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Abstract

Purpose - In response to the increasing interest in entrepreneurs’ well-being in both the entrepreneurship and
management research fields, this study builds and tests a research model on the role of entrepreneurial passion
for inventing in work engagement in the context of modern knowledge work. The research argument is built on
the job demands—resources model, the most commonly used frame for measuring employee well-being in work
and organization psychology. The research setting in this study compares digital entrepreneurs and
freelancers with traditional knowledge workers and part-time platform workers in terms of passion and
engagement.

Design/methodology/approach — Using a quantitative research design, the authors collected data from 349
highly specialized knowledge workers through anonymous questionnaires. The research hypotheses were
tested with linear and logit models.

Findings — The results show that entrepreneurial passion is positively related to increased job demands and
work engagement and that job demands can have a positive effect on work engagement in highly complex
knowledge work.

Originality/value — The study contributes to the entrepreneurship literature by expanding the analysis of
entrepreneurial passion outside the entrepreneurship context and into work engagement theory by adding
passion for inventing as an important motivational factor in modern knowledge work. Extant literature on the
consequences of work digitalization is still scarce, and this study provides insights into successful working on
digital platforms.

Keywords Entrepreneurial passion, Passion for inventing, Work engagement, Knowledge workers, Digital
work platforms, Freelancers
Paper type Research paper

Introduction

The role of entrepreneurial passion (EP) in work-related well-being in modern knowledge
work is rapidly emerging as an important research area as the world of work is undergoing
fundamental changes. The increase in autonomous work, job crafting (Bakker et al, 2012;
Berg et al., 2013) or job sculpting (Pollack et al., 2020) and continuous learning and the demand
for an entrepreneurial mindset (Turner and Pennington, 2015), along with globalization and
digitalization, are changing the way knowledge work is being carried out. The amount of
knowledge work done virtually will continue to increase with the introduction of new modes
of working, such as virtual platforms (Caballer et al, 2005), co-creation teams (Johns and
Gratton, 2013) and crowdsourcing (Barnes et al, 2015). EP (Cardon et al., 2009) can be an
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essential element of work-related well-being and successful performance in new forms of
organizing knowledge work, in which the demands for autonomy and self-dependence are
high and job security is low. One such form is work on digital platforms, in which
commissions include the novelty aspect and contracts are made on a project basis. Wiklund
et al. (2019) encourage the study of well-being in entrepreneurship research, as they believe
that entrepreneurship literature and theory can significantly contribute to the widespread
interest in work-related well-being.

In this study, we apply Cardon ef al’s (2009) definition of EP: “consciously accessible intense
positive feelings experienced by engagement in entrepreneurial activities associated with roles that
are meaningful and salient to the self-identity of the entrepreneur” (p. 517). The object or domain of
passion for which a person holds intense positive feelings refers to the entrepreneurial processes of
(1) inventing new products or services, (2) founding new organizations and (3) developing these
organizations beyond their initial survival and success (Cardon et al,, 2013). As this study’s purpose
is to compare four different knowledge work contexts — those of digital entrepreneurs, digital
freelancers, traditional-context employees and part-time platform workers — we chose to focus
solely on the domain of inventing; the domains of business founding and development are not as
relevant for the two latter groups. Passion for inventing concerns activities such as scanning the
environment for new market opportunities, developing new products or services and working with
new prototypes (Cardon ef al, 2009). Individuals with intense passion for inventing enjoy creating
new product or service ideas and finding new solutions to important needs and problems. They are
more creative than those with less passion for inventing (Cardon et al, 2013).

The purpose of this study is to test the relationships between entrepreneurial passion for
mventing (EPI) and work-related well-being manifested as work engagement among
knowledge workers in different work contexts. We use Schaufeli’s (2013) revised version of
the job demands—resources model and Hackman and Oldham’s (1976) job design theory to
build a theoretical model that investigates these relationships. We argue that having EPI
serves as a motivational resource in modern knowledge work contexts and that this
motivational resource is needed in complex problem-solving expert assignments, in which
both the pace of work and changes at work result in more variable job demands (Downes et al.,
2020). We also believe that forgoing the security of a permanent work relationship for the
purpose of working on a temporary basis on digital work platforms is an additional demand
for carrying out one’s job successfully. We ask the following question: Is EPI an essential
driver of work engagement in highly specialized knowledge work?

Our work contributes to the literature in several ways. First, it addresses the call for
research on the role of passion outside the entrepreneurship context (Newman ef al., 2021) by
extending EP to employee contexts where working requires creating new product or service
ideas and finding new solutions to important needs and problems, as identified by Cardon
et al. (2013) as to what constitutes passion for inventing. We argue that passion for inventing
is less context-dependent than the two other forms of passion (founding and developing),
which are more directly connected with new venture creation. We believe that passion for
inventing can also be experienced in other work contexts. Furthermore, we argue that as our
respondents’ level of passion for inventing is high, they find these processes related to
inventing very enjoyable. To our knowledge, this is the first study to investigate the
relationship between EP and work engagement in a heterogeneous knowledge work context,
and we therefore fill the research gap identified by Newman ef al. (2021) by discussing the
implications of passion for inventing on work-related well-being in both entrepreneur and
employee contexts. Second, it is vital for entrepreneurship theory to recognize the
strengthening role that EPI plays in increasingly autonomous and self-managed
knowledge work relationships. In addition, research on the demands of successful digital
platform work is scarce, and our study adds to the literature on work digitalization. Third, our
work enriches current knowledge on the antecedents of work engagement and adds to the



understanding of employee well-being through hedonic and eudaimonic forms of work
engagement, which we present as a novel contribution to work engagement literature.
Although work engagement has previously been measured among many professional
groups, research on work engagement focusing on a heterogeneous group of highly
specialized knowledge workers is scarce.

The article begins by introducing the theoretical foundations of the study starting with the
job demands—resources model (Demerouti et al, 2001) behind our research framework. We
then proceed to introducing our main concepts, the concept of passion, followed by the
concept of work engagement and its antecedents and outcomes. We use the model of
Schaufeli (2013) to explain why we think EPI can be a motivational personal resource in
knowledge work as a result of the increasing role of autonomy and self-management in
complex knowledge work tasks. We then build our hypotheses regarding the relationships
between EP, the demands of modern knowledge work and work engagement, also discussing
the mediating effect of increased job demands on the relationship between EPI and work
engagement. The article proceeds with an introduction of the chosen methodology and the
results of the linear and logit models. The paper concludes with a discussion of the main
findings and their theoretical implications and managerial contributions. Lastly, we present
the research limitations and offer suggestions for future research.

