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Abstract. Although entrepreneurially oriented approaches have emerged as a critical determinant
of modern economic efficiency, empirical evidence substantiating employee intrapreneurship as
growth reserves for labor productivity remains scarce. This study aims to examine the impact of
employee intrapreneurship on employee performance and organizational performance, and to
validate its role as a key driver of labor productivity improvement amid China’s economic context.
We developed three hypotheses about the positive associations between intrapreneurship and
multi-dimensional performance, and tested them through quantitative empirical analysis to val-
idate employee intrapreneurship as growth reserves for labor productivity. The research used sur-
vey data from 170 valid responses of corporate managers in China, and adopted structural equa-
tion modeling, reliability and validity tests, and path analysis for data processing. The results
demonstrate that employee intrapreneurship exerts a significant positive effect on both em-
ployee performance (B = 0.761, p < 0.001) and organizational performance (B = 0.663, p < 0.001),
accounting for 57.9% and 44.0% of their variance respectively. These findings confirm that em-
ployee intrapreneurship is a critical determinant of labor productivity growth. This research pro-
vides justification for enterprise managers to build intrapreneurial culture and optimize human
resource strategies, and offers reference for labor economic policy formulation. Future research
can explore the underlying mediating and moderating mechanisms, and expand the sample scope
to enhance the generalizability of the conclusions.
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OPUTMHAJIbHAA CTATbA

OMIMUPUYECKOE WUCCNEAOBAHUE UHTPAMPEHEPCTBA KAK PE3EPBOB POCTA
NMPOU3BOAUTE/IbHOCTU TPYLA

Li30 B3HbL3IOHD ﬂ‘,ypaanKMVl denepanbHbI yHUBEPCUTET UMeHM nepsoro lMNpe3suaeHTta Poccun B.H. EnbunHa, EkatepuHobypr,
Poccus; Ykau3aHckuim MNyaHwa CTpouTesibHbIM NPodeCcCnoHanbHO-TEXHUYECKUI YHUBEPCUTET, LI3uHbXya, KuTtan

AHHoTauus. lNMpeanpuHMMaTenbCKMe Noaxoabl CTaan KnoveBbiM akTOPOM COBPEMEHHOM 3KOHOMMUYe-
CKOV 3 HEKTUBHOCTU, HO IMMUPUYECKNX AaHHbIX 06 MHTpanpeHepcTBe Kak pe3epsBe pocTta NponsBo-
OVUTENbHOCTM TpyAa NOKa He[o0CTaToOYHO. Llenb HacToswero nccnenoBaHns — BbISBUTb BAVMSHWE UHTPa-
npeHepcTsa Ha 3PPEKTUBHOCTb COTPYAHMKOB U 3OPEKTUBHOCTb OpraHMU3aLmMm, a Takxke o060CHOBATL ero
pofib B KayecTBe K/IKOYEBOro ApaMBepa NOBbIWEHUS MPOU3BOAUTENBHOCTU TPyAa B YC/IOBUAX SKOHO-
Mukn Knutasd. HamMu 6b110 BbIABUHYTO TPU MMNOTE3bl O MONOXKUTENBHOM BAUSHUN MHTPANpeHepCcTBa Ha
MHOroypOBHeBble noka3saTtenu 3PPeKTUBHOCTU; UX NPOBEPKA OCYLeCTBAsSAACb C MOMOLbIO Konnye-
CTBEHHOIO 3MMUPUYECKOro aHanunsa, HanpasJEHHOro Ha NOATBEPXAEHUE PON UHTPANPEHEpPCTBa Kak
pe3epBa pocTa NpOM3BOAUTENBHOCTM TpyAa. IMNMPUYECKYIO Ba3y UCCneaoBaHUS COCTaBUAM OaHHble
onpoca 170 pykosoautenen npeanpuatuii B Kutae. O6paboTka AaHHbIX BbIMOMAHANACh C UCMOMb30Ba-
HVEM MOOENUPOBAHUSA CTPYKTYPHbIMU YPAaBHEHUAMMU, aHANN3a HAOEXKHOCTU U BaNUOHOCTU, @ TaKXKe ny-
TEeBOro aHanusa. Pe3ynbTaTbl 4EMOHCTPUPYIOT, YUTO MHTPANPEHEPCTBO COTPYAHMKOB OKa3blBAaET 3HaUU-
MoOe MOJIOXUTENbHOE BAUSHUE KaK Ha 3DdEeKTUBHOCTb COTPYAHMKOB (B = 0.761, p < 0.001), Tak U Ha
3ddeKTMBHOCTL opraHmsaumm (B = 0.663, p < 0.001), 06bACHASA 57.9 % n 44.0 % aucnepcmm COOTBET-
CTBEHHO. [ToNly4eHHble BbIBOAbI NOATBEPXAAIOT, UTO MHTPANPEHEPCTBO ABASETCS KPUTUUYECKU BaXKHbIM
$pakTOpOM pocTa NPOU3BOAUTENBHOCTU TpyAa. [aHHOe uccnegoBaHWe NpenocTaBasieT MEHemKepaMm
npeanpuaTnii 060cHoBaHue Ans GOopMMPOBAHUS KYNbTypbl MHTPanpeHepcTBa U ONTMMM3aunm cTpaTe-
rM ynpaBiieHUs YenoBeYEeCKMMU pecypcamu, a TakxKe CITY>KUT OPUEHTUPOM Mpu pa3paboTke NONUTUKK
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B 06/11aCTV 3KOHOMUKM Tpyaa. B Byaywimx nccnenoBaHmsax LenecoobpasHo MsyyeHne nexkawmx B oc-
HOBE MEeXaHM3MOB MeaMaunm u MoAepaLmmn, a TaKKe pacluMpeHne BbIBOPOYHOM COBOKYMHOCTM s Mo-
BblLLUEHMS 0606LLAaEMOCTU NOMYYEHHbIX PE3YNbTATOB.

