and the features of the individual will have
a stronger effect on work engagement levels.
Work engagement exerts an effect on work performance (Bakker & Bal, 2010) and organizational success viewed in the categories of higher productivity,
lower absence, and lower accident rate (Harter et al.,
2002). People engaged in work affect the level of engagement among co-workers in the course of modelling (Van Knippenberg, 2000). They are also characterized by a higher organizational commitment (Kim
et al., 2017). In addition, work engagement is associated with psychological factors, e.g. mental health of
managers (lack of occupational burnout and workaholism) (Schaufeli et al., 2008), and indirectly with
health (Zalewska, 2020). Consequently, occupational
burnout is negatively correlated with work engagement. Studies revealed that burnout may accompany
both very low and very high work engagement (Derbis & Baka, 2011).
Corporate volunteering
Corporate volunteering is one of the initiatives
undertaken in the framework of corporate social
responsibility. However, it pertains to the perspective of the employee and not the organization itself
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(Wood, 2007). This is convergent with the modern
understanding of an individual’s actions in the organization. It is one of the most rapidly developing
volunteering initiatives (Grant, 2012).
In the Polish literature, “employee volunteering”
(Grabus & Rogowska, 2016) is the most frequently
applied term. It often emerges in management science, and more seldom in occupational psychology.
Since involvement in volunteering is offered and
supported by the organization, the term “corporate
volunteering” seems more valid and shall be consequently used in the present paper.
The most frequently undertaken scope of studies in
the field includes the motivation and predispositions
of employees undertaking the activity (Grant, 2012),
corporate volunteering from the perspective of outcomes for the individual (Jones & Kramar, 2010), and
intentions positively correlated with behavior (Grant,
2012; Rodell et al., 2017). Permanent participation in
corporate volunteering enhances affective commitment to the organization by reverse emancipation of
the pro-social identity (Boštjančič et al., 2018). However, the prosocial activity reinforces participation in the
corporate volunteering, which is also associated with
a higher level of delivered duties (Rodell et al., 2016).
Involvement in volunteering activities at a workplace
is motivated by the interest in expressing vital personal values, which are positively correlated with organizational commitment. The latest studies (Boštjančič
et al., 2018) revealed a positive relationship between
work engagement and corporate volunteering.
Entrepreneurial attitude
The attitude constitutes a relatively permanent tendency to a positive or negative valuation of an object (person, item, idea) (Wojciszke, 2011). Classical theories
are based on a ternary definition of the attitude. The
constituting elements comprise emotional, cognitive,
and behavioral components. The attitude may serve
various functions: orientational, instrumental, value
expression, socio-adaptive, and ego-defending. The attitude may change in time and in relation to a situation
via an interactive relation with the environment. It
may also serve as a predictor of prospective behaviors
(Wojciszke, 2011). It seems that the assessment of entrepreneurship on the basis of the attitude enables the
specifics of the issue to be grasped more effectively, as
opposed to the personality theory or demographic approach (Krueger et al., 2000). The effectiveness of the
personality theory may be decreased in the course of
the assessment of general features, which are broader
than the construct of entrepreneurship itself. Therefore, the theoretical accuracy of the approach may be
considered to be lower (Mitchell et al., 2002). On the
other hand, the attitude theory enables entrepreneurship to be examined. However, it requires a theoretical

model encompassing both the impact of the surrounding environment and that exerted upon the environment by interactions (Robinson et al., 1991). The attitude theory may be applied in order to assess the
entrepreneurial attitude. Robinson et al. (1991) were
the first to develop an entrepreneurial attitude model.
The model encompasses four key constructs: need for
business achievements; innovation in business; internal locus of control in business, and self-assessment.
The need for business achievements pertains to the
perception and delivery of specific business actions in
an original, exceptional manner. The internal locus of
control pertains to the perception of an individual’s
influence on business activities (Robinson et al., 1991).
It is associated with self-confidence, commitment and
pursuit of one’s objectives related to entrepreneurship
(Choe et al., 2013). Self-assessment denotes self-confidence and perception of one’s own business competence (Robinson et al., 1991). It also provides motivation for further effort required to achieve an objective
(Douglas & Shepherd, 2000). It turns out that the assessment of the entrepreneurial attitude enables one to
differentiate among entrepreneurs and those who are
not. A relationship between entrepreneurial attitudes
and intentions exists (Douglas & Shepherd, 2000). For
that reason, a premise can be made that a high level of
entrepreneurship constitutes an adequate determinant
of entrepreneurial behavior. In addition, entrepreneurial attitudes are positively correlated with organizations’ economic performance (Choe et al., 2013). The
emotional aspect of the entrepreneurial attitude and
innovativeness increases during exposure to information concerning an economic crisis. This explains the
proactive and creative attitude of the entrepreneurial
in crisis situations (Ochnik, 2016). The entrepreneurial
attitude is also a factor enhancing leadership vocational interests (Ochnik, 2018).