Theoretical framework and hypothesis development

Research model

To fill the research gap identified in the introduction, we build a theoretical model based on
two organizational psychology theories — the experience of work engagement and its
antecedents and outcomes (Schaufeli, 2013) and Hackman and Oldham’s (1976) job design
theory explaining the development of work engagement. The work engagement construct
relies on the job demands-resources model developed by Demerouti ef al (2001) as an
alternative way of measuring employee well-being. It was originally used in employee well-
being research to describe the relationship between burnout and disengagement. Based on
this model, the working environment can be divided into job demands and job resources. Job
demands are the physical, psychological, social and organizational job features that require
sustained physical or psychological efforts from an employee. Job resources are the physical,
psychological, social and organizational job features that help in achieving work goals,
reducing job demands and stimulating personal growth, learning and development (Gruman
and Saks, 2011). Schaufeli and Taris (2014) have expanded the use of the model to include the
positive aspect of (work) engagement as an outcome of the model, thus emphasizing the
motivational aspect of job resources.

The job demands-resources model is a heuristic model that specifies how employee well-
being can be produced by two sets of working conditions. Job demands are the characteristics
of the job that can evoke strain if they exceed an employee’s adaptive capabilities, and job
resources are the working conditions that the job at hand offers to individual employees. The
basic idea behind the job demands-resources model is that while job demands can lead to
exhausting employees’ physical and mental resources, job resources are motivational and can
lead to positive attitudes, behaviors and well-being. One of the central hypotheses in the job
demands-resources model is that job resources can alleviate the impact of job demands on
employees’ well-being (Hakanen et al.,, 2005). Currently, the job demands—resources model is
the most widely used frame in defining the antecedents and consequences of work
engagement. Another modification to the model is the inclusion of personal resources as
antecedents of work engagement (Schaufeli, 2013). We argue that in highly specialized
knowledge work, EPI serves as an individual’s personal resource because of its motivational
aspect in complex problem-solving situations in which the job demands are high.
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Figure 1.
Research model

In their critical review of the job demands-resources model, Schaufeli and Taris (2014)
emphasize that the model is not restricted to specific job demands or resources. This can be
both a weakness and a strength of the model. Because of its heuristic nature, it is commonly
used in concordance with other organizational theories, such as Hobfoll's (1989) conservation
of resources theory, Bandura’s (1977) social cognitive theory, Deci and Ryan’s self-
determination theory (1985) or Hackman and Oldham’s (1976) job design theory. These
supporting theories are needed to explain the underlying psychological processes involved
with the chosen demands and resources (Schaufeli and Taris, 2014). On the other hand, the job
demands-resources model can be applied to any work setting because of its flexibility.

The research model in Figure 1 summarizes the hypotheses to be tested in order to
determine (1) the relationship between EPI and the specific demands of modern knowledge
work (such as demand for autonomy, time pressure, job insecurity caused by freelancing and
social distancing because of digitalization), (2) the relationship between EPI and work
engagement and (3) the relationship between the aforementioned job demands and work
engagement.

Concept of passion

The concept of passion has its roots in social psychology (Chen et al., 2009), and during the
past decade, it has received increasing interest among entrepreneurship and management
scholars (Pollack et al, 2020). Two overlapping but distinct theoretical approaches are
typically used in examining the concept of passion: the dualistic model of passion (DMP),
which distinguishes between harmonious and obsessive passion (Vallerand et al., 2003), and
the EP concept, developed by Cardon et al (2009), which focuses on passion for the
entrepreneurial activities of inventing, founding and developing. The two key components of
EP are intense positive feelings and salience to self-identity. This view is shared by both the
DMP and EP. The main distinctions between the theories are that the DMP explicitly
articulates the cognitive and behavioral components of passion and emphasizes how passion
is internalized into one’s identity, whereas EP rejects the idea of a general entrepreneurial
identity and highlights the specific role identities of the inventor, the founder and the
developer (Murnieks et al., 2020).

Consistent with DMP, the theory of EP views intense positive feelings as more enduring
than just episodic emotions, reflecting liking, excitement and joy when engaging in or
thinking about the target of passion (Cardon ef al,, 2013). Recent studies also point to other
pertinent objects of passion that are relevant to entrepreneurs, such as a product (Warnick
et al., 2018), hobby (Milanesi, 2018), competition or social cause (Cardon et al., 2017).

In their meta-analysis, Pollack ef al. (2020) find that role-based passion has several work-
specific outcomes, such as positive affect, intrinsic and extrinsic motivation, identification,
organizational citizenship behavior, job satisfaction and life satisfaction. However, the
relationship between role-based passion and engagement was found to be relatively weak,
which can be partly explained by the small number of studies on the relationship between
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role-based passion and engagement (see also Ho and Astakhova, 2018). With the present
study, we answer the call of Pollack et al. (2020) to adopt Cardon ef al’s (2009) approach for
investigating passion outside the entrepreneurship domain by extending it to other relevant
contexts, as suggested by Venkataraman (2019) and Carlsson ef a/. (2013), in which inventing
new ideas and solutions is both a necessity and enjoyment. We measure and analyze role-
based passion in four such job types — digital entrepreneurs, digital freelancers, traditional-
context employees and part-time platform workers.

Concept of work engagement

Cambridge Dictionaries [1] defines engagement as the act of being involved with something
and, in relation to work, the process of encouraging people to be interested in an
organization’s work. The notion of work (or employee) engagement originates from Kahn’s
(1990) discussion of personal work-related engagement. For Kahn (1990), work-related
engagement comprises three equally important psychological states: meaningfulness, safety
and availability. According to Kahn (1990), personal engagement is “the simultaneous
employment and expression of a person’s “preferred self” in task behaviors that promote
connections to work and to others, personal presence (physical, cognitive, and emotional), and
active, full role performances” (p. 700).

Extant research has shown that work engagement may have positive individual and
organizational consequences. Identified as one of the most significant drivers of positive work
performance (Rich et al., 2010), work engagement consists of “a positive, fulfilling work-related
state of mind that is characterized by vigor, dedication, and absorption” (Schaufeli et al., 2002,
p. 74). Vigor refers to high levels of energy and resilience, dedication refers to strong
involvement in work and absorption refers to a pleasant state of work immersion (Yalabik
et al,, 2015). Thus, work engagement is strongly connected with meaningful work (Macey and
Schneider, 2008), which is directly related to the significance of work and to positive valence
(Steger et al., 2012). Following the work of Kahn (1990), Schaufeli e al (2002) also highlight the
positive psychological and attitudinal aspects of work.