KnioueBble cnoBa: WMHTpanpeHepcTBO COTPYAHWKOB, NpeanpuvHMMaTeNbCKkoe MoBeAeHue, pasBuTue
YyenoBevyecknx pecypcoB, 3HEKTUBHOCTb OpraHmM3aumn, 3dGEKTMBHOCTb COTPYAHUKOB, 3KOHOMMKA

TpyAa, Npon3BoAUTENBbHOCTb Tpyaa
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Introduction

Entrepreneurship-oriented methodologies have
evolved into a crucial factor shaping contemporary
economic operational efficiency. Since 2015, China
has launched the nationwide mass entrepreneur-
ship and innovation initiative to enhance the entre-
preneurial competence of labor force. The proposal
of new quality productive forces in 2024 further piv-
ots development momentum from conventional
growth paradigms to innovation-led productivity ac-
cumulation. In this environment, traditional ap-
proaches to improving labor productivity - such as
workflow optimization, technological investment,
and worker incentives - are confronted with chal-
lenges [1]. Fostering employees’ entrepreneurial
competencies is increasingly recognized as a critical
complement to these strategies. Employee intrapre-
neurship refers to entrepreneurial activities and in-
novative behaviors initiated by employees within an
organization, stemming from human resource de-
velopment efforts [2]. Recent research conceptual-
izes it through two primary constructs: strategic re-
newal behavior and venture-creating behavior [3].
Unlike independent entrepreneurship, intrapreneur-
ship operates within an existing organization’s re-
sources and structure, enabling innovation and agil-
ity in today’s entrepreneurial economy.

Despite its growing importance, few studies have
empirically examined the role of employee intrapre-
neurship in enhancing labor productivity and effi-
ciency, particularly in knowledge-based economies
where innovation and adaptability are essential.
Modern productivity models increasingly need to ac-
count for creative problem-solving and strategic in-
itiative, making intrapreneurship a relevant concept
for human resource development [4]. While existing
research has explored intrapreneurship in relation
to innovation and organizational culture [5], schol-
ars such as Antoncic and Hisrich [6] emphasize its
role in enhancing innovation capabilities, and oth-
ers note its contribution to adaptability and compet-
itive advantage [7]. However, these studies typically
focus on innovation outcomes rather than on labor
productivity in terms of employee and organiza-
tional performance. Moreover, traditional labor
productivity research still emphasizes indicators
such as output per worker and task optimization [8],
leaving the relationship between intrapreneurship
and productivity underexplored. Addressing this gap

is essential in an era where adaptability and innova-
tion are key to sustained growth.

To fill the existing research gap, the goal of this
research is to empirically validate that employee in-
trapreneurship is a critical determinant of labor
productivity growth within China’s economic con-
text. The research objectives include: to build a the-
oretical framework for how employee intrapreneur-
ship drives labor productivity through enhancing
employee and organizational performance; to test
the positive impact of employee intrapreneurship
on employee and organizational performance; to
confirm the core role of employee intrapreneurship
as a growth reserve for labor productivity. The object
of this research is the mechanism of employee in-
trapreneurship acting as a growth reserve for enter-
prise labor productivity, as well as its causal rela-
tionships with multi-dimensional employee perfor-
mance and comprehensive organizational perfor-
mance.