Participants and procedure
Research model
The present study examines the mediating role of corporate volunteering between the entrepreneurial attitude and work engagement. The work engagement
model (Christian et al., 2011) is based on the premise
that the significance of work characteristics and the
dispositional characteristic (proactivity) exert a direct effect on the development of work engagement.
Based on that premise, the effect of dispositional characteristic (entrepreneurial attitude) on work engagement has been hypothesized. The work engagement
model (Christian et al., 2011) assumes that both job
characteristics and dispositional characteristics are
distal antecedents of job performance, that is mediated by work engagement. In this study, the main aim
was to reveal whether work engagement is predicted

by entrepreneurial attitude (dispositional characteristic) and also whether that relation is mediated by
the work characteristic – corporate volunteering. The
Volunteer Work Design Model (Grant, 2012) was also
taken into consideration. It shows that participation
in corporate volunteering might be a part of work
design and can be shaped by volunteering task characteristics. Additionally research shows a positive relationship between work engagement and corporate
volunteering (Boštjančič et al., 2018). Therefore the
author’s model is based on the premise that repeated
participation in corporate volunteering boosts work
engagement. Due to the fact that the entrepreneurial attitude has not been examined in the context of
corporate volunteering and work engagement, the
following thesis was assessed: entrepreneurial attitude, as a feature of an individual, exerts a direct effect on the increase of work engagement, including
via a characteristic associated with the enriched volunteering project design – participation in corporate
volunteering. Therefore, it was hypothesized that corporate volunteering plays a mediating role between
entrepreneurial attitude and work engagement.
In addition, a premise was made that gender may
diversify the entrepreneurial attitude (Ochnik, 2018)
and work engagement (Schaufeli & Bakker, 2003) in
favor of men. Moreover, the diversification of variables in terms of public vs business sector employment was evaluated. The premises were presented in
the work engagement model in Figure 1.
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Procedure
The study was conducted online and by means of the
traditional paper-pencil approach (10%). The survey
was usually completed in 20 minutes. The paper-pencil data collection referred to public sector employees
– mine rescuers. The invitation to the online study
was sent via email to employees and human-resources departments in the Silesian region. The participant
defined the sector type only, so as to conform to the
anonymity rule. The study adhered to ethical requirements pertaining to the anonymity and voluntariness
of participation.
Participants
The sampling was purposive and the selection criterion was being an employee in the Silesian region. The
entrepreneurs were excluded from collecting data.
The study encompassed 111 workers employed in the
Silesian region. The public sector was represented by
27% of respondents and the business sector by 73%.
The sample was multi-occupational. Positions in public sector (n = 30) were: mine rescuer (33%), teacher
(33%), warehouseman (17%), administrative position
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Figure 1
Model of work engagement based on work characteristics (corporate volunteering) and employee characteristics
(entrepreneurial attitude, gender, and seniority) in the context of the public vs. business sector
Satisfaction with financial situation
Gender
Dominika Ochnik