Work engagement is closely related to other work-related concepts that show positive
orientation toward work, such as organizational commitment, job satisfaction and job
involvement. However, Shuck et al (2012) provide clear evidence that a structural and
fundamental level of employee engagement is empirically separable from organizational
commitment, job satisfaction and job involvement. Several researchers (Hallberg and
Schaufeli, 2006; Rich et al., 2010; Saks and Gruman, 2014) have argued that work engagement
exists as a distinct phenomenon, providing convincing evidence of the status of work
engagement as an independent concept that is also separate from burnout (Schaufeli and
Salanova, 2007) and workaholism (Makikangas et al., 2014).

Entrepreneurial passion for inventing in new forms of organizing knowledge work
Temporary and part-time work relationships have traditionally been referred to as atypical
(Kiggundu, 1981) or, more recently, alternative work relationships (Spreitzer et al, 2017).
Temporary organizing and working for project-based organizations are leading to an
increasing number of work relationships that are no longer categorized as traditional. This
shift toward new forms of organizing work is increasingly affecting knowledge workers who
receive complex expert assignments. Instead of a steady monthly salary, income is collected
from several sources, and working is based on an entrepreneurial type of contracting in which
assignments are both short term and come from several directions. Working in such short-
term commissions is challenging for knowledge workers, as they are expected to be both
flexible and ready for constant change (Kelliher and Richardson, 2011).

Independent contractors are a novel group among knowledge workers. They sell their
expertise case by case or for a certain duration to an organization. This highly specialized

Passion for
mventing




JEBR
979

group of knowledge work experts is clearly distinguishable from traditional, temporary or
seasonal workers whose efforts are in demand during high seasons or other special occasions.
A clear majority of independent contractors have chosen this type of work voluntarily, and in
most cases, their job satisfaction is higher than that of comparison groups (Van den Born and
Van Witteloostuijn, 2013). Independent contractors can also be called freelancers, who often
have a permanent relationship with an organization that employs them on a regular basis
(Van den Born and Van Witteloostuijn, 2013). The special characteristics of knowledge
workers’ freelancing have received little attention thus far in scientific research. Thus,
inadequate information exists about the risks and consequences of transferring from
traditional steady work relationships to freelancing. Uncertainty about the continuation of
work assignments and a sufficient level of income are significant factors for workers’ well-
being (Senior, 2014), and they are challenged in this context.

Digitalization, for its part, has enabled the rise of the platform economy, in which
organizing and carrying out work tasks, as well as the process of value creation, differ
radically from traditional ways of arranging work. The platform economy also enables
organizing new modes of working, such as interdependent co-creation or autonomous
distance work, at opposite ends of the spectrum (Kenney and Zysman, 2016). Social
distancing because of a lack of colleagues or working on different time zones, causing the loss
of direct contacts, can be considered among the special demands of platform work.

Stenholm and Nielsen (2019) argue that EP is supported by individual competencies.
Academics are increasingly interested in discovering the ways in which employees influence
or shape their work conditions in contexts where these conditions are based on employees’
individual abilities and are aligned with individual preferences (Bakker ef al., 2016).

Based on the job demands-resources model and the hedonistic perspective (Diener, 1984)
of affect-based fit, it can be postulated that individuals are generally motivated to feel good
about their situation and tend to behave in ways that can sustain this positive feeling (Ho and
Astakhova, 2018). Thus, individuals take actions seeking to balance their job demands with
their personal resources. If individuals are highly passionate about inventing, they are more
committed and persistent in pursuing complex problem-solving or opportunity-recognition-
related tasks, and they are also more effective in accomplishing them (Pollack et al., 2020).
Therefore, highly passionate individuals are more likely to feel that their current job demands
are not at the level of their abilities, and they would seek more challenging tasks.

We begin by hypothesizing the following:

HI. The higher the level of EPI, the more likely a person is to seek a job with increased
demands.

Entrepreneurial passion for inventing and work engagement

Basing on the motivational aspect of the job design theory, we argue that EPI further
increases work engagement in the complex autonomous work tasks increasingly demanded
from the individual knowledge worker in organizations. From research linking job demands
and resources to work engagement (Trépanier et al, 2014) and research on the role of passion
in performance (Vallerand ef al, 2007) and positive organizational outcomes (Dirks and
Ferrin, 2001), we assume that EP can have a positive impact on job-related positive attitudes,
such as work engagement. Therefore, we seek to clarify the relationship between EPI and
work engagement among knowledge workers.

In earlier research, Breugst et al. (2012) find that EP increases employees’ organizational
commitment, and Cardon et al (2017) show that passion increases entrepreneurs’ dedication
and commitment to their ventures, their persistence in pursuing venture-related goals and
activities and their ability to become and remain fully engaged in their actions. Thus, if
inventing is a central element in one’s identity (a person sees oneself as an inventor and



problem-solver) and a source of enjoyment, it is more likely that the person will find modern
knowledge work as engaging. The positive affect and identity centrality of passion for
inventing can result in greater work dedication, more vigorous (energetic and resilient) effort
in work-related tasks and a feeling of pleasant work immersion, provided that the individual’s
work involves tasks requiring new ideas, creativity and problem-solving. We believe that
these kinds of tasks are common in modern knowledge work, and in this context, it is likely
that passion for inventing serves as an antecedent of work engagement. Therefore, we
hypothesize the following:

H2. EPI has a positive relationship with work engagement (UWES).

Work engagement in new forms of organizing knowledge work

Job design theory (Hackman and Oldham, 1976) focuses on both employees’ psychological
states and job characteristics (task variety, identity, significance, autonomy and feedback).
The relevance of job characteristics to positive job attitudes has been shown in several
studies (Truss ef al., 2013), particularly their relevance to work engagement, such as in a meta-
analysis conducted by Christian ef @/ (2011). Kahn (1990), the first academic to discuss
personal engagement, suggests that job characteristics are important antecedents of
employee attitudes and behaviors, and the job demands-resources model also emphasizes
the positive connection between job characteristics and work engagement.

Traditional job design theory suggests that being able to design one’s own job is
motivational. Previous studies have shown a strong connection between motivation and
work engagement (Schaufeli and Salanova, 2007; Van Beek et al., 2012). Crawford et al. (2010)
distinguish between two types of job demands: challenges (e.g. workload, time pressure,
responsibility) and hindrances (e.g. role conflict, role ambiguity). They argue that challenges
tend to be positively related to work engagement, whereas hindrances tend to be negatively
related to it. The positive valence of challenge demands can be explained by associated
personal gains (Cavanaugh ef al., 2000) or a more active style of coping (Crawford et al., 2010).
Similar findings have been found in other studies, implicating that job demands may have
different relationships to various outcome variables (Schaufeli and Taris, 2014); Downes et al.
(2020) predict that job demand variability becomes particularly important in new forms of
organizing work. We argue that choosing to work as digital entrepreneurs or freelancers and
even working part-time on digital work platforms, where self-dependence is strong and job
insecurity is high, could serve as either a challenge or a hindrance, depending on the
individual’s personal resources and motivational capabilities to cope with such demands. We
further argue that as knowledge workers deal with these challenging work demands by
utilizing their personal resources and succeed, a positive connection between job demands
and work engagement follows as a result.

