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Szanowni Czytelnicy,

w drugim numerze ,,Zeszytéw Naukowych Uniwersytetu Ekonomicznego
w Krakowie/Cracow Review of Economics and Management” przedstawiamy szes¢
artykutéw w jezyku angielskim i dwa w jezyku polskim. Zeszyt otwiera artykut
Konrada Kolegowicza i Wojciecha Szymli po§wigcony podejmowaniu decyzji
inwestycyjnych i ich wptywowi na tworzenie miejsc pracy w przedsigbiorstwach
sektora energetycznego. Podstawa wnioskowania byta analiza korelacji miedzy
nakfadami inwestycyjnymi a liczbg pracujacych z uwzglednieniem tempa ich
zmian oraz efektu opdznienia. Na podstawie przeprowadzonych badan stwierdzono
wystepowanie réznic dotyczacych ksztattowania si¢ badanych wielkosci oraz ich
wzajemnych relacji w podziale na klasy wielkoSci przedsigbiorstw. Analiza korelacji
wykazata niski stopien wspoizaleznosci w przedsigbiorstwach matych i Srednich,
a wysoki w duzych.

W drugim artykule Grzegorz Wojtkowiak, Beata Skowron-Mielnik i Marcin
Gotembski podejmuja prébe okreSlenia wyzwan badawczych dotyczacych zachowan
pracowniczych w warunkach stosowania wymuszonej pracy zdalnej. Na podstawie
przeprowadzonych studiéw literatury przedmiotu oraz badan ankietowych i opinii
menedzeréw autorzy okreslili istote wymuszonej pracy zdalnej oraz wskazali
problemy badawcze i wyzwania o charakterze praktycznym w tym obszarze. Stwier-
dzono wystgpowanie réznic w identyfikowaniu tych probleméw migdzy responden-
tami biorgcymi udzial w badaniach ankietowych a menedzerami uczestniczacymi
w warsztatach po§wieconych tej problematyce. Oprécz zidentyfikowania gtéwnych
probleméw zwigzanych z wymuszong praca zdalng i hybrydowa wskazano réwniez,
jakie sg uwarunkowania tej formy pracy w odniesieniu do jej efektywnoSci.

Pandemia COVID-19 stanowi tto dla rozwazan zawartych w trzech kolejnych
artykutach. Magdalena Knapifiska prezentuje wyniki badafn na temat czynnikéw
determinujgcych poziom i dynamike¢ bezrobocia w Polsce w latach 2018-2021.
W analizie uwzgledniono nastgpujace czynniki: koniunkture gospodarczg, popyt
na rynku pracy, migracje oraz nastroje spoteczne. W rezultacie przeprowadzonych
badafi stwierdzono wystepowanie zaleznoSci miedzy zachorowaniami i zwigzanymi
z nimi obostrzeniami w gospodarce a ksztattowaniem si¢ wspomnianych wcze$niej
czynnikéw determinujgcych bezrobocie. Zaprezentowane w artykule rozwazania
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wzbogacaja istniejacag wiedz¢ na temat pandemii COVID-19 w sferze gospodarki,
w szczeg6lnoSci w odniesieniu do zjawiska bezrobocia.

Wplyw pandemii COVID-19 na stosowanie spofecznie odpowiedzialnych
dziatafi w obszarze zarzadzania zasobami ludzkimi przez male i Srednie przed-
siebiorstwa stanowi przedmiot artykutu autorstwa Jolanty Stec-Rusieckiej i Agaty
Warminskiej. Na podstawie przeprowadzonych badan empirycznych autorki stwier-
dzity, ze podczas pandemii COVID-19 w praktyce zarzadzania ludZmi w matych
i Srednich przedsigbiorstwach obecna byta problematyka spotecznej odpowie-
dzialno$ci biznesu. Zarzadzajacy starali si¢ stwarza¢ pracownikom odpowiednie
warunki pracy i wynagradzania oraz wspiera¢ ich w zakresie szkolen i rozwoju
zawodowego.

Marta Juchnowicz i Hanna Kinowska przedstawiaja w swoim artykule wyniki
badafi na temat czynnikow wptywajacych na dobrostan pracownikéw w okresie
pandemii COVID-19. Na podstawie badan ankietowych przeprowadzonych droga
elektroniczng na poczatku 2021 r. zidentyfikowano gtéwne sposoby percepcji tych
czynnikow przez badanych pracownikow. Dalsza analiza pozwolita na wskazanie
dwdch najwazniejszych czynnikéw determinujacych poczucie dobrostanu u pracow-
nikéw — sg to bezpieczenstwo pracy i ciekawa praca. Badani pracownicy dzielili
sie na tych, ktérzy dostrzegali znaczenie obu tych czynnikéw, oraz na tych, ktérzy
skupiali si¢ na jednym lub drugim z nich.

Przywddztwo stanowi od wielu lat przedmiot rozwazafi w licznych publika-
cjach naukowych. Justyna Bugaj i Alla Sulyma podejmujg w swoim artykule probe
uporzadkowania réznych sposobéw ujmowania istoty przywddztwa. Podstawe
analizy stanowil przeglad literatury przedmiotu od 2010 r., w ktérym uwzgledniono
55 publikacji indeksowanych w bazie Scopus. Przeprowadzona analiza potwierdzita
ztozonoS$¢ fenomenu przywddztwa oraz réznice w jego ujmowaniu przez autorow
wywodzacych sie z réznych krajéw. Autorki zaproponowaty wtasne ujecie przy-
wodztwa, ktore faczy elementy przywddztwa sytuacyjnego i stuzebnego oraz jest
rozpatrywane w szerszym kontekscie organizacyjnym. Wskazujac kierunki dalszych
badan, zwrécono uwage na potrzebg uwzgledniania perspektywy pici oraz réznic
geograficznych i kulturowych.

Stawomir Kamosifski analizuje w swoim artykule postawy przedsi¢biorcéw
wobec misji 1 wartoSci jako elementu wewnetrznej architektury przedsigbiorstwa.
Na podstawie badan empirycznych, ktére mialy form¢ wywiadéw przeprowa-
dzonych z przedsiebiorcami z sektora mikro-, matych i Srednich przedsigbiorstw,
stwierdzono, Ze misja i wartoSci stanowigce dziedzictwo przesztoSci sa przej-
mowane w procesie sukcesji. Autor przedstawia rézne postawy przedsigbiorcow
wobec misji i warto$ci: od odrzucenia ich jako zbednych, poprzez dostrzeganie
znaczenia misji i wartosci i ich realizowanie, skoficzywszy na ich wdrazaniu pod
wplywem czynnikéw zewnetrznych.
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Oddawany do rak Czytelnikoéw numer ,,Zeszytow Naukowych” zamyka artykut
Anny Wziatek-Stasko i Oleny Krawczyk-Antoniuk poSwigcony wptywowi wieku
pracownikéw na postrzeganie skfadnikéw proefektywnoSciowego klimatu organi-
zacyjnego. Na podstawie analizy literatury przedmiotu oraz badaf empirycznych
potwierdzono, Ze wiek jest czynnikiem moderujacym postrzeganie wspomnianych
sktadnikéw klimatu organizacyjnego, ktére sa skorelowane z wybranymi miarami
efektywnosci organizacji. Wyniki badan wzbogacaja istniejaca wiedz¢ na temat
wplywu klimatu organizacyjnego na efektywnoS¢ organizacyjna przez pokazanie,
jak postrzegaja ten wptyw osoby w réznym wieku.

Konczac przeglad artykutéw sktadajacych si¢ na drugi numer ,,Zeszytéw Nauko-
wych”, chciatbym podkreslié, ze przedstawione w nim opracowania dotyczg aktu-
alnych i ciggle niedostatecznie zbadanych probleméw z zakresu dyscypliny nauki
o zarzadzaniu i jako$ci, w szczegdlnoSci pracy i zarzadzania ludZmi w kontekScie
zachodzacych zmian i wyzwan zwigzanych z pandemiag COVID-19. Zyczac inte-
resujacej lektury, wyrazam nadzieje, ze poruszane w artykutach kwestie, prezen-
towane poglady i formutowane oceny bgda sktania¢ do refleksji i stanowi¢ Zrédto
inspiracji do podejmowania dalszych badan w tym zakresie.