Public vs. business sector

Work characteristics:
Corporate volunteering

Seniority
Employee characteristics:
Entrepreneurial attitude

(3.3%), IT specialist (3.3%), forester (3.3%) and other
(8%). Positions in the business sector (n = 81) were:
human resources/controlling/PR/logistics/IT specialist (49%), managerial position (17%), production
(14%), office worker (9%), IT worker accountant (5%),
purse maker (3%), teacher (2%), doctor (1%).
Women represented 42% of the sample (n = 47)
and men 58% (n = 64). Respondents’ age ranged from
23 to 61 (M = 37.50, SD = 9.25). Respondents’ seniority
ranged from 1 to 42 years of work experience. Women were significantly older (M = 39.70, SD = 9.73)
than men (M = 35.87, SD = 8.61), Z = –2.24, p = .025.
However, they did not differ with regard to seniority
and employment in the public/business sector.
Research tools
The Scale of Corporate Volunteering. Corporate volunteering is understood as the frequency of initiatives
requiring personal engagement in volunteering activities initiated by the organization (instead of an employee him/herself). Respondents determined the frequency of such activities being undertaken over the
past 12 months on a 5-point scale. The scale ranged
from a (never), b (once), c (twice), d (3-5 times) to
e (always). Responses were coded on a 0-4 scale. The
measurement applies to a specific behavior in a determined period of time. Therefore, the assessment pertains to the behavioral aspect of corporate volunteering instead of the emotional or cognitive one.
Utrecht Work Engagement Scale (UWES). Work engagement was measured by means of the UWES questionnaire (Schaufeli & Bakker, 2003) in a 17-item version. Respondents used a 0-6 scale with the following
labels: 0 (never), 1 (almost never/a few times a year or
more seldom), 2 (seldom/once a month or more seldom),
3 (sometimes/a few times a month), 4 (very frequently/
once a week), 5 (frequently/a few times a week), 6 (al-
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ways/every day). The UWES questionnaire consisted
of three subscales: Vigor, Absorption, Dedication.
Entrepreneurial Attitude Orientation questionnaire.
In order to examine the entrepreneurial attitude, the
Entrepreneurial Attitude Orientation questionnaire
(Robinson et al., 1991) in the Polish adaptation was
applied (Ochnik, 2016). The analysis exploited an
abridged 31-item version (α = .95). This version proved
to offer higher reliability when compared with the full
version (75 items, α = .83). Respondents answered on
a 1-10 scale. The result emerged from the sum of responses. The entrepreneurial attitude was viewed as
a unidimensional construct, which is also advised by
the authors of the scale (Robinson et al., 1991).
The Scale of Satisfaction with Financial Situation.
A single item Scale of Satisfaction with Financial
Situation was applied with scores in the range 1-5.
The scale was labeled as follows: 1 (extreme dissatisfaction), 5 (extreme satisfaction). Satisfaction was
a subjective cognitive assessment of the respondent
and did not pertain to objective salary values. The
study also included a socio-demographic questionnaire concerning gender, age, seniority and public
vs. business sector of employment.

Results
In the study the SPSS software was used. The analysis
encompassed correlations, significance of differences, linear regression, and mediation by means of the
Cohen and Cohen method. In addition, descriptive
statistics of the surveyed variables were presented.
Table 1 outlines the descriptive statistics of the
surveyed variables for the whole scales as the sum of
points of all items.
The average value of responses for the work engagement scale was 3.98 (SD = 0.89). The value may
be considered as an average result. The average value

of the Vigor subscale was 4.12 (SD = 1.03), the Dedication subscale 4.35 (SD = 1.04), and the Absorption
subscale 4.01 (SD = 1.05). The results for all subscales
may be considered as average.
In the sample, 54% (n = 60) of respondents were involved in corporate volunteering which requires personal engagement during the past 12 months, including 11% (n = 12) who are always involved, 16% (n = 18)
involved 3-5 times a year, 17% (n = 19) involved twice
a year, and 10% (n = 11) involved once a year. The
remaining 46% (n = 51) did not become involved in
corporate volunteering during the past 12 months.
Average score for responses concerning the entrepreneurial attitude scale was 7.36 (SD = 1.26). When
compared with the results concerning the entrepreneurial attitude among the students of management
(M = 6.54, SD = 1.07) (Ochnik, 2018), Cohen’s coefficient d revealed that those employed were characterized by a significantly higher entrepreneurial attitude level. Cohen’s d indicated that the difference
in scores was average (d = 0.69).
Satisfaction with financial situation scored above
average. Radically low satisfaction was voiced by
1% of respondents (n = 1), low satisfaction by 9%
(n = 10), average satisfaction was declared by 42%