We therefore hypothesize the following:

H3. Job demands in new forms of organizing knowledge work are positively related to
work engagement (UWES).

Taken together, the three hypotheses presented earlier constitute a model in which job
demands could act as a mediator variable in the relationship between passion for inventing
and work engagement. In other words, a higher passion for inventing could promote the self-
selection of individuals into more demanding jobs, which, in turn, would trigger a higher level
of work engagement.

The kind of well-being which stems from investing effort and succeeding in demanding,
effortful, self-determined activities is inherent to the concept of eudaimonic well-being (Ryan
and Deci, 2001) that goes beyond happiness and feelings of pleasure, which is the essence of
hedonic well-being (Stephan, 2018). Waterman (1993) showed that hedonic well-being and

Passion for
mventing




JEBR
979

eudaimonic well-being are strongly correlated but distinct dimensions of the well-being
construct, both related to fulfillment of goals. However, hedonic well-being was more related
to being relaxed and happy, whereas eudaimonic well-being was more related to being
challenged and exerting effort, that is, actualizing one’s potential.

Following the theorizing and empirical results by Schaufeli ef al (2008), work engagement
can be considered one form of work-related well-being; therefore, work engagement also
possibly includes both hedonic and eudaimonic elements. The hedonic element of work
engagement (ie. feeling a pleasant state of immersion/absorption while working) could result
directly from the passion felt for the work activities in question, regardless of the characteristics
of the work itself. On the other hand, eudaimonic work engagement (i.e., feelings of vitality and
full functioning) seems to require a certain number of challenging demands. Fulfilling these
demands, especially when they are autonomously set by the individual, would then turn into
eudaimonic engagement.

To summarize, EPI could impact work engagement by two separate mechanisms: (1)
directly, as the intense positive feeling inherent in EPI drives hedonic work engagement, and
(2) indirectly, through self-selection of highly passionate individuals into more demanding
activities, causing eudaimonic work engagement. Therefore, we propose the following
hypothesis:

H4. The relationship of EPI with work engagement (UWES) is partially mediated by
increased job demands.

Research methods

The data were collected in September 2017 and March 2018 through an online questionnaire
sent to experts either working as employees in traditional organizations or contracting for
two digital work platforms headquartered in Finland. The first digital platform is based on
the idea of co-creation, in which complex problem-solving tasks are assigned to temporary
project teams composed of members of a large expert community. These members consist of
both full-time entrepreneurs and part-time platform workers who usually have a permanent
work contract with another organization. The online questionnaire was sent to all experts
who listed themselves as interested in the community since it was established in 2013. The
second digital platform offers autonomous expert services in translation and proofreading, in
which clients submit task requests online, and the organization assigns suitable freelancers
from its community. There is a high representation of women among freelancers offering
translating services, and this was also the case in the second platform. The online
questionnaire was sent to all experts who have engaged in activities on the digital platform
since 2012. Experts working as organizational employees are members of a Finnish academic
trade union. Most of them are academic engineers and architects. There are approximately
72,000 members in the trade union, and the online questionnaire was sent to 3,000 arbitrarily
chosen members via a link in the trade union’s newsletter in September 2017.

The data on the experts contracting on digital work platforms included 237 respondents,
and the data on the members of a Finnish academic trade union included 289 respondents, of
which 276 stated that they had a steady work relationship in traditional organizational
settings (instead of classifying themselves as entrepreneurs or freelancers). Because of
missing values in the responses, the effective sample size was 349 responses: 171 digital work
platform experts and 178 traditional knowledge workers.

The data included many missing values, and the effective sample eligible for analysis was
much smaller than the number of submitted questionnaires. Therefore, analyzing missing
value bias was necessary, as 458 respondents completed the questions for the Utrecht Work
Engagement Scale (UWES) and 401 reported a complete scale for passion. We cross-tabulated
the demographic variables of gender and age and determined whether the scales included



missing values, and we found no dependencies among these. Instead, a potential source of
bias related to the samples was found. The respondents representing the co-creation platform
produced more missing values than expected compared with the two other data sources.
However, this can be explained by the novelty of the co-creation platform, and the main cause
of missing values is the lack of experience in working on the platform, so we conclude that
there is no actual bias related to missing values across the samples.

Measurement

The central concepts of EP and work engagement were measured using previously validated
instruments. Cardon ef al’s (2013) EP measure consists of 13 items, and we used the first five
items to reflect EPI. To measure work engagement, we used Schaufeli ef al’s (2006) shortened
version of a work and well-being survey, the UWES, which comprises nine items. Some of the
original items were rephrased, depending on the context for which the survey was aimed. As
suggested by Sonnentag (2003) and Schaufeli ef al (2006), nine UWES items were measured
as a one-dimensional engagement construct.

The respondents were asked to rate the statements based on how well the statements
described the respondents and their way of working. The response scale varied from 1 = “Not
well atall” to 7 = “Extremely well.” Examples of measurement items on the surveys included
“Searching for new ideas for products/services to offer is enjoyable to me” and “Scanning the
environment for new opportunities really excites me” to measure EPI, as well as “I am
enthusiastic about my job” and “I get carried away when I am working” to measure work
engagement. The full list of items is shown in Table 1.

Measurement validation for these two constructs was conducted with confirmatory factor
analysis using maximum likelihood estimation for continuous variables with STATA 15.1
software. The goodness-of-fit indicators suggested a moderate fit for the measurement model
(y* = 192.32, df = 73, RMSEA = 0.066, NFI = 0.981). Table 1 summarizes the results of the
measurement model with the standardized loadings and reliability indicators. Measurement
reliability is assessed based on composite reliability (CR) and average variance extracted
(AVE), which are calculated using factor loadings and error variances. The general
acceptance levels are 0.700 for CR and 0.500 for AVE (e.g. (Diamantopoulos and Siguaw, 2000;
Fornell and Larcker, 1981). It can be concluded that the measurement of the constructs meets
the established criteria for reliable measurement, allowing further analysis.