Prof. dr hab. Aleksy Pocztowski
Redaktor naczelny
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Dear Readers,

In this issue of Zeszyty Naukowe Uniwersytetu Ekonomicznego w Krakowie/ Cracow
Review of Economics and Management we present six articles in English and two
in Polish. The issue opens with an article by Konrad Kolegowicz and Wojciech
Szymla, who look at investment decisions and their impact on job creation in the
energy sector. The basis for their conclusions was an analysis of the correlation
between a company’s investment outlays and its number of employees, taking into
account the pace at which these numbers change and the delay effect. The authors’
research led them to conclude that there are significant differences in how the values
develop over time as well as in their mutual relations divided into the size classes of
enterprises. The correlation analysis they conducted showed a low degree of inter-
dependence in small and medium-sized enterprises and a high degree in large ones.

In the second article, Grzegorz Wojtkowiak, Beata Skowron-Mielnik and Marcin
Gotembski identify research challenges surrounding the behaviour of employees
engaging in enforced remote work. Using their study of the literature, surveys
and the opinions of managers, the authors lay out a definition of enforced remote
work and indicate research problems and practical challenges in this area. They
found differences in how these problems were identified by two groups, respond-
ents participating in surveys and managers taking part in workshops conducted
to address these issues. In addition to identifying the main problems in enforced
remote and hybrid work, the authors examine conditions characterising this form of
work in the context of its overall effectiveness.

The COVID-19 pandemic is the backdrop for the considerations elaborated in the
next three articles. In the first, Magdalena Knapifiska presents the results of research
on factors determining the level and dynamics of unemployment in Poland in the
years 2018-2021. The following factors were taken into account in the analysis:
economic situation, demand on the labour market, migrations and social moods.
The results of the research led the author to conclude that there is a relationship
between the incidence of COVID-19, the economic restrictions it brought about
and the development of the factors determining unemployment. The considerations
presented in the article enrich the knowledge base on the COVID-19 pandemic and
its economic impact, particularly on unemployment.
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Jolanta Stec-Rusiecka and Agata Warminska discuss the impact of the COVID-19
pandemic on the use of socially responsible activities in human resource manage-
ment at small and medium-sized enterprises. Their empirical research shows that
corporate social responsibility was used to manage employees in small and medium-
-sized enterprises during the COVID-19 pandemic. The paper also examines how
managers sought to create appropriate working conditions and remuneration, and to
support employees in training and professional development.

In their article, Marta Juchnowicz and Hanna Kinowska present the results of
research on factors affecting the well-being of employees during the COVID-19
pandemic. Based on online surveys done at the beginning of 2021, the authors identi-
fied the main ways employees perceive these factors. Further analysis allowed them
to identify the two most important factors determining the well-being of employees
— job security and interesting work. The employees surveyed were divided into those
who saw both of these factors as important and those who focused on one or the
other of them.

Leadership has been the subject of consideration in numerous scientific publi-
cations for many years. In their article, Justyna Bugaj and Alla Sulyma attempt to
organise various ways of understanding the meaning of leadership. The analysis is
based on a review of the subject literature written since 2010, including 55 publi-
cations indexed in the Scopus database. The analysis confirms that leadership is
a subject of great complexity, and that the approach to it differs by authors from
different countries. The authors propose their own approach to leadership, which
combines elements of situational and service leadership and is considered in
a broader organisational context. They also conclude that there remains a need to
consider the perspective of gender as well as geographical and cultural differences.

For his article, Stawomir Kamosifnski conducted interviews with micro, small
and medium-sized enterprise owners as the basis of his empirical research. He uses
this to analyse the attitudes of entrepreneurs to their company’s mission and values
as an element of internal company architecture. The author found that the mission
and values constituting the company’s heritage are taken over in the succession
process. He uncovers a range of attitudes among entrepreneurs to their companies’
missions and values, with some rejecting them as redundant, others embracing them
as important and therefore keeping them, and still others adjusting them to respond
to the influence of external factors.

The issue concludes with an article by Anna Wziatek-Stasko and Olena Krawczyk-
-Antoniuk, who look at the influence of employee age on the perception of a pro-
-effective organisational climate and its constituent elements. Based on an analysis
of the literature and their own empirical research, the authors confirm that age plays
a role in moderating the perception of these components, which are correlated with
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selected measures of organisational effectiveness. The research results add to our
knowledge base on how organisational climate impacts organisational performance
by showing how people of different ages perceive this impact.

In concluding this review of the second issue of the Cracow Review of Economics
and Management, 1 would note that the articles presented take up current and
often insufficiently researched problems in the science of management and quality,
particularly the management of work and human resources in the context of ongoing
changes and challenges related to the COVID-19 pandemic. I hope that the issues
these articles raise, the views they present and the assessments they formulate
encourage reflection and inspire readers to undertake further research in this field.

Prof. dr hab. Aleksy Pocztowski
Editor-in-chief
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ABSTRACT

Objective: The main objective of the research was to confirm the existence of a relationship
between the investment outlays energy companies make and the number of workers they employ.
The existence of this relationship would indicate the presence of a correlation between investment
outlays and jobs created.

Research Design & Methods: The objects of the research were energy companies operating
in Poland divided into size classes (small, medium, large). To confirm the assumed research
hypothesis, the rate of change of two quantities — capital expenditures and number of employees
— was analysed in equivalent periods and taking into account the delay effect (¢ + 1). The study
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of the relationship between quantities was done with correlation analysis. Linear regression
analysis was used to simultaneously determine the level of interdependence of variables R? and
the Pearson coefficient.

Findings: The results confirmed significant variation in the development over time of the two
quantities, as well as their mutual relations divided into size classes of enterprises. The correlation
analysis showed a low degree of interdependence in small and medium-sized enterprises and
a high level in large ones. However, the negative direction of this interdependence in large
enterprises was a surprise.

Implications/Recommendations: The research results indicate that the high investment
intensity in the energy sector results in an increase in the automation of manufacturing activities
but does not necessarily involve changes in human resources. However, these relations may be
differentiated by enterprise size classes.

Contribution: The article contributes to the knowledge base on measures of enterprise
development and the relationships between them. It could provide a methodological basis for
conducting similar research in other industrial sectors.

Article type: original article.

Keywords: investments, employment, job creation, energy sector enterprises, measures of
development.

JEL Classification: O14, 16, Q48.

STRESZCZENIE

Cel: Celem badaf bylo potwierdzenie istnienia relacji pomiedzy naktadami inwestycyjnymi
ponoszonymi przez przedsigbiorstwa energetyczne a liczba oséb w nich pracujacych. Wyste-
powanie tej relacji wskazywaloby na istnienie korelacji pomigdzy naktadami inwestycyjnymi
a tworzonymi nastgpnie miejscami pracy.

Metodyka badan: Przedmiotem badan byty przedsigbiorstwa energetyczne funkcjonujace
na terenie Polski w podziale na klasy wielkoSci (mate, Srednie, duze). W celu potwierdzenia
hipotezy badawczej dokonano analizy zmian dwéch wielkosci (naktady inwestycyjne, liczba
pracujacych), a takze tempa ich zmian zaréwno w okresach réwnowaznych, jak i z uwzgled-
nieniem efektu opdznienia (¢ + 1). Badanie relacji pomigedzy wielkoSciami polegalo na analizie
korelacji. Wykorzystano analiz¢ regresji liniowej, wyznaczajac jednocze$nie poziom wspéiza-
leznosci zmiennych R? oraz wspétczynnik Pearsona.