Employee intrapreneurship, defined as entrepre-
neurial behavior within existing organizations, has
gained significant attention in recent years due to
its potential to foster innovation, drive growth, and
improve competitive positioning. Role theory posits
that individuals’ behaviors are influenced by the ex-
pectations attached to their roles within an organi-
zation [9]. Employees who engage in intrapreneurial
activities often experience role expansion, where
their responsibilities go beyond routine tasks and
involve higher levels of autonomy, creativity, and
decision-making. This broader scope of responsibil-
ities encourages employees to assume proactive be-
haviors that align with organizational objectives,
thereby enhancing work role performance. In this
sense, intrapreneurship provides employees with
opportunities to shape their roles actively, which
may lead to improved job performance outcomes,
such as efficiency, quality of work, and problem-
solving abilities. Empirical studies support the argu-
ment that intrapreneurship positively influences
employee outcomes. Phuong [10] argue that em-
ployees engaged in intrapreneurial activities
demonstrate higher levels of self-efficacy and
adaptability, leading to superior work role perfor-
mance. Additionally, study by I.A. Kulkova and
N.A. Nikolaev confirms that shifting toward entre-
preneurship-focused labor relations helps boost
staff productivity within industrial enterprises [11].
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Given this broader understanding of performance
in the complicated organizational environment, it is
essential to investigate how intrapreneurial activi-
ties contribute to employee performance based on
this conceptualization. Drawing from role theory
and prior empirical evidence, it is reasonable to pro-
pose that intrapreneurship enhances employees’
proficiency, adaptivity, and performance as an indi-
vidual, team member, and organizational member.
When employees engage in intrapreneurial behav-
iors, they are more likely to exhibit strategic renewal
initiatives, which are essential components of profi-
ciency performance. Furthermore, the renewal
thinking associated with intrapreneurship allow em-
ployees to redefine their roles in ways that align
more closely with organizational goals, thus en-
hancing their adaptivity performance in terms of re-
silience [12]. Intrapreneurial employees are also
more likely to engage in extra-role behaviors, such
as helping colleagues or volunteering for challeng-
ing projects, contributing to proactivity perfor-
mance. Based on the theoretical and empirical foun-
dation outlined above, this study proposes the fol-
lowing hypothesis:

Hypotheses 1: Employee intrapreneurship posi-
tively contributes to employee performance.

The connection between employee intrapreneur-
ship and a range of performance measures has been
investigated across multiple studies. For instance,
Augusto Felicio [13] proposed a theoretical frame-
work that demonstrates a substantial effect of intra-
preneurship on corporate performance. In this
framework, intrapreneurship is characterized as a
multidimensional construct that includes innova-
tion, risk-taking when confronting novel challenges
and uncertainties, competitive drive, proactivity, and
autonomy. Felicio’s empirical results substantiate a
positive relationship between this multidimen-
sional perspective on intrapreneurship and various
facets of organizational performance, such as finan-
cial outcomes, firm productivity, and growth. These
conclusions are supported by additional research.
Dung and Giang [14] examined the contribution of
intrapreneurship to enhancing the performance of
small and medium-sized enterprises (SMEs) within
an international business setting. Their findings re-
veal that strategic renewal behaviors and new busi-
ness venture activities core components of interna-
tional employee intrapreneurship significantly im-
prove the export performance of SMEs. Similarly,
Asiaei et al. [15] analyzed the influence of intrapre-
neurship on corporate financial performance, illus-
trating that intrapreneurship harnesses intellectual
capital to promote firm success. Finally, Atallah et
al. [16] emphasized the critical role of prior intrapre-
neurial experience in the decision to found a
startup, with their research indicating that such ex-
perience leads to heightened innovation and entre-
preneurial success.

The hypothesis that intrapreneurship positively
contributes to organizational performance can also

be theoretically justified by drawing on Schum-
peter's Theory of Economic Development, the Aus-
trian School of Economics, and Human Capital The-
ory. Schumpeter’s theory highlights the importance
of innovation in driving economic growth, with in-
trapreneurs acting as internal innovators who intro-
duce new products, services, and processes, thereby
enhancing organizational performance. Human Cap-
ital Theory further supports this hypothesis by
demonstrating that employees’ skills, creativity, and
problem-solving abilities core aspects of intrapre-
neurship lead to increased productivity and organi-
zational outcomes. By fostering employee intrapre-
neurship, organizations effectively leverage and de-
velop their human capital, leading to sustained in-
novation and superior performance. Thus, these the-
ories collectively support the idea that employee in-
trapreneurship is a key driver of organizational suc-
cess. Based on the theoretical and empirical founda-
tions provided by previous research, we propose the
following hypothesis:

Hypotheses 2: Employee intrapreneurship posi-
tively contributes to organizational performance.