(n = 49), and the highest satisfaction by 37% (n = 41).
Very high satisfaction was voiced by 11% (n = 12).
Pearson’s r coefficient was applied in order to verify correlations among variables (Table 2).
The analysis of correlations revealed that engagement has a low positive correlation with the frequency of corporate volunteering and a high positive
correlation with the entrepreneurial attitude. The
relationship between corporate volunteering and the
entrepreneurial attitude is positive but weak. Satisfaction with financial situation has an average positive correlation with work engagement and corporate
volunteering and a low positive correlation with the
entrepreneurial attitude. It has no significant relationship with age and seniority. However, a negative
correlation may be inferred. Seniority has an average
negative correlation with corporate volunteering,
and age has a low negative correlation. Both age and
seniority have no significant relationship with work
engagement.
The analysis of gender differences by means of
Student’s t-test revealed that respondents’ gender
did not significantly diversify the following: work
engagement and its subscales (Vigor, Dedication, Absorption) (p > .05), corporate volunteering requiring
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Table 1
Descriptive statistics (N = 111)
M

SD

Min

Max

Work engagement

67.74

15.12

6

92

Vigor

24.74

6.19

2

35

Dedication

21.79

5.20

0

30

Absorption

24.08

6.30

4

36

1.36

1.43

0

4

Entrepreneurial attitude orientation

228.14

39.11

99

300

Satisfaction with financial situation

3.48

0.84

1

5

Variables

Corporate volunteering

Table 2
A correlation matrix between work engagement, corporate volunteering, entrepreneurial attitude orientation,
seniority, age, and satisfaction with financial situation with Pearson’s r coefficient (N = 111)
Variables

1

1. Work engagement

–

2

3

2. Corporate volunteering

.36***

–

3. Entrepreneurial attitude orientation

.65***

.29**

–

–.05

–.31**

–.07

5. Age

.00

–.22*

.01

6. Satisfaction with financial situation

.32***

4. Seniority

.38***

.23**

4

5

6

–
.87***
–.12

–
–.05

–

Note. *p < .05, **p < .01, ***p < .001
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personal involvement in the past 12 months (p > .05),
entrepreneurial attitude (p > .05), and satisfaction
with financial situation (p > .05).
Subsequently, the analysis of the significance of
sector type differences (public vs. business sector of
employment) was conducted by means of Student’s
t-test. The test revealed no significant diversification of seniority (p > .05), corporate volunteering
(p > .05), satisfaction with financial situation (p > .05)
or entrepreneurial attitude (p > .05). On the other
hand, work engagement is slightly diversified by the
sector respondents were employed in, t(109) = –3.40,
p = .001. Work engagement of those employed in the
public sector (M = 59.50, SD = 13.84) was lower when
compared with those employed in the business sector (M = 69.99, SD = 14.56), although the effect size
was trivial (Cohen’s d = 0.01). Additionally, significant but non-trivial differences were observed for the
Vigor subscale, t(109) = –3.24, p = .002, with medium
effect size, Cohen’s d = 0.69. Employees of the public
sector (M = 21.73, SD = 6.04) were significantly less
engaged in work in the aspect of vigor compared to
the public sector (M = 25.85, SD = 5.91). The Absorption subscale was also significantly differentiated by
the sector type, t(109) = –4.50, p < .001, and showed
a non-trivial large effect, Cohen’s d = 4.26. Employees
of the business sector were far more absorbed in their
work (M = 25.59, SD = 5.65) compared to the public
sector (M = 20.00, SD = 6.25). No significant, sectorspecific differences were noted for the Dedication
subscale (p > .05). However, these results ought to be
approached with caution due to the low percentage
of respondents representing the public sector (27%).
Next, linear regression analysis was conducted in
order to examine the relationship between the independent variable (entrepreneurial attitude) and the
dependent variable (work engagement). The model
proved statistically significant and with a good fit regarding data, F(2, 103) = 74.73, p < .001. The standardized regression coefficient was β = .25 and proves the
positive correlation between the variables. Stronger
entrepreneurial attitude predicts and explains approximately 41% (R2 = .41) of variance in stronger
work engagement.
Several regression analyses were conducted in
order to determine the mediating role of corporate
volunteering between entrepreneurial attitude orientation and work engagement. Histograms of regression standardized residual have been analyzed and
proved the homoscedasticity of the models, which is
a criterion of linear regression.
The Cohen and Cohen approach was used in the
mediation analysis. First, the linear regression analysis by means of the enter method was conducted.
Entrepreneurial attitude is the independent variable.
Corporate volunteering is the dependent variable.
This stage is necessary to establish the relationship
between the dependent variable and the mediator.
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The model proved statistically significant with a good
fit regarding data, F(1, 104) = 9.92, p < .001. The adjusted R2 equals .08. This denotes that, based on the
entrepreneurial attitude, approx. 8% of variance in
corporate volunteering may be predicted. The standardized regression coefficient is β = .29 (p = .002) and
proves the positive correlation between the variables.
Next, the relationship between the potential mediator and the dependent variable (work engagement)
was examined. The analysis involved the linear regression. The model proved statistically significant
with a good fit regarding data, F(1, 104) = 16.47,
p < .001. The adjusted R2 was .12. This denotes that,
based on the involvement in corporate volunteering,
approx. 12% of variation concerning work engagement may be predicted. The standardized regression
coefficient is β = .36 (p < .001), which proves the positive correlation between variables.
The final stage involved the examination of the
correlation between the independent variable (entrepreneurial attitude) and the dependent variable
(work engagement) with the mediation of corporate
volunteering over the past year. The mediation model
had a good fit to the data, F(2, 103) = 42.08, p < .001.
The adjusted R2 was .44. This means that the model
explains approx. 44% of the variation for the dependent variable. The standardized regression coefficient
indicates that the mediator mediated the relationship
between the independent and dependent variable,
β = .19, p = .017. The standardized coefficient for the
mediator is β = .59, p < .001.
An additional Sobel test was conducted in order to
verify whether the mediation does indeed occur. The
test makes a premise that if both relations – between
the independent variable and the mediator, and the
mediator and the dependent variable – are statistically significant, then the mediation occurs. The Sobel
test examines whether the mathematical product of β
coefficients between the independent and dependent
variables in the mediation model differs significantly
from 0. The result of the test indicated that the impact
of partial mediation is significant, Z = 2.28, p = .023.
The β coefficients are outlined in Figure 2.