Wiyniki badan: Uzyskane wyniki potwierdzity znaczne zréznicowanie ksztaltowania sig¢
w czasie badanych wielkosci oraz ich wzajemnych relacji w podziale na klasy wielkoSci
przedsiebiorstw. Przeprowadzona analiza korelacji wykazata niski stopien wspo6izaleznosci
w przedsigbiorstwach matych i §rednich, a takze wysoki poziom w duzych. Zaskoczeniem byt
natomiast ujemny kierunek tej wspétzaleznosci w przedsigbiorstwach duzych.

Whioski: Wyniki badafi wskazuja, ze duza intensywnos¢ inwestycyjna w sektorze energetycz-
nym skutkuje raczej wzrostem automatyzacji dziataih wytworczych i nie musi wigzac si¢ ze
zmianami w potencjale osobowym, jednak relacje te moga by¢ zréznicowane w podziale na
klasy wielkoSci przedsigbiorstw.
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Wkiad w rozwéj dyscypliny: Artykut wzbogaca nurt badah w zakresie miernikéw rozwoju
przedsiebiorstwa oraz wystepujacych pomiedzy nimi zaleznoSci. Moze stanowi¢ podstawe
metodologiczng do prowadzenia podobnych badafi w innych sektorach przemystu.

Typ artykulu: oryginalny artykut naukowy.

Stowa kluczowe: inwestycje, zatrudnienie, tworzenie miejsc pracy, przedsigbiorstwa sektora
energetycznego, mierniki rozwoju.

1. Introduction

The energy sector is defined as a part of fuel and energy sector involved in the
production, transmission and distribution, and trade of electricity. According to the
description in the Polish Classification of Activities (PKD), electric power engi-
neering is included in group 35.1, section D, PKD symbol 35, namely “Production,
transmission, distribution and trade of electricity”. The electric power industry is
a “base sector”, meaning it has a significant impact on the development and compet-
itiveness of other areas of the economy, particularly industry (Daniluk 1999, Ecke
et al. 2017). The strategic nature of the power industry, apart from its importance
for the economy, is also demonstrated by its role as an independent industrial sector
employer (68,000 in 2020). The industry also commanded a 16% share of overall
industrial sector investment outlays in that year.

This significant role of the energy sector in the economy meant that, from the
beginning of the political changes in Poland, the transformation of the sector and
individual energy companies have been treated very seriously. However, over the
last three decades, both the needs and directions of transformation have changed
numerous times. In the first decade of change (the 1990s), the main focus was on
creating a new operating model for the sector, both in terms of legal and institutional
conditions as well as its ownership structure. The second decade saw changes in the
corporate structure of the sector, horizontal and vertical integration of enterprises,
gradual liberalisation of the energy market through the introduction of competition,
the principle of third-party access to the network (TPA) and the legal separation of
activities (unbundling) (Kwiatkowski 2008, Makaruk 2008, Gugler, Rammerstorfer
& Schmitt 2013, Szymla 2014). The second decade was also a time of rising anxiety
related to the growing awareness of the need to restore aging power generation and
network assets. However, at the end of this decade, a challenge was mounted to
the EU’s energy and climate package, which were announced in 2007 and 2008
(Szymla 2013, Kowalke & Prochownik 2014, Pefia & Rodriguez 2019). The stigma
of the EU’s climate policy is undoubtedly a hallmark of the past decade and
a harbinger of difficult transformations to come in the next decades. Currently, in



14 Konrad Kolegowicz, Wojciech Szymla

the era of still tightening emission reduction targets and other requirements set forth
under the EU’s climate policy (Rosenow et al. 2017, Tagliapietra et al. 2019), the
need to transition to new sources of power generation and to adapt the transmission
and distribution network to the needs of distributed generation based on Renew-
able Energy Sources (RES) has come to the fore (Zamasz 2015, Oliva et al. 2022).
This transition, planned for the coming decades, will require huge investments. It is
estimated that by 2040, capital expenditures will amount to approximately PLN
320-342 billion for energy generation sources alone (Energy... 2021). According to
various forecasts, investment outlays are to be accompanied by a significant increase
in employment, especially in industries related to RES. According to a forecast
prepared by the Jagiellonian Institute think tank, employment as a result of the tran-
sition may increase by 616,000 people by 2040 (Moskwik, Krupa & Roszkowski
2021). According to another forecast, in 50 countries of the world, including Poland,
in the RES sector alone, employment would increase fivefold by 2050, of which
85% of new employees would find a job in the wind energy and photovoltaic sectors
(Siedlaczek 2021).

Such far-reaching conclusions regarding the connection of investment outlays
and employment prompted us to examine their legitimacy. This discussion will be
both a continuation and development of research we have already conducted, both
in terms of the dynamics and directions of development of enterprises in the power
sector (Szymla 2015, 2016, 2020), as well as the relationship between investment
outlays and the size of employment (Kolegowicz 2017, 2019). The main thesis of the
article is that increasing investment outlays will be accompanied by rising employ-
ment in the sector. If this thesis bears out, another question will arise: to what extent
the investment outlays made by energy companies contribute to the creation of jobs
in the sector.

The article is a part of a wider series that study the basic measures of enterprise
development and the relationships between them in individual economic activities
and industry sectors, with special regard to division by size classes of enterprises.

2. Literature Review

Investment decisions taken in enterprises cover all kinds of economic expendi-
tures for the reproduction of all types of tangible and intangible economic resources
including human, material and monetary ones. Investment decisions are of crucial
importance to an enterprise’s long-term survival. Such decisions form the founda-
tion of an enterprise’s development and its long-term effectiveness (Finanse przed-
sigbiorstwa... 1999, p. 361). They also enable the company, through reconstruction
decisions, to maintain its current position and to increase its potential. The impor-
tance of investment decisions in shaping the directions and scale of further business
operations makes these decisions crucial to the company’s operations (Levy &
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Post 2005, Zygmunt 2013). They condition the further development of all economic
entities and their business activities that make up the whole of the management
processes in individual countries. Investment decisions determine the spending
of funds on economic objects, securities or intangible assets, the latter including
rights enabling the execution of economic processes, the recovery of capital and
an increase in an enterprise’s potential (Towarnicka 1996, Walica 1998). Methods
for measuring the economic effects of investments including fixed assets growth,
employment growth and fixed assets per employee have been reported on in the
subject literature (Kolegowicz 2019). The interdependence of investments and tech-
nical progress is reflected in these methods.

Investments can be further defined as investment activities that are based on
certain management decisions intended to increase an enterprise’s potential.
They determine the enterprise’s future development and its current operations.
They can be treated as the foundation for implementing the overarching objective
of the company’s operations — to maximise its value (Jaki 2012). It can be stated,
therefore, that investment decisions significantly influence the future direction
of a company’s development. H. Towarnicka (2003) defines investment decisions
as “strategic economic decisions”.

Taking into account these definitions of investments and the many similar ways
of understanding them, presented in the subject literature (see also: Koc & Waslicki
2001, Felis 2005, Henzel 2005, Rudkowski 2006, Michalak 2007, Smoleni & Urban
2010, Kasprzak-Czelej 2013, Jensen & Jones 2020), investing is the act of an enter-
prise spending money to obtain economic effects in a current period or deferred
in time.

The significance of time and its impact on investment effects comes from the
thus understood essence of investments. Investment decisions as a subject of the
development activity of enterprises, national economy and its particular areas are
characterised by higher risk and uncertainty occurring at every stage of the invest-
ment process, including expenditures, expected outcomes, payback period, the need
to accumulate significant cash and more. The purpose of the investment, and the
expenditure incurred for its implementation, is to obtain desired effects, including
substantive effects, structural, micro- and macroeconomic quantitative, qualitative
and social effects. Of particular importance are the effects that create the material
and non-material and legal conditions for further development by increasing both
the production potential and the degree of utilisation and efficiency of managing
available resources.