Intrapreneurship defined as entrepreneurial ini-
tiatives carried out by employees within an existing
organization is characterized by traits such as inno-
vation, proactivity, and problem-solving. These at-
tributes are consistent with established frameworks
in labor economics and organizational manage-
ment, which posit that innovation and initiative di-
rectly enhance both individual and collective out-
put. In labor economics, productivity is typically un-
derstood as the ratio of output to labor input. When
employees engage in intrapreneurial activities, they
are more likely to generate novel ideas, optimize
workflows, and respond effectively to emerging
challenges [17]; such contributions tend to raise
their personal productivity. At the organizational
level, the accumulation of these individual gains
can translate into more streamlined operations, im-
proved resource utilization, and overall gains in
productivity and efficiency. Consequently, the theo-
retical connection between intrapreneurial behavior
and increased labor output is firmly grounded in the
innovation economics literature (e.g., Schumpeter’s
theory of creative destruction) as well as in manage-
ment theory.

Within this context, we propose that intrapre-
neurship serves as a significant factor in boosting
labor productivity and efficiency, provided it demon-
strates strong predictive power for employee and or-
ganizational performance. This proposition is rein-
forced by the predictive validity of employee intra-
preneurship. If intrapreneurship consistently con-
tributes to employee performance through indica-
tors such as adaptability, initiative, and competence
it follows that the resulting improvements in indi-
vidual performance will collectively enhance organ-
izational outcomes. Organizational performance,
commonly assessed by metrics such as profitability,
innovation, and market share, is closely linked to the
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effectiveness with which employees fulfill their re-
sponsibilities. Given that intrapreneurship may drive
key performance dimensions at the individual level,
it can be considered a reliable mechanism for in-
creasing labor productivity (i.e., achieving higher
output per employee) and efficiency (i.e., enabling
better resource allocation and fostering innovation

Employee

within the organization).

Hypotheses 3: The role of employee intrapre-
neurship as a factor to increase labor productivity is
established if intrapreneurship significantly and
positively contributes the individual and organiza-
tional performance.

Intrapreneurship

Employee
Performance

Organizational
Performance

Fig. 1. Theoretical Framework on the Role of Employee Intrapreneurship to Enhance Labor Productivity Indicated by
Employee and Organizational Performance / Puc. 1. TeopeTuyeckas paMKa posiM UHTpenpeHepCcTBa A9 NOBbIWEHUs
Npo13BOAUTENIbHOCTU TPYAA C TOUKM 3peHUs 3p(PeKTUBHOCTU COTPYAHMKOB M OpraHusaumm

Source: compiled by the author //cro4yHuk: coCcTaBNeHO aBTOPOM

In collecting data for this study, we employed the
Credamo platform, a well-established online survey
tool in China that functions similarly to Qualtrics, a
common survey platform in the United States. Its re-
liability has been recognized by international aca-
demic journals and research institutions [18]. The
sample was intentionally limited to currently em-
ployed corporate managers (including junior, mid-
dle, and senior levels), as performance related data
have traditionally been considered more accessible
and transparent to individuals in managerial roles
[19]. From an initial pool of 197 respondents,
27 were removed for failing to satisfy the selection
criteria, yielding a final sample of 170 valid ques-
tionnaires and an effective response rate of 86.29%.
Among the valid respondents, 122 identified as male
and 48 as female. In terms of education, two partic-
ipants had completed middle or vocational school,
110 held a bachelor's or associate degree, and
58 had earned a master's or doctoral degree.
Monthly income distribution was as follows: 23 re-
ported earnings below 6.000 CNY, 54 between
6.000 and 9.000 CNY, 72 between 9.000 and
12.000 CNY, and 21 above 12.000 CNY. Regarding
age, 60 participants were between 18 and 30 years
old, 72 between 30 and 40, 34 between 40 and 50,
and four over 50.

To measure employee intrapreneurship, this
study utilizes the Employee Intrapreneurship Scale
developed by Gawke et al. [20], which evaluates two
key dimensions: strategic renewal behavior and ven-
ture-creating behavior. The original scale consists of
eight items. For example, a question related to stra-
tegic renewal behavior is, "I undertake activities to

realize change in my organization,” while for ven-
ture-creating behavior, an example question is,
"I undertake activities to set up new business units."
In Gawke et al.'s study, the Cronbach’s alpha values
for these dimensions were 0.91 and 0.87, respec-
tively, reflecting the reliability of the scale in as-
sessing intrapreneurial behavior. Labor productivity
within the organizational context was measured us-
ing a tool drawing from the work of Griffin [21] and
Delaney & Huselid [19]. What’s more, additional con-
structs such as individual entrepreneurial orienta-
tion and organizational entrepreneurial orientation
was respectively measured using the scale devel-
oped by Covin et al. [22] and Hu and Zhang [23]’s Chi-
nese version scale based on the original scale of
Covin and Slevin [24].