Discussion
In this part of the paper, first, results referring to
corporate volunteering and its mediating role will be
discussed, and secondly, results pertaining to work
engagement as the dependent variable in the presented research model will be discussed.
The mediation model revealed considerable significance of the entrepreneurial attitude in terms of
explaining both work engagement and corporate volunteering.
Entrepreneurial attitude, as a work characteristic,
has a low correlation with satisfaction with financial

Figure 2
A mediation model of an entrepreneurial attitude and commitment to work with the mediation role of corporate
volunteering (N = 111)
Corporate
volunteering
.29*
Entrepreneurial
attitude

.19*
.65*
.59*

Work
engagement

Mediating role
of corporate
volunteering

Note. *p < .05

situation, an average correlation with volunteering,
and a strong correlation with work engagement. The
low correlation with satisfaction with financial situation may be associated with ambition and the pursuit
of business achievements. At the same time, employees manifesting a strong entrepreneurial attitude are
more likely to be heavily engaged in work and more
willing to pursue corporate volunteering. This issue
has been continuously neglected in the literature.
The results confirm that for an individual involving
in corporate volunteering to the benefit of others,
the person should manifest an entrepreneurial attitude, i.e. business orientation focused on profits and
own needs. This paradox concerning the pursuit of
corporate volunteering initiatives determined by the
focus on the profit/“business” aspect seems compelling. The issue may be incorporated into the trend
examining “selflessness in business”, which constitutes a new outlook on people’s functioning in business reality from the point of view of cooperation
instead of competition (Grant, 2012; Ochnik, 2019).
The entrepreneurial attitude is manifested in initiative and the pursuit of achievements. This enhances
corporate volunteering and work engagement. On
the other hand, relations with corporate volunteering may prove that it constitutes a means for career
development. This is especially valid due to fact that
the interest in volunteering declines with age.
This study revealed that age and seniority are
negatively correlated with corporate volunteering.
The results are not convergent with the expected
outcomes and contradict findings in the literature.
The findings indicate a growing interest in corporate
volunteering in relation to age and seniority (Rodell
et al., 2017). These discrepancies may be explained by
organizational culture, occupational burnout or the
belief concerning the sense and understanding of the
objective of such initiatives which may also be associated with declining work engagement (Schaufeli
& Bakker, 2003). On the other hand, the lower interest in volunteering at a higher age and seniority
indicates that younger employees may consider vol-