Item UWES EPI
I am enthusiastic about my job 0.934
My job inspires me 0921
When I get up in the morning, I feel like going to work 0.847
At my job, I feel strong and vigorous 0.840
[ am proud of the work that I do 0.828
At my work, I feel bursting with energy 0.817
I feel happy when I am working intensely 0.762
[ am immersed in my work 0.725
1 get carried away when I am working 0.660
Searching for new ideas for products/services to offer is enjoyable to me 0.883
Inventing new solutions to problems is an important part of who I am 0.847
I am motivated to figure out how to make existing products/services better 0.830
Scanning the environment for new opportunities really excites me 0.830
It is exciting to figure out new ways to solve challenging problems 0.817
Composite reliability 0.948 0924

Average variance extracted 0.671 0.708

Passion for
mventing

Table 1.
Standardized loadings
and reliability
indicators




JEBR
979

10

A measure for the demands of the job was created based on the reported job type and data
source (pure digital platform vs traditional work). Of the total respondents, 178 were
employees with a traditional type of contract, and their work status was considered the most
secure and least digital. The second type of job demand involved entrepreneurs working on
digital platforms (61 respondents); their job status was considered the riskiest and least
secure, and they worked in a fully digital environment. The third type of job demand included
freelancers operating in a digital environment and included 81 respondents. This type of job
is not as demanding as the job of entrepreneurs in digital platforms but not as secure as the
job of traditional workers. The final type of job demand included part-time workers on digital
platforms who simultaneously have a more permanent employment contract elsewhere (29
respondents). The study included basic control variables, namely gender and age, when the
hypotheses were tested. Age was measured using an ordinal scale (1 = less than 35, 2 = 35—
44,3 = 45-54, 4 = 55 or older).

Analysis methods
The hypotheses were tested using STATA 15.1 software. Because of the nature of the
dependent variables, various analysis methods were applied to test the hypotheses in
the research model. As the dependent variable for the first hypothesis was categorical, the
relationship was analyzed with multinomial logit. The second and third hypotheses were
tested with linear regression.

The final hypothesis about the mediation effect was tested using a set of linear and logistic
regressions, as proposed by Iacobucci (2012).

UWES = by, + cEPI, 1)
— 1

p(D) = T oo ek @

UWES = by + bJD + ¢EPI. )

The aforementioned three equations follow the basic logic of the seminal tests presented by
Baron and Kenny (1986), with the exception that the second equation must be estimated with
logistic regression instead of ordinary least squares (OLS) because of the categorical nature of
the mediator variable (job demands). This makes it impossible to apply the classic Sobel
(1982) test to calculate the size and statistical significance of the indirect effect. However,
Tacobucci (2012) showed that the test of the indirect effect can be achieved by standardizing
the coefficients a from Eq. (2) and b from Eq. (3). (i.e. by division with their respective standard
errors, s, and s, as shown in Eq. (4)).

z2.2 lxﬁ

akh Sa” S

ZMediation = = Zuié . (4)
Oz Z+z;+1

The test statistic z3zgiqsion can be compared to the standard normal distribution, where it is
statistically significant at a = 0.05 level if its absolute value is larger than 1.96. To obtain a
detailed view of each of the four job demands categories, we conducted the mediator analyses
separately for each pair of categories, estimating Eq. (2) with binary logistic regression.

Results

Descriptives

The descriptive statistics of our variables are shown in Tables 2 and 3. Table 2 shows the
means and standard deviations for EPI and work engagement (UWES), broken down into the
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EPI UWES T .
Gender N Mean SD. Mean SD. anentlng
Male 225 5.53 1.08 5.19 1.09
Female 124 5.29 1.26 5.25 1.19
Test statistics daf t b t P
347 1.89 0.060 —0.480 0.632 11
Age N Mean SD. Mean SD.
<35 79 553 1.16 540 1.16
35-44 102 5.39 1.02 515 118
45-54 83 5.37 1.29 5.04 1.09
>55 85 549 114 5.28 1.05
Test statistics af F J/ F J/
3,345 0.397 0.756 1.62 0.184
Total N Mean SD. Mean SD. DTal_)le.Z.
349 544 115 521 113 . | Desctiptive
. . . . information by gender
Note(s): EPI = Entrepreneurial passion for inventing, UWES = Work engagement and age
DE DF TE PT Test statistic (df)
Gender )
Male N (%) 43 (19%) 41 (18%) 121 (54%) 20 (9%) 72 =896 (3)p = 0.030
Female N (%) 18 (15%) 40 (32%) 57 (46%) 9(7%)
Age
<35N (%) 16 (20%) 32 (41%) 24 (30%) 79%) 72 =3168(9) p = 0.000
35-44 N (%) 18 (18%) 24 (24%) 52 (51%) 8 (8%)
45-54 N (%) 8 (10%) 12 (14%) 57 (69%) 6 (7%)
>55 N (%) 19 (22%) 13 (15%) 45 (53%) 8(9%)
EPI Mean 6.04 5.64 5.10 5.73 F = 1353 (3, 345) p = 0.000
EPLS.D. 0971 0.952 1.20 0.968
UWES Mean 5.87 5.65 4.82 5.03 F = 2143 (3, 345) p = 0.000
UWES S.D. 0.978 0911 1.09 1.15 Table 3
Total N (%) 61 (17%) 81 (23%) 178 (51%) 29 (8%) Descriptivé
Note(s): DE = Digital entrepreneur, DF = Digital freelancer, TE = Traditional-context employee, PT = Part- information of the
time platform worker, EPI = Entrepreneurial passion for inventing, UWES = Work engagement job types

categories of the control variables (gender and age). The gender distribution in our sample is
dominated by males; out of the total of 349 respondents, only 36% are female. The average
value of EP is higher among males (5.53) than females (5.29), but according to the independent
samples #-test, the difference is only statistically marginally significant (p = 0.060). Females
have a higher mean in work engagement (5.25) than males (5.19), but this is not statistically
significant.

The sample is quite evenly distributed across four age groups — individuals under 35
years old, 23%; individuals aged 3544 years, 29%; individuals aged 45-54 years, 24%; and
individuals 55 years or older, 24%. EPI does not seem to vary considerably across the age
groups, and the one-way ANOVA indicates no significant differences (p = 0.756). Work
engagement is, on average, lowest among the group of 45-54-year-olds (5.04), whereas the
highest average (5.40) is observed among the youngest respondents, but the differences are
not statistically significant.
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Table 3 shows the job types. Employees in the traditional work context are the largest
group, accounting for 51% of the sample, followed by digital freelancers (23%), digital
entrepreneurs (17 %) and part-time platform workers (8%). Job type is significantly related to
both gender and age according to the Chi-square test of independence (p < 0.050 for both). The
majority of entrepreneurs are male and under 45 years old, whereas the majority of
freelancers are female and under 45 years old. To a lesser extent, traditional knowledge
workers are more likely to be male.