Results and Discussion

Table 1 presents the results related to the con-
struct reliability and convergent validity. CR, or con-
struct reliability, measures the internal consistency
reliability of the construct. It is similar to Cronbach’s
alpha but takes into account the actual loadings of
each indicator. A CR value of 0.70 or higher is consid-
ered acceptable. All constructs (IB, EP, OP) have Com-
posite Reliability (CR) values above 0.70, indicating
good internal consistency. As shown in the table, the
construct reliability coefficients for all measures in
this study fall between 0.855 and 0.911, which meets
the recommended criteria established by Fornell and
Larcker [25] and Hair et al. [26]. Thus, the adapted
scale used in this research demonstrates a satisfac-
tory level of internal consistency.
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Table 1/ Tabsmuya 1

The Reliability and Validity Analysis of each Measurable Variable / AHanus HageXHOCTU U BaIMAHOCTU KaXKaoMn
usMepaeMoii nepeMeHHoM

Construct / KoHcTpyKuus Item / SnemeHT Estimate / OueHka SMC CR AVE
18 = 0270 0.4 0.855 | 0.750
VB 0.748 0.560
ITPF 0.717 0.514
ITAD 0.794 0.630
ITPA 0.625 0.391
TMPF 0.653 0.426
EP TMAD 0.803 0.645 0.911 | 0.535
TMPA 0.740 0.548
OMPF 0.699 0.489
OMAD 0.717 0.514
OMPA 0.809 0.654
POP 0.986 0.972
oP PMP 0731 0534 0857 | 0.753

Note: Est. — Estimate; S.E - Standard Error; SMC - Squared Multiple Correlation; CR — Construct Reliability; AVE - Average Variance Ex-
tracted; IB - Intrapreneurial Behavior; EP — Employee Performance; OP - Organizational Performance, IB is explained by SRB (strategic
renewal behavior) and VB (venture creating behavior); EP is explained by individual task proficiency (ITPF), individual task adaptivity (ITAD),
individual task proactivity (ITPA), team member proficiency (TMPF), team member adaptivity (TMAD), team member proactivity (TMPA), or-
ganizational member proficiency (OMPF), organizational member adaptivity (OMAD), and organizational member proactivity (OMPA). OP is
explained by perceived organizational performance (POP) and perceived market performance (PMP).

Source: compiled by the author using Mplus version 8.3 based on collected data //croyHuk: cOCTaBNEHO aBTOPOM MCNONb30BaHUEM Mplus

Bepcmn 8.3 Ha OCHOBE COBPaHHbIX AAHHbIX

What’s more, in order to capture all the measuring
items beside the subcontracts, further reliability anal-
ysis in terms of Cronbach alpha is employed. The reli-
ability analysis results in 7able 2, based on Cronbach's
Alpha, indicates that all three constructs - Employee
Intrapreneurship (EI), Employee Performance (EP), and
Organizational Performance (OP) - demonstrate good
to excellent internal consistency. The IB construct,
with 8 variables, has a Cronbach'’s Alpha of 0.842, indi-
cating good reliability, while the OP construct, with
11 variables, also shows good reliability with a

Cronbach'’s Alpha of 0.842. The EP construct, measured
by 27 variables, exhibits excellent reliability, with a
Cronbach's Alpha of 0.919, indicating strong internal
consistency. Overall, these values suggest that the
items within each construct are well-aligned and reli-
ably capture their respective underlying constructs.
With all constructs showing Cronbach's Alpha values
above the acceptable threshold of 0.60 or stricter
threshold of 0.70, the model demonstrates robust reli-
ability, and no immediate revisions are necessary to
improve internal consistency [27].

Table 2 / Tabsmuya 2
Further Reliability Analysis in Terms of Cronbach Alpha / JanbHeNwWwuii aHan13 HaAeXKHOCTU Ha OCHOBe KO3 dULUEHTa
KpoH6axa
Constructs / .
KOHCTPYKLMM Number of variables / Konuuectso nepemeHHbIx | Cronbach Alpha / KoadduumeHT KpoH6axa
EI 8 0.842
EP 27 0.919
oP 11 0.842

Note: EI — Employee Intrapreneurship, EP — Employee Performance; OP — Organizational Performance.

Source: compiled by the author using Mplus version 8 based on collected data / /croyHuk: cCOCTaBNeHO aBTOPOM UCNONAb30BaHMEM Mplus