It is worth mentioning that the economic effects of investments significant for
the future development of enterprises are obtained with the size and structure of
investment expenditures appropriate from the point of view of development goals.
What is important is not only their size and dynamics, but also the directions of
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investing. When they are subordinated to rationally defined development goals,
investments ensure that those goals are achieved. They therefore largely depend on
the reliability, comprehensiveness and accuracy of analyses and assessments of the
purposefulness and feasibility of investments made in the preliminary stage of their
implementation, taking into account their type, scale, location, and the investor
(Kolegowicz 2017).

The main goal of the article is to analyse the relation of investment decisions
and their impact on employment in energy sector enterprises in Poland, according
to the size classes of those enterprises. Of course, the situation on the labour market
depends on the great number and variety of phenomena and processes taking
place in the economy. As the subject literature and empirical research make clear
(Gawrycka 2002, Wisniewski & Salejko-Szymczak 2004, Tokarski, Roszkowska &
Gajewski 2005, Beard, Ford & Kim 2014, Gawrycka & Szymczak 2015, Szymczak
2017, Kolegowicz 2019), the investment process is closely correlated with the
number of jobs generated. Investments carried out by enterprises allow for the crea-
tion of new jobs, while constant investment enables existing jobs to be maintained.
At the same time, not all investments generate new jobs or contribute to the main-
tenance of existing jobs, as they can only increase the level of labour productivity.
The impact of investment on labour productivity can be complex, especially in
a low-growth economy. Maintaining existing jobs can be difficult due to the need to
adjust the quality and level of employees’ qualifications to the positions enterprises
offer (Bremond, Couet & Salort 2005).

On the other hand, increasing labour productivity improves the efficiency
of operations, which makes enterprises more competitive. And investments that
increase competitiveness may be conducive to increasing employment levels. Critical
analysis of the subject literature allows us to observe that, despite the discrepancies
in defining the scope of factual investment decisions, there is no doubt that fixed
assets are consistently the area that is most frequently invested in (Zygmunt 2013).

3. Data and Methodology

The subject of the research was the analysis of changes in investment outlays and
the number of employees as well as the relationship between the analysed variables.
The analysis was carried out on the group of non-financial enterprises classified as
the economic activity class PKD 35.1, referred to as the energy sector, employing
more than 9 people. The results were presented in a breakdown into four groups:
total enterprises (more than 9 people), small (employing 10—49 people), medium
(50-249) and large (more than 249 people). Micro enterprises (0—9 employees) were
not included in the research due to the high share of self-employment entities, i.e.
those that do not conduct investment activities aimed at improving their compet-
itiveness, increasing their productivity, and, as a result, increasing employment.
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Furthermore, as these entities are not required to conduct statistical reporting, the
data describing them are presented in public statistics only as estimates. Only enti-
ties covered by the obligatory reporting by the Central Statistical Office (F-01 and
F-02) were subjects of the research. Data on their activities for the years 2007-2020
were obtained from the databases of the Central Statistical Office and the PONT
Info collections, and their time scope also covered the COVID-19 pandemic.

Comparative analysis based on statistical linear regression was used to map the
relationships between the variables in the form of an appropriate function. This was
done to search for the specific class of functions that would best characterise the
relationship between variables and determine whether the relationship is statisti-
cally significant and the strength of the interactivity. For this purpose, a measure
of the strength of the rectilinear relationship between two measurable features —
the Pearson linear correlation — was used.

To analyse the interdependence of time series, a critical significance level of
a = 0.05 was adopted, compared with a p-value test probability. A value lower than
the critical level of significance means that one can proceed ad hoc, as if the null
hypothesis that no correlation exists has been rejected (the degree of correlation as
a numerical value is given in the results of the analyses only when the condition of
p-value < a is met). The correlation was measured using the Pearson R coefficient
(degrees of correlation: < 0.1 slight, 0.1-0.3 weak, 0.3-0.5 average, 0.5-0.7 strong,
0.7-0.9 very strong, > 0.9 an almost full correlation). The measure of variability
applied was the standard deviation and the coefficient of variation (the ratio of the
standard deviation to the mean).

A linear regression model was adopted to analytically illustrate the relation-
ship between an explained (dependent) variable and an explanatory (independent)
variable and to determine the nature of this relationship (Pifatowska 2006). The fit
for the regression equation was established using the determination coefficient R?
(fit levels: 0.0—0.5 unsatisfactory, 0.5-0.6 weak, 0.6—0.8 satisfactory, 0.8—0.9 good,
0.9-1.0 very good).

Due to the nature of investment outlays, the effects of which are usually spread
over time, the research also took into account the effect of delay. Therefore, the data
on capital expenditures were compared to employment data from the same period
and from the ¢ + 1 period.

4. Findings from the Empirical Research

Energy sector enterprises in Poland were broken down into three classes: small,
medium and large (according to the number of employees) (see Fig. 1). Analysis of
this structure indicates their significant diversification and a strong dominance of
large entities, which prompts analysis of the dependencies in question in individual
size classes. The share of large enterprises was 89% in 2007 but had risen to 95%
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in 2020. At the same time, the share of middle-sized enterprises decreased by 7 pp
while the share of the small enterprises increased by 1 pp.

1% 0% 2% 34,

89% 95%

2007 2020
ESmall OMedium [OLarge

Fig. 1. The Structure of Number of Employees of Small, Medium and Large Energy
Enterprises in Poland (2007 and 2020)

Source: the authors, based on data from: Internetowa baza danych PONT Info — Gospodarka — Sektor
Srednich i Duzych Przedsigbiorstw, http://www.pontinfo.sm.pl (accessed: 31.01.2022), Wyniki finan-
sowe... (2021), Zmiany strukturalne... (2021).

The structure of investment outlays (Fig. 2) of energy sector enterprises is similar
to the structure of the number of employees. The share of large enterprises domi-
nates (90% in 2007) throughout the entire period, with a slight downward trend to
89% in 2020. Meanwhile, there was a simultaneous decrease (by 1 pp) in the share
of investment outlays in the medium-sized enterprise class and an increase in the
share of the small enterprise class (by 2 pp).

Energy sector investment expenditures (Fig. 3) were characterised by a clearly
outlined upward trend with a break point in 2015, when the trend reversed. 2015 was
also the year with the highest capital expenditure in the energy sector. Analysis of
the number of employed persons indicates a sustained increase until 2010. At that
point, the downward trend emerged and continued until the end of 2020. In the
class of small enterprises, an increase in the number of employees was observed
throughout the entire period, with its maximum values being recorded in 2020.
Investment outlays by small entities were characterised by a high degree of volatility
and a strong increase from 2018 through 2020. In contrast to the small enterprises,
the number of employed in medium-sized enterprises followed a clear downward
trend (the lowest number of employed in 2020). Investments made by medium-size
entities, like their smaller counterparts, were characterised by a high degree of
volatility without an outlined long-term trend, but with a strong increase from
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Fig. 2. The Structure of Investment Outlays of Small, Medium and Large Energy Enterprises
in Poland (2007 and 2020)

Source: the same as for Figure 1.

2019. In the class of large energy enterprises, a regular reduction in the number of
employees was observed from 2010. The size of investment outlays by large enter-
prises was characterised by an increase until 2015, when the trend was reversed.
It then continued until 2020.

The next step in the analysis was to compare the ratio of investment expendi-
tures per employee (Fig. 4). This made it possible to observe the relationship of the
two variables analysed in the form of one measure, thus relativising the assessment
and allowing the direction of their changes to be indicated. It is interesting that the
largest investment expenditures per employee were incurred by small enterprises
foremost, but by 2018 also by large entities. Investment expenditures per employee
in small energy enterprises did not show a clearly defined change trend, and the
highest expenditures were observed in 2010. In large entities, an upward trend could
be observed until 2015, and then a slight decrease, despite the fact that the number
of employees stabilised. It is noteworthy that there were comparably strong increases
in investment outlays per employee in the small and medium-sized enterprise class
in 2019 and 2020. The increases were caused in the small enterprises by a strong
increase in investment outlays, while there was also a simultaneous reduction in the
number of employees. In large energy sector enterprises, the opposite tendency was
observed. This was influenced by a strong successive reduction in the number of
employees. Finally, in 2020 the amount of investment per employee in small enter-
prises was 1.5 times higher, and in medium-sized enterprises 2.8 times higher, than
in large enterprises.