The lower part of Table 3 shows that traditional-context employees score, on average,
lower than do the employees in other job types in EPI (5.10) with the highest within-group
variation, and they have the highest average score in work engagement (4.82). Digital
entrepreneurs have the highest mean scores (6.04) for EPI and UWES (5.87). Part-time
platform workers stand out with high scores on passion (5.73) combined with a low level of
engagement (5.03), along with the highest within-group variation. The correlation matrix of
all variables is presented in Appendix, showing that the correlation between passion and
engagement is positive and statistically significant (» = 0.485, p = 0.000).

Hypothesis testing

Our dependent variable (job type) in assessing Hypothesis 1 is a categorical variable with four
non-ordered categories, and we therefore apply a multinomial logit model to test H1. The
higher the level of EPL the move lLikely a person is to seek a job with increased demands. We use
traditional-context employees as the baseline category against which the three other job
tyges are compared. The results are shown in Table 4. The model is statistically significant
(y* = 82.71,df = 15, p = 0.000), but McFadden’s pseudo R? indicates a rather modest fit with a
value of 0.094.

Gender has a significant positive coefficient (b = 0.60, p = 0.046) in the comparison of
digital freelancers with traditional-context employees. The relative risk ratio of 1.64 indicates
that females have 1.64 times higher odds than males of choosing a digital freelancer job over a
traditional employee position. Age is also significantly related to job type. It is not surprising
that the highest likelihood of choosing digital-context jobs over traditional employee
positions is observed in the youngest age group (i.e. those under 35 years). Interestingly, the
lowest odds are among those in the age category from 45 to 54 years. This age group differs
significantly from the youngest group, and the relative risk ratios indicate that the likelihood
of the middle aged to be a digital entrepreneur and a freelancer is only 19% and 17%,
respectively, compared with that of the young.

EPI has positive and statistically significant coefficients for all three comparisons. The
highest relative risk ratio is 2.64 for digital entrepreneurship. This implies that for a one-unit
increase in EPL the odds of choosing digital entrepreneurship over traditional employment
are 2.64 times higher. The impact of EPI on choosing digital freelancing and digital part-time
work is somewhat weaker but nevertheless statistically significant. Thus, Hypothesis 1 is
supported. The predicted marginal probabilities as a function of EPI are shown in Image 1.

Hypotheses 2 and 3 focus on the impacts of EPI and job type on work engagement. The
basic assumptions of OLS estimation were checked with statistical tests and graphics. First,
the linearity assumption was confirmed by the scatterplots of each explanatory variable
against the dependent variable, and Ramsey’s RESET test for omitted variables yielded
similar results (FF = 124, df = 3 and 337, p = 0.295). Second, the White test for
heteroskedasticity resulted in a Chi-square value of 45.01 (df = 31) with borderline statistical
significance (p = 0.050). Although a graphical examination of the residuals revealed no
evidence of heteroskedasticity, we applied robust standard errors when interpreting the
parameter estimates in Table 5. Multicollinearity was not an issue, as the tolerance values for
EPI (0.88), gender (0.91), age categories (ranging from 0.58 to 0.59) and job types (ranging
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Figure 2.
Predicted marginal
probabilities of job
types as a function
of EPI

Table 5.

Linear regression
model

explaining UWES

Multinomial logit predicted probabilities

03_ -
o
2© -
)
%
sy
(\! -
o
o 8= & 4
1.|00 2.60 3.60 4.60 5.60 G.IOO 7.I00
Entrepreneurial passion for inventing
——@—— Digital entrepreneur ——@—— Digital freelancer
——@&—— Traditional employee ——@&—— Part-time digital
b robust s.e T b beta
Constant 2.71%%% 0.35 7.79 0.000
EPI 0.41%%* 0.06 7.15 0.000 0.46
Male
Female 0.12 0.11 1.05 0.295 0.05
<35
35-44 —0.06 0.15 —0.37 0.711 —0.02
45-54 -0.05 0.16 —0.29 0.769 —0.02
55 0.08 0.15 0.53 0.595 0.03
TE
DE 0.65%** 0.14 452 0.000 0.22
DF 0.58*** 0.14 431 0.000 0.22
PT —0.06 0.23 —0.25 0.799 =001
Model fit N F df Jid Adj. R?
349 19.71%%* 8, 340 0.312 0.296

Note(s): *p < 0.10, **p < 0.05, **p < 0.01, DE = Digital entrepreneur, DF = Digital freelancer,
TE = Traditional-context employee, PT = Part-time platform worker, EPI = Entrepreneurial passion for
inventing

from 0.46 to 0.73) were all higher than the generally applied lower limit of 0.01. The normality
of residuals was rejected based on the Shapiro-Wilk W test (W = 0.95, Z = 5913, p = 0.000),
but the graphical analysis of the histogram and normal probability plot revealed no serious
violations.

The estimation results are displayed in Table 5. The model is statistically significant
(F = 19.71 with 8 and 340 degrees of freedom, p = 0.000). The control variables (gender and
age), job type and EPI explain 31.2% of the variation in work engagement. The effect size of
each independent variable was further assessed by the eta squared values. EPI alone
accounts for 18% of the variation in UWES, whereas job type accounts for 9%. The
explanatory power of the control variables was negligible, as the eta squared for both gender
and age was as low as 0.003.



The parameter estimates for age and gender are all statistically nonsignificant, implying
that work engagement among knowledge workers is independent of gender or age. EPI has a
positive (0.41) and statistically significant (f = 7.15, p = 0.000) coefficient, indicating that a
one-unit increase in EPI increases work engagement by 0.41 units. Thus, Hypothesis 2 is
supported.

Digital-context job types are compared with traditional-context jobs, and two out of the
three estimated parameters are statistically significant. Digital entrepreneurs have, on
average (ceteris paribus), 0.65 units higher work engagement compared with traditional
employees, and digital freelancers have 0.58 units higher work engagement than traditional
employees. However, part-time platform workers do not differ in engagement from
traditional employees (b = —0.06, f = —0.25, p = 0.799). Therefore, Hypothesis 3 is supported.

The results for the mediating effect (Hypothesis 4) are shown in Table 6. The tests were
conducted separately for each pair of job demand types, resulting in six comparisons, as
shown in the columns of Table 6. The testing involved the estimation of Equations (1)—(3), and
based on the estimated coefficients and their standard errors, the test statistic Zazediazion) WS
calculated from Equation (4).