Bepcun 8 Ha OCHoBe COBPaHHbIX AAHHbIX

What's more, the validity of this study was rigor-
ously assessed through analyses of both convergent
and discriminant validity in 7able 3. The convergent
and discriminant validity based on the table show gen-
erally positive results. For convergent validity, all three
constructs - Employee Intrapreneurship (EI), Em-
ployee Performance (EP), and Organizational Perfor-
mance (OP) - demonstrate acceptable to good validity,
with AVE values exceeding the recommended thresh-
old of 0.50 (EI = 0.750, EP = 0.535, OP = 0.753) [25]. This
indicates that the constructs explain a significant por-
tion of the variance in their respective items. In terms

of discriminant validity, the square roots of the AVE for
each construct (EI = 0.866, EP = 0.731, OP = 0.868) are
higher than the inter-construct correlations, indicating
adequate discriminant validity overall [25]. However,
there is a relatively close correlation between EP and
OP (0.742), which suggests a potential overlap be-
tween these constructs, though it still meets the re-
quired threshold for discriminant validity. Given that
employee performance and organizational perfor-
mance is closely related itself, this does not mean
there is discriminant validity issue in current measure-
ment model.
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Table 3/ Tabauya 3

Result of Descriptive and Discriminatory Validity Analysis / Pe3ynbTaT aHanusa onucaTenbHOM U AUCKPUMUHALUMOHHOM

Ba/IMAHOCTU
Variables / Mean / Std. Deviation / AVE EI EP opP
MepeMeHHble CpenHee CTaHpapTHOE OTK/IOHEHUe
EI 3.863 0.636 0.750 0.866
EP 4.070 0.454 0.535 0.669 0.731
OoP 3.158 0.439 0.753 0.561 0.742 0.868

Note: AVE — Average Variance Extracted, EI - Employee Intrapreneurship; EP — Employee Performance; OP — Organizational Performance.

Square root of AVE in Italic.

Source: compiled by the author using Mplus version 8 based on collected data / /croyHuk: cOCTaBNeHO aBTOPOM UCMNONb30BaHMEM Mplus

Bepcumn 8 Ha OCHOBE COBPaHHbIX AaHHbIX

The chi-square (x?) value of 159.254, though sensi-
tive to sample size, should be interpreted alongside
additional fit indices. While a lower chi-square value
is generally preferable, it is essential to consider
other measures of model fit. The chi-square/DF ratio
of 2.569 falls within the recommended range of 1 to
3, indicating an acceptable fit to the data. Further-
more, the Comparative Fit Index (CFI) of 0.928 and the
Tucker-Lewis Index (TLI) of 0.909 both exceed the
threshold of 0.90, reflecting a good model fit. The

Standardized Root Mean Square Residual (SRMR)
value of 0.055 is below the recommended maximum
of 0.08, further supporting the adequacy of the model.
Although the Root Mean Square Error of Approxima-
tion (RMSEA) value of 0.096 slightly exceeds the ideal
threshold of 0.08, it is marginally acceptable consid-
ering the small sample size [28]. Overall, the model
demonstrates an acceptable level of fit. Detailed re-
sults are presented in 7able 4.

Table 4 / Tabanua 4

Model Fit Indicators / lMokasaTenu COOTBETCTBUA MOAENMU

Indicators / Mokasatenu \ Criteria / Kputepui Results/ PesynbTaThbl
CH-SOR SMALLER IS BETTER 159.254
DF | LARGER IS BETTER 62
CHI-SOR/DF 3>NORM CHI-SQR>1 2.569
CFI \ >0.90 0.928
TLI >0.90 0.909
RMSEA | <0.08 0.096
SRMR <0.08 0.055

Note: CH-SOR - Chi-square; DF - Degrees of Freedom,; CFI - Comparative Fit Index; TLI - Tucker-Lewis Index; RMSEA - Root Mean Square
Error of Approximation; SRMR - Standardized Root Mean Square Residual.

Source: compiled by the author using Mplus version 8.3 based on collected data //croyHuk: COCTaBNEHO aBTOPOM UCMONb30BaHMeEM Mplus

Bepcmu 8.3 Ha OCHOBE COBPaHHbIX AAHHbIX

Before proceeding with the hypotheses testing, the
potential for common method bias (CMB) was exam-
ined. Common method variance (CMV) occurs when the
variability in the data is attributed to the measurement
method rather than the underlying constructs being
studied. Given that this research utilized a single ques-
tionnaire for data collection, there was a possibility of
CMB arising from the nature and context of the study.
To assess this, Harman’s Single Factor Test was em-
ployed. This method identifies CMV by analyzing
whether a single factor accounts for the majority of the
covariance in the dataset. If a significant proportion of
variance is explained by one factor, this would suggest
the presence of CMV. In this study, Harman’s Single
Factor Test was conducted using exploratory factor
analysis (EFA) with varimax rotation [29]. The results
revealed that the one-factor solution explained only
29.832% of the total variance, with no factor loading
exceeding 50% for any of the variables. These findings
suggest that common method bias is unlikely to have
significantly impacted the results of this study.