To assess the possible impact of investments on changes in employment in
energy sector enterprises in total in Poland in the years 2007-2020, a linear regres-
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sion analysis was done for a comparable period' and taking into account the annual
delay (t — 1)* of the investment effect (Fig. 5). Analysis of the interdependencies
of variables for the energy sector in total, and the coefficient of determination
(R? = 0.44), indicates a relatively low (unsatisfactory) fit of the regression equation.
A strong relationship between investments and the number of employees was not
confirmed. 44% of the variability in the employment level of enterprises in Poland
is explained by changes in investment outlays, while 39% is attributable to other
factors (complete results of the univariate regression analysis (significant effects)
are presented in Table 1). The value of the Pearson correlation coefficient (rxy =
=—0.667) indicates a strong correlation between the variables. Considering the delay
of the investment effect by 1 year (Fig. 5), the coefficient of determination increased
to the level of R? = 0.76, indicating a fairly satisfactory fit of the regression equation.
At the same time, the value of the Pearson correlation coefficient (rxy = —0.871)
proves a very strong correlation between investments and the number of employees
at energy sector enterprises.

900
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200
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2007 2008 2009 2010 2011 2012 2013 2014 2015 2016 2017 2018 2019 2020
OSmall OMedium ELarge

Fig. 4. The Investment Outlays per Employee in the Energy Sector Enterprises in Poland
by Size Classes (2007-2020) (Thousands of PLN/Person)

Source: the same as for Figure 1.

In small enterprises, there was no adjustment (R*> = 0.017) and, at the level of rxy =
=0.132, a very low correlation. Considering the effect of delaying the investment by
1 year, the level of adjustment increased slightly to R? = 0.043, but still maintained

! Data comparison for the same years.

2 Investment outlays for period ¢ and the number of employees in period 7 — 1.
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a very low correlation (rxy = 0.207). The result of the linear regression analysis both
for comparable periods as well as taking into account the delay does not allow the
conclusion that there is a relationship between the change in investment outlays and
the change in employment in small enterprises.
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Fig. 5. The Coefficient of Determination R? and the Value of the Pearson Correlation
Coefficient for the Relationship between Investments and the Number of Employees
in Energy Sector Enterprises in Poland by Size Classes (2007-2020)

Source: the same as for Figure 1.

Linear regression analysis in medium-sized enterprises shows (R? = 0.043) the
lack of fit of the regression equation and a very weak correlation (rxy = 0.208).
Considering the delay of the investment effect, a decrease in the coefficient of deter-
mination was observed (R? = 0.003). This confirms that the variables did not match,
and a simultaneous reduction in the Pearson correlation coefficient (rxy = 0.054),
confirming the weak correlation. On the basis of these results, it is not possible to
demonstrate the existence of a statistically significant relationship between employ-
ment and investments in medium-sized enterprises in the energy sector.
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In large enterprises, the coefficient of determination (R? = 0.30) indicates a poor
fit of the regression equation, while the value of the Pearson correlation coefficient
(rxy = 0.55) indicates a moderate correlation between the variables. The analysis
considering the delay of the investment effect shows a significant increase in the
coefficient of determination (R? = 0.685), indicating an average correlation between
the variables. The Pearson’s correlation coefficient (rxy = 0.827) also increased,
confirming a fairly strong relationship between the variables.

It can therefore be concluded that only taking into account the delay of 1 year,
the results of the regression analysis indicate the existence of a statistically signifi-
cant relationship between employment and investments in large enterprises in the
energy sector.

The calculated values of Pearson’s linear correlation coefficients of enterprises
do not indicate a clearly significant correlation between the explained and the
explanatory variable, but they do confirm that the relations between the depend-
encies are statistically significant only in the energy sector in general and in large
enterprises. It is particularly significant, however, when the one-year delay of the
investment effects is taken into account. Such a correlation was not found in small
and medium-sized enterprises.

The linear regression curve for total enterprises (Fig. 6) indicates that an increase
in investment outlays by 1 billion PLN will result in a reduction in employment by
only 1.4 employees. This confirms the negative correlation between the variables
under analysis and the impact of variability of investment outlays on the size of
employment in the group of enterprises surveyed. The dependence of the impact of
variability in investment outlays in large enterprises is the strongest among all size
classes. The results of the analysis confirm the coexistence between the variables,
i.e. the impact of changes in the size of investment outlays on the size of employ-
ment in the surveyed group of enterprises. However, the direction of the correlation
(negative) for medium and large enterprises is surprising.

The analysis of the linear regression curve that takes into account the effect of
investment delay for enterprises in general (Fig. 7) indicates that an increase in
investment outlays by 1 billion PLN will result in a reduction of employment by as
much as 1.87 employees. This confirms the negative correlation between the varia-
bles under analysis and the impact of variability of investment outlays on the size of
employment in the enterprises. A similar direction of interdependence is observed
in large enterprises, where an increase of 1 billion PLN in investment outlays will
reduce employment by 1.537 of employees. In small and medium-sized enterprises,
the dependencies were statistically insignificant. It therefore cannot be concluded
that there is a coexistence between investments and employment in these size classes
of energy sector enterprise.
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5. Conclusions

The research carried out for the Polish energy sector has confirmed the thesis
— there is a dependence between the variables analysed, mainly when taking into
account the delay of the investment effect. Surprisingly, however, the direction of
this dependence was different than expected and different than that observed in
similar research in the manufacturing sector enterprises (Kolegowicz 2019). During
the period under review, there was a negative correlation between the investment
outlays incurred and the number of employees in the entire energy sector. The nega-
tive direction of interdependence in the sector indicates an increasing level of
automation and a reduction in the dependence of production on human potential.
An important development is the high level of differentiation both in terms of the
formation of the economic quantities over time and their interdependence divided
into enterprise size classes. In large enterprises, a negative correlation was observed
between the variables tested, with an even higher degree of intensity than for the
entire sector. In small and medium-sized enterprises, the variables matched at a low
level, preventing a clear determination of the interdependencies between them. It is
interesting that, given the one-year delay in investment effects in medium-sized
enterprises, a change in the direction of interdependence was observed. Only in
small units of the energy sector was there a positive correlation between investment
outlays and the number of employees, both with and without the delay of the invest-
ment effect taken into account.

In the light of the research and the conclusions drawn from it, it seems that the
negative nature of the dependence or co-association of investment outlays and the
number of employees in a group of large enterprises is influenced by the specific
nature of the entities forming this community. Particularly state-owned enterprises
enjoy a significant advantage in terms of economic potential. The vast majority of
these companies have not undergone thorough restructuring and have been strug-
gling with the problem of overemployment for several years. In such conditions,
increasing the scale of activity of these enterprises, even by increasing investment
outlays, would only allow for better management of existing human capital. At the
same time, there are enterprises in Western Europe operating in completely different
conditions. It is often based on their example that forecasts are made. Increased
investments made by the leading companies can cause employment in these entities
to rise.

Other conclusions can be drawn from the observation of small enterprises,
whose share in the structure of the economic measures examined here is still small.
However, it is these very companies that best exemplify a positive dependence of
investment outlays on job creation. This situation may result from another phase
of development of small energy companies in Poland, which are just entering the
sector and for which the prospect of energy transition and possible funds for invest-
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ments may become a springboard for further intensive development. If the forecasts
for employment growth were to be confirmed, the studies carried out indicate that
small enterprises be responsible for the increases. The main question is whether the
projected employment increases are the direct and intended result of investment
activities or just a side effect. If they are to be an objective, then appropriate regu-
lations supporting the investment decisions of small entities in the electricity sector
should be considered.
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ABSTRACT

Objective: To identify the research challenges faced by scientists and practitioners looking for
effective solutions to address the behaviour of employees required to work remotely.