The parameter estimates for EPI in Model 1 are all positive and statistically significant
and remain so in Model 3. This indicates that the effect of EPI on UWES is positive and not
fully mediated by job demands. However, based on Model 2, partial mediation is possible for
comparisons DE-DF, DE-TE, DF-TE and TE-PT, as EPI has a significant effect on the job
demands. However, in comparisons DE-DF and TE-PT, the effect of job demands on UWES
(Model 3) is not significant, ruling out the possibility of partial mediation. Thus, a significant
indirect effect is found only in two comparisons: DE-TE and DF-TE. This means that in the
comparison of digital entrepreneurs or freelancers with traditional employees, a higher level
of passion for inventing can encourage the individual to choose a more demanding career

JD categories

compared DE-DF DE-TE DE-PT DF-TE DF-PT TE-PT
N 142 240 90 260 110 208

Model 1 (linear regression, dependent: WE)

EPI c 0412 0.521 0.485 0.449 0.258 0.399
Se 0.073 0.052 0.109 0.053 0.099 0.058
2z 559k 10,09 4 45 8.4k 2.60%* 6.84%#%

Model 2 (logistic regression, dependent: JD)

EPI a 0472 0.906 0.294 0437 -0.176 —0.628
Sa 0.185 0.172 0.224 0.132 0.219 0.210
24 2.55%* 5,27k 1.32 3.3k —0.800 — 299k

Model 3 (linear regression, dependent: WE)

EPI ¢’ 0.406 0.445 0.434 0.395 0.271 0.402
Ser 0.076 0.053 0.105 0.052 0.095 0.060
zp 5.38 ek 839wk 4. ]15%k 7 G 2,847k 6.75%

D b 0.053 0.632 0.703 0.612 0.645 0.048
Sp 0.149 0.148 0.217 0.129 0.205 0.203
2 0.36 4 22k 3. 23k 4. 75%%% 3.4k 0.24

Mediation effect

Effect size 2.2 0918 22.24 4.26 15.68 —251 -0.718

Collected s.e 2.76 6.83 3.63 587 3.39 3.16

Zomediation 0.332 3260 117 2674 0741 —0.227
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path, which, in turn, can result in higher work engagement, as the individual is trying to meet
the demands. Therefore, Hypothesis 4 is supported.

Common method bias and robustness check

Our research model is mainly based on objective items, such as age, gender, and job type.
However, passion for inventing and work engagement were measured with self-assessments.
While this is a common procedure when evaluating abstract concepts, such as passion and
engagement, it can easily result in common method bias, in which false internal consistency
can affect the research results. Given these concerns, we conducted a robustness check, as
recommended by Podsakoff and Organ (1986). We also ensured that no reverse causality
exists between our concepts. Comparing the means across two time points helps visualize
stability in our concepts over time.

A follow-up survey was conducted six months after the baseline survey and was targeted
only at knowledge workers who gave permission for the follow-up. A robustness check for
our analyses was possible with 50 observations regarding platform-based knowledge
workers. The relationships between engagement and passion for inventing were analyzed
with linear regression using engagement measured in the follow-up as a dependent variable
and passion for inventing measured in the baseline as an independent variable. The results
suggest a significant relationship, as the standardized coefficient for passion was g = 0.311
(» = 0.015). EP was also analyzed across the time points. A comparison of the distributions
between the baseline and follow-up showed similar distributions (# = 0.169, p = 0.866). The
follow-up data did not include traditional knowledge workers, but the mean values of passion
in the second survey were approximately the same as those measured in the first survey
among the different types of knowledge work.

Discussion

In response to the growing interest in the changing context of knowledge work and the
increase in alternative work arrangements (Hubner et al, 2020; Spreitzer et al., 2017), the
present study emphasizes the importance of EPI in the development of work engagement in
diverse knowledge work contexts. There is a positive gain cycle between antecedent
determinants and the consequent outcomes of work engagement (Hakanen ef al, 2008; Tims
and Bakker, 2010), which makes work engagement such a significant element in worker well-
being. Trépanier ef al (2014) have studied how job demands and resources are related to
burnout and work engagement by using the DMP. However, to the best of our knowledge,
research linking EP and work engagement has not been conducted previously (Ho and
Astakhova, 2018).

According to Hauff et al (2020), employee well-being is important for organizations not
just because it is a goal per se but because several studies have established that increased
employee well-being, especially work engagement, is directly and indirectly linked with
organizational performance. Hauff ef al argue that employee well-being is a key mechanism
for organizational effectiveness. From the employee perspective, increasing different types of
job demands may have positive effects on well-being, manifesting itself as work engagement
(Harju et al, 2021). Also Schaufeli et al. (2008) have previously theorized that work
engagement represents one form of work-related well-being. In previous research, work
engagement, together with other concepts describing positive organizational behavior, has
been connected with eudaimonic well-being (De Simone, 2014; Grant et al., 2007). However, the
topic is rarely discussed in the work engagement literature. We argue that both hedonic and
eudaimonic elements of well-being can be present when experiencing work engagement.
Based on our analysis results, hedonic work engagement (feeling a pleasant state of
immersion/absorption while working) can result directly from being passionate about work



activities, followed by the fulfillment of challenging work goals, which then results in
eudaimonic work engagement (feelings of vitality and absorption).

Our first hypothesis focused on the connection between high EPI levels and a tendency to
seek more demanding work roles. Our results show higher mean values for passion for
inventing with digital entrepreneurs and freelancers. It seems that EPI leads to work
engagement and thus serves as a motivational (Hackman and Oldham, 1976) and personal
resource (Schaufeli, 2013), especially in the digital platform context. We interpret this as a
tendency for people with high levels of EP to be more interested, by nature, in inventing new
ideas and solutions, as well as in engaging in complex problem-solving work tasks; therefore,
they choose more challenging work roles, such as entrepreneurship or freelancing, which
require autonomy and responsibility for defining their work resources and time management.
We further speculate that highly specialized knowledge workers who choose to contract
temporarily on digital platforms are, again, by nature, passionate and engaged in their work
tasks, which is why they choose to tolerate the uncertainty and ambiguity of working in these
project-based work contracts. These arguments are supported by the results of testing
Hypothesis 4, which suggested that increased job demands mediate the relationship between
passion for inventing and work engagement. This implies that individuals with higher levels
of motivational personal resources, such as EPI can find further motivation and become more
engaged in their work through increased job demands.

We used the job demands-resources model (Demerouti et al., 2001) to explain why passion
for inventing can serve as a resource in complex problem-solving knowledge work. The
positive connection between passion for inventing and work engagement confirmed our
second hypothesis, indicating that knowledge workers’ work engagement is partly driven by
EPI in different types of contexts, including those outside the entrepreneurial context
(Newman et al, 2021). While we expected that digital entrepreneurs and freelancers would
have higher values for passion for inventing compared with traditional workers, it was
interesting to discover that they also had higher values for work engagement. Thus, our third
hypothesis about the positive relationship between job demands and work engagement was
also supported.