After establishing the reliability, validity, model fit,
and ensuring the absence of common method bias, the

data were deemed appropriate to formally test the hy-
potheses in this research. Path analysis was conducted
using Mplus 8.3 to examine the two primary hypothe-
ses, with the results presented in Figure 2and Table 5.
According to the first hypothesis, employee intrapre-
neurship exerts a positive and significant influence on
employee performance. Micro-level labor productivity
is reflected in employee performance, which is meas-
ured by three key dimensions: proficiency, adaptivity,
and proactivity in individual, team, and organizational
tasks. Specifically, individual task performance, as
measured by proficiency, adaptivity, and proactivity,
captures how employees contribute to personal task
productivity. Team member performance, measured by
the same dimensions, reflects how employees en-
hance team productivity. Organizational member per-
formance, also assessed through proficiency, adaptiv-
ity, and proactivity, explains how employees drive or-
ganizational productivity. The analysis yielded signifi-
cant and positive path coefficients (3 = 0.761, SE =
0.045, p < 0.000) from employee intrapreneurship to
employee performance. Thus, it can be concluded that
employee intrapreneurship significantly enhances em-
ployee performance, confirming Hypothesis 1.
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Employee
intrapreneurship

0.761*

Employee
Performance
R2=0.579

Note: Significant at: * - p < 0.05, ™ - p < 0.01, ™ - p < 0.001

0.663***

Organizational
Performance
R?=0.440

Fig. 2. The Structural Model on the Role of Intrapreneurship to Improve Labor Productivity in Terms of Employee
Performance and Organizational Performance / Puc. 2. CTpyKTypHasi MOAeNb poJiu UHTpanpeHepCcTBa B NOBbILWEHUU
NpOU3BOAUTENIBHOCTU TPYAA € TOUKU 3peHUs 3PDEKTUBHOCTU COTPYAHUKOB U OpraHusaumm

Source: compiled by the author //crouyHuk: cocTaBneHO aBTOPOM

Table 5 / Tabamua 5

Assessing Structural Model Validity of Baseline Model / Noka3saTenu cooTBeTCTBUSA Moaenu

v DV Est. SE. Est. /S.E. P-Value/ | RSquare/ Hypo /
P-3HauyeHue R-kBappaT f'mnortesa

EI EP 0.761 0.045 16.836 0.000 0.579 Support
OP 0.663 0.059 \ 11.191 0.000 0.440 Support

Note: IV - Independent Variable; DV - Dependent Variable; Est. - Estimate; S.E - Standard Error; Hypo - Hypothesis; EI - Employee Intra-
preneurship; EP — Employee Performance; OP - Organizational Performance.

Source: compiled by the author using Mplus version 8.3 based on collected data //croyHuk: cOCTaBNEHO aBTOPOM UCMNONb30BaHWeM Mplus

Bepcum 8.3 Ha OCHOBE COBPAHHbIX AAHHbIX

The second hypothesis investigates the relation-
ship between intrapreneurship and organizational per-
formance. Organizational performance is divided into
two dimensions: performance within the organization
and outside the organization. Drawing on the meas-
urement framework established by Delaney and
Huselid [19], internal performance is evaluated based
on corporate managers' assessments of various fac-
tors, including the company’s product or service qual-
ity, the development of new offerings, the ability to at-
tract and retain key employees, customer or client sat-
isfaction, and interpersonal relations within the organ-
ization. External performance, on the other hand, is as-
sessed through managers’ perceptions of the compa-
ny's marketing effectiveness, sales growth, profitabil-
ity, and market share. As illustrated in Figure Z2and 7a-
ble 5, the analysis reveals a significant and positive
path coefficient (3 = 0.663, SE = 0.059, p < 0.000) from
employee intrapreneurship to organizational perfor-
mance. This finding indicates that employee intrapre-
neurship plays a crucial role in enhancing organiza-
tional performance, thereby confirming Hypothesis 2.

Figure 2 also presents the explanatory variances
(R® for each variable within the overall model.
R-squared (R?) is a statistical measure that indicates
the proportion of variance in the dependent variable
explained by the independent variables in a regression
model. The R? values for employee performance and
organizational performance are 0.579 and 0.440, re-
spectively. These results indicate that employee intra-
preneurship accounts for approximately 57.9% of the

variance in employee performance, supporting Hy-
pothesis 1. Similarly, around 44.0% of the variance in
organizational performance is attributable to em-
ployee intrapreneurship, supporting Hypothesis 2.
These findings offer valuable insights into the interre-
lationships among the key variables examined in the
study.