Research Design & Methods: Literature review and analysis, the results of surveys and thematic
workshops with groups of managers.

Findings: A definition of enforced remote work and an indication of proposed research areas and
methodological limitations.

Implications/Recommendations: The article adopts a thesis about the significant difference
between the conditions affecting the way employees work: during remote work and during
enforced (unplanned) remote work. In addition to the attempt to characterise and organise the
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conditions influencing the behaviour of employees doing enforced remote work, the article
identifies practical challenges which managers managing remote employees face.

Contribution: The authors formulate future research challenges in the area of employee
management tools used for enforced remote work and hybrid work, and in the search for
a relationship between the conditions of such work and its effectiveness.

Article type: original article.

Keywords: enforced remote working, employee behaviour, managing remote workers, hybrid
working.

JEL Classification: M12, M54.

STRESZCZENIE

Cel: Identyfikacja wyzwan badawczych, przed ktérymi stoja naukowcy i praktycy poszukujacy
skutecznych rozwigzaf w zakresie ksztattowania zachowan pracownikéw w sytuacji wymuszo-
nej pracy zdalne;j.

Metodyka badan: Przeglad i analiza literatury, wyniki badan ankietowych oraz wyniki warsz-
tatow tematycznych dla menedzeréw.

Wyniki badan: Sformutowanie definicji wymuszonej pracy zdalnej oraz wskazanie propozycji
obszaréow badawczych i ograniczefn metodologicznych.

Whioski: W artykule przyjeto teze o istotnej réznicy miedzy warunkami wplywajacymi na
sposéb pracy pracownikéw: podczas pracy zdalnej i podczas wymuszonej (nieplanowanej)
pracy zdalnej. Scharakteryzowano i uporzadkowano uwarunkowania wplywajace na zacho-
wania pracownikow podczas wymuszonej pracy zdalnej, a takze wskazano obszary wyzwan
praktycznych, przed ktérymi stoja menedzerowie zarzadzajacy pracownikami wykonujacymi
prace zdalng.

Wkiad w rozwéj dyscypliny: Autorzy sformutowali przyszte wyzwania badawcze w obszarze
narzedzi zarzadzania pracownikami w warunkach wymuszonej pracy zdalnej i pracy hybrydo-
wej oraz poszukiwania zalezno$ci migdzy uwarunkowaniami takiej pracy a jej efektywnoscia.

Typ artykulu: oryginalny artykut naukowy.

Stowa kluczowe: wymuszona praca zdalna, zachowania pracownikéw, zarzadzanie pracowni-
kami wykonujacymi prace zdalng, praca hybrydowa.

1. Introduction

The subject of this paper is the situation of enforced remote working that has
grown out of the COVID-19 pandemic. In the opinion of the authors, this trend
should be examined carefully as it has far-reaching consequences.

While the determinants and course of remote working are relatively well recog-
nised, the practice adopted by enterprises does not always allow for smooth adapta-
tion of the existing solutions, especially with regard to the extent and pace required
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due to the pandemic. The thesis put forward by the authors is that the time of the
pandemic and the need for many workers to suddenly switch to the remote working
mode has significantly changed the determinants, the extent of their impact, and the
traditionally assessed effects of work (apart from the narrowly understood results of
this work, how it is performed considering the long-term change of the place where
it is performed are also important).

The main research questions posed here are, first, what is enforced remote
work and, second, how efficient is it? In seeking to answer these questions, others
are enlisted: How can enforced remote work be defined? Which of the factors
influencing the organisation of work are of key importance when remote work is
enforced? Has the approach to how remote work is organised changed, and how has
it changed when it was forced? What challenges have arisen for managers? What
challenges does enforced remote work generate from the point of view of scientific
research (its scope and approach to methodology)?

The aim of the paper is to indicate the research challenges facing researchers
and practitioners looking for effective solutions in shaping employees’ behaviours in
cases where they are required to work remotely. The methodology comprised two
main steps: a literature review, conducted to define enforced remote working and
its key determinants, followed by a case study identifying the practical aspects that
determine effective remote working.

2. Remote Working as a Subject of Research - A Literature Review

Text analysis was performed using two databases: EBSCO (Business Searching
Interface) and Web of Science. We first collected words whose meaning was related
to remote work by using publicly available online synonym dictionaries. We then
grouped these terms and used them as query phrases. To verify the relevance of the
initial search phrases, we conducted a subjective assessment to determine how well
they matched the topic. The procedure is presented graphically in Figure 1.

The results are presented graphically in Figure 2. The search in the Web
of Science database found a total of 21,800 items for the abstract search model
and 16,239 for the topic search model. These were filtered to limit the results to
“academic journals” and the resulting figures came in at 3,559 and 1,889 items,
respectively.

The search in the EBSCO database found a total of 9,114 items for the abstract
search model and 10,262 for the topic search. The search results were limited to
the following publication types: articles, proceedings papers, early access, book
chapters, books, and data papers. This yielded 8,877 and 9,819 items, respectively.

Interest in tele and remote work has increased significantly since 2020, though
the results of the Web of Science database also indicate that interest also rose in
2019, prior to the COVID-19 pandemic.
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Search Steps
Step 1 Step 2 Step 3 Step 4
Identifying Grouping Subjective evaluation Development of the final
and collecting terms and of search phrases for version of the search model
synonyms for turning them relevance to the topic; in EBSCO and Web
“telework” and into search modification or of Science databases;
“remote work” phrases elemination of individual searching by abstract (1)
phrases and topic (2)
—
Search Constraints J L
Step 5b. Web of Science Step 5a. EBSCO
Using the model for literature searches Using the model for literature searches
in the Web of Science Core Collection; in collections: Business Source Ultimate,
constraints — articles, proceeding papers, EconLit with Full Text, Hospitality & Tourism
early access, book chapters, books, Complete, Regional Business News, eBook
and data papers Collection; constraint — academic journal

Fig. 1. Flowchart of the Literature Review Process
Source: the authors.

The frequency with which the topic is taken up (despite its apparent consoli-
dation in previous years) prompts questions about the uniqueness of the pandemic
period for the practice of telework. A positive aspect to have emerged from remote
work being enforced is that the determinants of telework have changed, i.e. the
interdisciplinary factors influencing the way it is organised and the effects that are
achieved, including technical, organisational, and social ones.

During the pandemic, the role of technical solutions, including ones brought
about by Industry 4.0, were discussed (Narayanamurthy & Tortorella 2021).
The technical aspects concern organisational considerations, such as how the home
space is arranged to create office or work space (Solis 2016), its ergonomics, cyber
security (Burrell 2020) as well as simple consideration including one’s internet
connection speed (Dolot 2020, Taylor 2020). Studies show that the efficiency of
teleworking is affected by the number of days that are spent doing it and the flexi-
bility of this work (Solis 2016). However, the choice to telework or not was largely
limited during the pandemic. This flexibility of work is also related to the level of
control or trust the employer extends to the employee, which significantly affects
the level of efficiency that remote workers achieve (Maltseva, Shulgina & Kalimov
2020). Studies have looked at the impact of the level of control of working time
(and the course of work) on the need to rest and recover after work and the level
of concentration at work (Biron & van Veldhoven 2016). Some authors have also
examined the relationship between job demand and its connection to control.
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Fig. 2. The Scale of Researchers’ Interest in the Problems Affecting Teleworking

Source: the authors.

Some authors point out that organisational culture also has a significant impact
on the outcomes of work that is flexibly organised (Putnam, Myers & Gailliard
2014). By way of example, poor support (particularly difficult at the onset of
a pandemic) and a lack of trust in employees as well as unrealistic expectations
of them can lead to tensions and unhealthy work practices (Perlow & Kelly 2014,
de Klerk, Joubert & Mosca 2021). At the same time, work culture (particularly
as concerns the structural dimensions of work culture like flexible work hours or
a family-friendly culture) is an important factor in defining employee well-being
(StankevicCiené et al. 2021).