unteering as an element of career development (a resource). On the other hand, more senior workers may
perceive it as an additional burden.
Corporate volunteering plays a mediating role
between the entrepreneurial attitude and work engagement. This indicates that people manifesting
strong entrepreneurship are more likely to pursue
corporate volunteering, which increases their work
engagement. Positive correlations between satisfaction with financial situation, entrepreneurial attitude
and work engagement, and the pursuit of corporate
volunteering, indicate that (depending on a favorable organizational structure), the volunteering may
be perceived by employees as a work resource. This
may mean that corporate volunteering was associated with good working conditions.
Work engagement was explained well by employees’ profile: entrepreneurial attitude, and by work
characteristics: corporate volunteering, age, seniority,
and public vs. business sector of employment constituted additional surveyed factors. Studies conducted
in nine countries indicate a positive, albeit weak relation between work engagement and age (Schaufeli
& Bakker, 2003). However, this study did not reveal
a significant correlation in this respect. Work engagement was independent from respondents’ age. In addition, gender did not prove to have a significant diversifying effect on work engagement. This was contrary
to the global literature, which indicates higher (even
though low impact) scores for men (Schaufeli & Bakker, 2003). Similar results revealing the similarity between male and female employees concerning work
engagement were obtained in other Polish studies
(Wołpiuk-Ochocińska, 2016). Consequently, the hypothesis regarding the diversifying impact of gender
on work engagement was not confirmed. However,
the recurring results of Polish studies, whose results
differ from those of other countries, reveal the underlying culture-dependence of the issue.
The results pertaining to the diversification of the
surveyed variables with regard to the public vs. business sector of employment ought to be approached

volume 9(4), 

355

Dominika Ochnik

with caution, as the sample was not representative
for the public and business sector. In this study, respondents from the public sector manifested lower
general work engagement. This was especially valid
for the behavioral and energy-related aspects manifesting in an effort being undertaken (Vigor), and in
the cognitive aspect in terms of attention focus and
work absorption (large effect size). However, in line
with another Polish study (Kulikowski, 2016), the
emotional aspect of work engagement, which manifests in an individual experiencing the feeling of
importance, enthusiasm, inspiration, pride, and challenges at work, was not differentiated by the sector of
employment. This means that employees of both the
public and business sectors exhibited a similar level
of dedication and the work’s importance. In addition,
this study revealed that, as opposed to the results of
other studies (Kulikowski, 2016), their satisfaction
with their financial situation was the same.
The study proved the mediating role of corporate
volunteering between entrepreneurial attitude and
work engagement. It also showed the significance
of the role of financial satisfaction. It was positively
related to entrepreneurial attitude, corporate volunteering, and work engagement. It additionally
showed the role of age and seniority for corporate
volunteering frequency, and the lack of seniority and
gender effects on work engagement. Therefore, it
allowed for positive verification of the proposed research model and enriched psychological aspects of
the role of corporate volunteering.

Conclusions
The present study confirmed the mediating role of corporate volunteering (one which requires personal involvement) between the entrepreneurial attitude and
work engagement. The entrepreneurial attitude proved
a vital employee characteristic which has a strong correlation with and predicts both corporate volunteering
and work engagement. The entrepreneurial attitude
was verified in the work engagement model with the
mediating role of corporate volunteering for the first
time. The model proved valid and had a good fit.
Gender proved to be insignificant in the model.
On the other hand, age, and seniority, as opposed to
global studies, proved to have a negative correlation
with corporate volunteering but no relationship with
work engagement.
When analyzing the results in connection with
practical implications, the notable role of the entrepreneurial attitude in recruitment and selection, as
a strong predictor of work engagement, ought to be
highlighted. In addition, corporate volunteering also
deserves attention as a factor having a positive correlation with work engagement. This means that the
introduction of corporate volunteering initiatives
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may enhance work engagement, which has positive
implications for the individual and the organization.
Study limitations
Several limitations of the study exist. First, purposive
sampling was used for the purpose of data collection.
From a methodological point of view, random sampling always allows for more accurate measurement
and in-depth insights. Although the business sector
group was highly diverse in terms of vocational positions, the public sector sample could be more diverse in
this area. Secondly, the sample size is too small to draw
conclusions about the population of employees. Particularly, the lack of relations between age and work
engagement, as well as the negative relation between
age and corporate volunteering, requires a further investigation in a larger sample. One should take into
consideration the cultural context that might explain
different results compared to global research, mostly
referring to the Anglo-Saxon work environment. It
would also be highly beneficial if the type of position and company size were taken into consideration.
Therefore, a larger study within a cultural context
should be conducted.
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