Given the presented results, this study aimed to ex-
plore the role of employee intrapreneurship in enhanc-
ing organization’s labor productivity in terms of em-
ployee and organizational performance. Findings in
this study contribute to the growing body of literature
that highlights the importance of intrapreneurial be-
havior in the contemporary workplace. First hypothe-
sis, which posited a positive relationship between em-
ployee intrapreneurship and individual employee per-
formance, was supported by the data. Specifically, this
research observed that intrapreneurship significantly
enhanced employees' proficiency, adaptivity, and pro-
activity at the individual, team, and organizational lev-
els. This finding aligns with previous research (e.g.,
[30]) that suggests employees who engage in intrapre-
neurial activities are more likely to exhibit innovative
thinking and take initiative, thereby improving their
overall work performance. The multifaceted nature of
performance enhancement - spanning individual,
team, and organizational levels - highlights intrapre-
neurship's broad impact. Proficiency improvements
may stem from employees actively seeking new solu-
tions to problems, while adaptivity and proactivity
likely benefit from the creative freedom associated
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with intrapreneurial roles [12]. This suggests that or-
ganizations should foster an environment where em-
ployees feel empowered to innovate and take owner-
ship of projects to maximize productivity at multiple
levels.

Second hypothesis, which tested the relationship
between intrapreneurship and organizational perfor-
mance, was also confirmed. Employee intrapreneur-
ship was found to positively contribute to organiza-
tional performance within and outside the organiza-
tion. Internally, firms saw improvements in the quality
of their products and services, the development of new
initiatives, employee retention and attraction, and en-
hanced workplace relationships. These findings reso-
nate with prior studies indicating that intrapreneur-
ship fosters a dynamic environment where creativity
and continuous improvement flourish. Externally, we
observed that companies with high levels of intrapre-
neurship experienced superior marketing outcomes,
higher sales growth, increased profitability, and ex-
panded market share. This suggests that the benefits
of intrapreneurship are not confined to internal opera-
tional efficiency but also extend to market competi-
tiveness [14]. Firms that promote intrapreneurial activ-
ities may be better positioned to innovate rapidly, re-
sponding to market demands and enhancing customer
satisfaction, ultimately driving growth and profitabil-
ity.

Given that both Hypotheses 1 and 2 were supported
by the data, this study can further conclude that intra-
preneurship is a key determinant of labor productivity
and efficiency in the organizational context, thereby
confirming Hypothesis 3. The strong relationship be-
tween employee intrapreneurship and both employee
and organizational performance suggests that intra-
preneurship not only enhances individual and team
outputs but also contributes to the overall operational
efficiency of the firm. Intrapreneurial employees -
those who engage in innovative problem-solving,
adapt quickly to changes, and proactively contribute to
organizational goals - directly influence key perfor-
mance metrics. Their actions lead to higher proficiency
and adaptability, which, in turn, improve labor produc-
tivity. Moreover, their contribution to product develop-
ment, market positioning, and the ability to attract and
retain talent enhances organizational efficiency.
These internal and external performance metrics serve
as crucial indicators of labor productivity, linking the
concept of intrapreneurship to broader economic out-
comes within organizations. The findings of this study
suggest that firms should view intrapreneurship not
just as a tool for fostering innovation, but as a strategic
approach to optimizing labor productivity. As compa-
nies continue to seek ways to improve operational ef-
ficiencies in an increasingly competitive business en-
vironment, promoting intrapreneurship can serve as an
effective strategy to align employee creativity with or-
ganizational goals, resulting in higher levels of effi-
ciency and output. Thus, employee intrapreneurship
can be conceptualized as an important factor to the in-
crease of labor productivity and efficiency.

Conclusion

Using samples consisting of managers from Chi-
nese companies, this research confirms that intra-
preneurship enhances both employee and organi-
zational performance, supporting the resource-
based view by positioning human capital as a val-
uable firm-level asset. It contributes to the litera-
ture on intrapreneurship and its micro- and macro-
level effects on labor productivity. The findings
suggest that intrapreneurship should be incorpo-
rated into productivity models - a factor previously
underrepresented. For managers, the results imply
that fostering intrapreneurial behavior through
supportive policies, resource allocation, and train-
ing can improve competitiveness, engagement,
and productivity. Intrapreneurship should also be
integrated into performance metrics and develop-
ment programs. From a policy perspective, incen-
tivizing intrapreneurial activities via financial and
non-financial support can vyield macro-level
productivity gains, particularly in knowledge-based
economies. Workforce development focused on in-
trapreneurial skills may also enhance employment,
innovation, and organizational resilience.

This research bears several inherent limitations.
Firstly, conclusions on labor productivity are drawn
based on proxy variables including employee effi-
ciency and organizational efficiency. Though theo-
retically valid, these variables do not serve as direct
measures of productivity such as output per capita.
Secondly, the sample solely consists of managers
from Chinese companies (N=170), which limits the
generalizability to other countries, industries and
staff categories. Thirdly, although Harman’s single-
factor test yielded a result of 29.8%, which meets
the acceptable threshold, common method bias
cannot be fully ruled out due to the self-reported
measurement approach. Further investigation into
additional factors affecting labor productivity is
also warranted.
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