The issues cited above demonstrate the need for a more individualised approach
to the study of remote working. Numerous authors point out the dependence of the
effectiveness of remote working on the employee’s willingness to accept it, the flow
of experience between employees (and previous experience in remote working)
and the employee’s individual environment, including disruptions (cf. Prodanova
& Kocarev 2021). Other factors influence whether conditions are stimulating or



38 Grzegorz Wojtkowiak, Beata Skowron-Mielnik, Marcin Gotembski

constraining, including employee knowledge (Boell, Cecez-Kecmanovic & Camp-
bell 2016), the scope of their responsibility, and the duration of the work actually
performed (Solis 2016).

Further arguments in favour of an individual approach to how remote work
is studied include the employees’ family circumstances and their roles in life
(Hilbrecht et al. 2008). Factors directly influencing remote working include the
need to care for elderly family members, the presence of children at home, and
the need to oversee children’s own remote activity — learning and studying (Dolot
2020). These elements all became particularly important during the pandemic.

Many authors have done analyses that consider the cultural context (Coban
2021), or distinguish results by the social characteristics of the group being
studied. Research findings confirm that the gender and age of employees are
important factors in an employee’s attitude to remote work (RaiSiené, Rapuano &
Varkuleviciaté 2021).

Finally, it is also worth looking at the interplay between these determinants and
the effects achieved. Such effects include the reinforcement effect, where workplace
flexibility (geographic flexibility) can be a non-pecuniary motive strengthening the
effects of teleworking (Choudhury, Foroughi & Larson 2020). The opposite effect
may also occur: employees strongly encouraged or required to work from home
may lack the proper conditions and become discouraged from doing their jobs
(Taylor 2020). Such a situation — one of coercion — was actually the case during the
pandemic. The unique determinants the pandemic period brough about confirm that
enforced remote working calls for in-depth examination.

For example, it has been reported that some who work remotely feel guilty about
doing so. They believe that their managers and colleagues view them as lazy and
out of touch (Wilkie 2017). Such a strong effect did not occur when remote work
was being enforced during the pandemic, so no solutions to combat this feeling of
guilt or the consequences thereof emerged. At the same time, many studies done
during the pandemic report claims that contradict other studies. Some emphasise
that working at that time negatively affected employees’ efficiency (Narayana-
murthy & Tortorella 2021) while others highlight groups of employees for whom
this remote work proved beneficial (Eriksson & Petrosian 2020). Similarly, before
the pandemic, employees were reported to have had an overall more positive work
experience when teleworking. They achieved higher levels of job performance and
job satisfaction, and coped better with objective, creative tasks while teleworking
(Vega, Anderson & Kaplan 2015).

Regardless of the assumptions made or the groups of employees examined,
researchers have confirmed that organisations that strive to achieve employee work
efficiency and maintain employee motivation in the circumstances created by the
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pandemic should update their human resource management strategies (RaiSiené,
Rapuano & Varkuleviciaté 2021). At the same time, employers’ efforts during the
pandemic were often directed towards survival and continuity, and there was a risk
(characteristic of periods of crisis, cf. Ayoko, Ang & Parry 2017) of undervaluing
human resources.

Such a situation does not occur when the implementation of remote working is
planned. Four factors account for this:

1) arrangements are made for organisational matters, working time, task alloca-
tion, and supervision,

2) solutions related to covering the cost of workplace preparation,

3) preparing the physical workplace,

4) technical solutions concerning the substantive content of the work, communi-
cations and control.

Planning remote working therefore allows for adaptation, exchange of experi-
ence and gradual improvement. The organisation of a remote working model often
provides for a gradual transition from stationary mode through partial work from
the office (single days of the week or month). The validity of this approach has been
confirmed by studies defining the ideal ratio of remote working to office working
as two to three days per week (de Klerk, Joubert & Mosca 2021). Such solutions
improve process flow while also mitigating the social consequences of remote
working.

The pandemic aside, many authors have looked at heterogeneity of remote
working. In the literature, there is a distinction between traditional work-from-home
and work-from-anywhere, which both offer both temporal and geographic flexi-
bility. Some writers (Choudhury, Foroughi & Larson 2020) point out that output
rises while not affecting the incidence of rework, and that there is an increase in
observable effort during transitions from traditional work-from-home to work-from-
-anywhere. A similarly interesting distinction is made between high-intensity and
low-intensity teleworking (Biron & van Veldhoven 2016). Of particular note in this
context is the fact that there are companies operating entirely remotely (Choudhury
et al. 2020).

In light of the above, it seems appropriate to distinguish the situation of enforced
remote working, which can be defined as remote working that is required of
employees and employers due to external factors in a sudden manner that is difficult
to plan and organise in advance.

In preparation for a broader study, the authors conducted a pilot study aimed at
isolating the characteristic features of the period of remote working in the pandemic
and properly designing further research.
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3. Empirical Findings

A study was carried out as part of a broader collaboration with a subsidiary
of an international financial group. The company uses internationally recognised
labour standards, and its activities are regulated more than the average company.
Moreover, it must — during a pandemic or not — maintain business continuity.
The selection of the enterprise was based on availability, with the respondents being
workshop participants (managers chosen by the company). Most of the employees
perform clerical work and the work they do is highly computerised. The participants
were free to express opinions during the workshops. The data obtained from the
survey were anonymous.

Main challenges (1-10)

Area of work organisation — remote onboarding ‘ ‘ ‘ ‘ ‘
of new employees, managing one’s own |
and team time

Area of team relations — maintaining team
morale, informal communication in the remote
working mode, motivating, and building commitment

Area of team communication — conducting |
meetings, feedback

Area of tasks — planning, delegating, process |
management, and performance monitoring

0 1 2 3 4 5 6 7 8

Fig. 3. Ranking of the Importance of the Areas of Managerial Work during the Period
of Required Remote Working (on a Scale of 1-10, Average of the Scores)

Source: the authors.

The survey was conducted in August 2020 and was structured around the
following:

1) an initial interview with the HR manager who is jointly responsible for matters
such as organising remote work during the pandemic; the purpose of the interview
was to outline the challenges faced by the organisation when organising remote
work;

2) a survey of a sample group of 20 middle and senior managers. The survey
identified the areas of managerial work that were considered the most important to
improve in order to ensure smooth operation on the teams; questions were based on
results of an initial interview.

We conducted an online workshop with a group of 20 managers who had previ-
ously participated in the survey. During the workshop, a brainstorming discussion



Research Challenges Concerning Employees... 4

was held to identify the advantages and disadvantages of remote working, the
impact of remote working on the scope of tasks, and a list of principles of teamwork
and managerial tasks in remote working. Figure 3 presents the results of the surveys
on the areas of managerial work.

During the workshop, the opportunities and benefits as well as the risks and
concerns associated with remote working were identified. These are summarised
below:

1) opportunities and benefits:

— free choice of where to work,

— time savings, improved time management, ensuring punctuality,

— free and smooth exchange of information,

— improved document management,

— more frequent contact between team members (especially in previously
dispersed teams),

— a positive climate for implementing other changes,

— the opportunity to devote more time to family life;

2) risks and concerns:

— the ability to freely choose one’s place of work creates a “‘compulsion” to work
everywhere,

— the “compulsion” of being constantly available,

— being forced to adapt to the working hours of other workers (e.g. before noon
for those looking after children engaged in remote learning during the pandemic,
for example),

— problems with full communication using remote channels,

— difficulty in reading people’s emotions (when delegating tasks, for example),

— problems resulting from the organisation of the workplace (space, immediate
work tools or internet connection speed),

— challenges related to organising family life (when everyone is working or
learning remotely),

— problem with building relationships (on new or changed teams, with new
employees),

— the risk of overworking due to the tension of remote working and pandemic
situations (especially given that some processes organised remotely are more
time-consuming),

— the burden of fear and stress (associated with the pandemic and working in
isolation),

— the risk of excessive use of sick leave by employees (or childcare leave — which
is linked to the legal arrangements applicable during a pandemic),

— uncertainty about the future (the current situation cannot be improved or
current problems caused by remote working cannot be solved).
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The workshop also addressed changing the scope of work and examined factors
that increase or decrease the range of duties:

1) reduction in the scope of responsibilities:

— savings from using less paper,

— reducing the number of meetings within the company and with customers;

2) increasing the scope of responsibilities:

— additional reporting and providing additional information,

— more frequent and prolonged communications (hampered because of remote
channels and with difficult timing),

— time required for allocation of tasks (handing over and checking them),
particularly short and one-off tasks,

— the need to operate the work infrastructure (setting up communication equip-
ment and organising the workspace),

— more time needed to onboard new employees and team members,

— more time needed to maintain and build team relationships.