We consider digital entrepreneurship to be the most challenging knowledge work context
in our study, in which job demand variability is the highest (Downes et al., 2020). Based on
Crawford et al’s (2010) distinction, we argued that job demands in new forms of organizing
work would more likely act as challenges (rather than hindrances) and be connected with
associated personal gains. Together with the fact that the level of work engagement does not
differ between traditional employees and part-time platform workers, it seems that
knowledge workers in digital-context job types have more resiliency in dealing with
increased job demands and associate this type of working with personal gains, such as
autonomy, flexibility and the possibility for diverse project assignments. This is consistent
with the findings of Hessels ef al (2017) that self-employed freelancers and entrepreneurs
experience less work-related stress and more satisfaction with their work because they have
greater job control. Part-time platform workers seem to prefer the best of both worlds,
although this might mean increased workloads and occasionally giving up some free time.

It is worth noting that the low representation of middle-aged knowledge workers in digital
entrepreneur or freelancer job types was surprising. This phenomenon was irrespective of
gender. We can only speculate that the reason for this could be a greater appreciation for
work—family life balance.

Conclusions

Theoretical implications

As our main contribution, the results of our theoretical model provide new insights into the
effect of EP on employee well-being manifested as work engagement. The power of passion in
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modern autonomous and highly specialized knowledge work opens interesting avenues for
the inclusion of entrepreneurship theory in work and organization studies. By integrating the
entrepreneurship literature with a frame used for analyzing employee well-being in work and
organizational psychology, we move beyond looking at EP solely as a concept to be studied
among entrepreneurs and freelancers, as suggested by Newman et al. (2021).

Previously, the behavioral consequences of EP have mainly been studied in the context of
entrepreneurship. As a secondary contribution, we introduce the categorization of modern
knowledge workers with job type variability based on the level of entrepreneurial activity
they face in their work role. We show that the level of EP can serve as an indicator of the job
type a person is interested in and most suitable for. Comparing passion for inventing and
work engagement in four different job types gives us further insights into the differences in
how people react to challenging work conditions. Given the challenge of studying EP
in different domains, we only examine passion for inventing, as we believe it is more relevant
in diverse knowledge work contexts than the other two dimensions of Cardon et al’s (2013)
measure.

The present study contributes to the extant literature on work engagement by
acknowledging EP as an antecedent of work engagement, especially in modern knowledge
work. We also test the relationship between job demands and work engagement and find a
positive connection between high job demands and work engagement in new forms of
organizing knowledge work. In the revised model of the job demands—resources model
(Schaufeli and Taris, 2014), this connection was not tested. In addition, the presence of both
direct and indirect effects of EPI to work engagement suggests that both hedonic and
eudaimonic elements of well-being can be present in work engagement. This is a novel and
interesting addition to work engagement theory.

Our contribution to the organizational literature is significant, as a growing number of
employees can be classified as knowledge workers (i.e. employees who use knowledge for
higher productivity and performance; Davenport and Cantrell, 2002; Dul et al.,, 2011), either as
independent contractors or as employees in organizations. We also build on the literature on
work digitalization by introducing the job type classification for digital platforms. Comparing
the established relationships between job types offers interesting avenues for future research
in the context of new modes of working.

Practical implications

Our research results are valuable to both human resource management personnel in
traditional organizations and digital platform providers worldwide. In traditional
organizations, autonomy and complex problem-solving situations are also becoming more
frequent.

Schneider et al. (2018) have established that organizational practices strongly correlate
with workforce engagement, and Hubner et al (2020) have explained that experiencing
meaningfulness in work leads to identifying with the (entrepreneurial) firm and building
affective commitment. These ideas are in line with the concept of intrapreneurship (Moriano
et al., 2014) and can lead to entrepreneurial types of contributions (Hubner ef al., 2020) in the
employing organization. With the assistance of passionate and engaged employees, the
chances of tackling the challenges of the fast-paced contemporary economy and gaining a
competitive advantage become more likely. We have established in this study that high levels
of EPI are related to high levels of work engagement. This finding could be significant for
organizations operating mainly with traditional work contracts. We suggest considering the
introduction of an entrepreneurial attitude to employees through training, encouragement
and mentoring.

For digital platform providers, building a virtual community in which independent
contractors are excited about challenging problems and motivated to engage with the



platforms’ operations is crucially important. Our study indicates that digital platform
providers can benefit from EPI among their contractors, as it leads to positive results, such as
work engagement. The connection between work engagement and performance has been
established in several studies (Bakker and Demerouti, 2008; Gruman and Saks, 2011; Rich
et al.,, 2010).

Limitations and future vesearch directions

As with all studies, this work also has limitations. Our measurements were partly based on
self-evaluation and may thus be affected by common method bias (Chang et al, 2010). In
addition, our study mainly focused on a cross-sectional survey in which we could only show
the relationships between our concepts. We addressed this by performing a robustness check
to show that work engagement at time 2 was affected by passion for inventing at time 1
among digital entrepreneurs and freelancers. Still, further longitudinal studies are needed to
enforce our findings. Another suggestion for future research along these lines would be to
measure EP among, for example, recently graduated university students and then determine
a few years later whether the high levels of EP at time 1 could explain the students’ career
choice at time 2. Future studies could also test whether the relationship between passion for
inventing and work engagement is similar in different relevant occupational groups.

Another bias in our sample was in our respondents’ age profiles. Although our sample was
quite evenly distributed across age groups, traditional employees were significantly older
than the members of other job type groups. However, age as a control variable was not
statistically significant in our sample.

We focused on EPI because of the creative knowledge work context, but other domains of
passion could also be relevant determinants of work engagement in other contexts; for
example, passion for a social mission or an environmental cause could be an important
predictor of engagement in the social and sustainable business context. It is true that we still
do not know enough about what truly drives highly specialized knowledge workers to fully
engage in their work context. We also made the presumption that digital entrepreneurs,
digital freelancers and part-time platform workers in this study see their work as an
opportunity rather than a necessity. Future studies should consider the relevance of this
difference.

Based on the results, we suggested as a new contribution to work engagement theory that
both hedonic and eudaimonic elements of well-being can be present in work engagement. As
these two forms of well-being are intensively discussed in the well-being literature, future
research could examine this suggestion more closely and study the role of hedonic and
eudaimonic work engagement and whether there are differences between the determinants
and outcomes of these two types of work engagement.

Finally, research on modern knowledge work is scarce. We suggest looking more deeply
into combining other issues of entrepreneurship theory and organizational research, as the
importance of an entrepreneurial attitude among knowledge workers will continue to
increase in the near future.

Note
1. http://dictionary.cambridge.org/dictionary/english/engagement.
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