The above ordering allowed for a discussion of solutions. These were formulated
as principles to be introduced in the work of teams and managers:

1) setting rules for rostering (e.g. mandatory attendance), establishing how to
mark break time, standby time and busy time,

2) establishing revised time and task accounting rules, indicating changes in the
evaluation methods,

3) setting rules for organising private affairs (defining emergencies, setting rules
and times for childcare among other things),

4) introducing standards for communications by email and instant messaging as
part of the company’s “netiquette”.

Similarly, additional managerial tasks were formulated during the discussion:

1) ensuring each employee has appropriate working conditions, supporting
employees (creating a sense of caring for the employee);

2) providing time for team and relationship building, individual relationships,
team matters and employees’ personal matters;

3) planning stress-relief activities;

4) expanding information on long-term objectives, scenarios for dealing with
changes in the situation, plans for changing work rules or processes.

4. Discussion and Conclusions

The scale of the challenges associated with enforced remote working and the
problems that could be encountered during the survey are evident in the difference
between the survey responses and the managerial principles and tasks developed by
the participants.
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In the survey, the highest importance was attributed to team communication and
the area of tasks. At the same time, following the SWOT analysis conducted during
the workshop, it was revealed that, when determining the principles and tasks to be
implemented, the managers focused on how work is organised (mainly in terms of
time, but also of communication), accountability at work and team relationships.
This may have come as somewhat of a surprise as it was the areas of organisation
and team relationships that were initially evaluated as less important.

The workshop was not designed to evaluate the individual components. However,
from the perspective of assessing the differences between planned and enforced
remote work, the results can at least tentatively be divided into several categories.
Such a division may concern both the assessment of the benefits and threats, the
assessment of the scope of work, and the lists of tasks and rules developed by the
managers. For the purposes of the discussion, a category of components was distin-
guished:

1) universal — unchangeable,

2) determined by the nature of the work,

3) resulting from the enforcement of remote working.

At the same time, the nature of the activities carried out will also influence
the strength of the other components. For example, programmers working in an
IT company will be affected differently by enforced remote work (as opposed
to planned remote work) than front desk employees will be. Accordingly, such
a distinction was made further in the discussion that would make it possible to iden-
tify the main determinants influencing the evaluation (and future study) of enforced
remote work, and the distinction based on the scope of the issue in question was
therefore abandoned.

Five main individual characteristics emerged from the examination of the
advantages and disadvantages of enforced remote work and the attendant changes in
the scope of work and the suggested principles. They include:

1) the nature of the work,

2) the organisation of work,

3) technical solutions,

4) communication and maintaining relationships,

5) the employee’s individual circumstances.

The nature of the work has a direct impact on how it is carried out. For example,
the response indicating a change in the scope of work points to savings in time due
to reduced documentation requirements or fewer meetings with customers. However,
the way in which working time is organised relates to rules set at the enterprise or
team level. In some enterprises these may be more formalised regardless of the
form of work while in others such formalisation may not be required first during
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the pandemic. In any case, the efficiency of the former ones will be higher and the
scope for change smaller. This will influence the evaluation of remote work as such.

Similarly, the scope of control or the manner of dealing with accountability
for work activities and their results depends to a large extent on the characteristics
of the position and the company itself. Other authors have observed that how the
control and monitoring system is organised will affect the results of teleworking
(Maltseva, Shulgina & Kalimov 2020).

How work is organised also depends on the range of technical solutions adopted,
but the tools used will always affect the organisation, the substantive work and
the communication. As a case in point, consider the use of electronic workflow.
Depending on the scope of its implementation (or lack thereof), remote work may
come with significant advantages or threats and difficulties. In the example analysed,
the digitisation of workflow was an advantage. Such digitisation affects not only task
performance, but also communication and maintaining relationships as well as the
ability to resolve conflicts. Of course, as was revealed by our study, different groups
of employees in different organisations (with different organisational cultures) may
have different experiences, habits and needs in the area of team building.

The emotional sphere and each employee’s individual circumstances were also
examined in the pilot study. The impact of family life on work and the efficiency
of work processes are important factors. While the way work is organised and
the rules governing work (as interdependent conditions) can influence family life
(cf. Solis 2016), the pandemic situation made their implementation much more diffi-
cult and repeatedly showed that enforced remote work can have deleterious effects
on household members.

The above analysis of literature and workshop results therefore shows that the
evaluation of remote work can vary depending on:

1) the initial situation in terms of organisation, communication and digitisation
of work;

2) the scope and efficiency of technical support regarding the two variables:

— the gap between the solutions currently in use and the solutions required for
effective remote working,

— the ability of IT departments to implement solutions in a short period of time;

3) broadly understood behavioural aspects associated with the functioning of the
teams themselves;

4) the market situation (in the labour market), the social situation and probably
the psychological status;

5) the employees’ individual circumstances.

While the market and social situations are factors that influence remote working
regardless of whether it is planned and required, aspects of employees’ psycho-
logical well-being must be taken into account as an important variable for both
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researchers and managers alike. Many authors engaged in analysing this issue
before the pandemic (e.g. Anderson, Kaplan & Vega 2015, Biron & van Veld-
hoven 2016) indicated that remote working is less stressful. In contrast, during the
pandemic, employees’ mental health was reported to have deteriorated (e.g. [zdebski
& Mazur 2021, Williams 2021). Challenges related to uncertainty or stress are also
highlighted in our results, as are solutions involving interpersonal relationships and
coping with emotions in remote working.

It is also worth paying attention to the scope and efficiency of IT support —
the sudden implementation of numerous solutions may have a negative impact on
employee adaptability and, in terms of feedback, on the condition and efficiency of
the technical support teams themselves.

The list of determinants found in the literature of the broadly understood effec-
tiveness of remote working (among its other features) is very rich. An analysis of
examples from during the pandemic suggests that these determinants are changing
and depend on many internal and external factors. Some paradoxes and feedback
loops — elements that are mutually dependent and seemingly mutually exclusive —
have also been exposed. These make it extremely difficult to search for closed cata-
logues of determinants and examine the strength of their influence on the effects of
remote working, or even to attempt to assess these effects during required remote
work.

Researchers investigating enforced remote work need to take these considera-
tions into account and should employ qualitative research (e.g. natural experiment
or case study, e.g. Choudhury, Foroughi & Larson 2020) that allows for, among
other issues, competencies to be taken into account and explored (e.g. Zdonek,
Podgérska & Hysa 2017) and social support to be assessed (e.g. through interviews,
e.g. Collins, Hislop & Cartwright 2016). Researchers would also do well to consider
the need for a sector-related approach, one that examines the specificity of the
particular professions (e.g. Ozturk, Avci & Kaya 2021), as well as elements specific
to particular social groups. Often mentioned in cultural contexts, discussions about
gender, age or nationality, the issue of diversity comes to mind here. However, it
seems reasonable to apply this approach to the assessment of remote working while
considering age (e.g. RaiSiené, Rapuano & Varkuleviciaté 2021), living and family
situation (cf. Fonner & Stache 2012) or individual characteristics such as the need
for social contact.

While researchers will continue to use research questionnaires to study enforced
remote work (e.g. RaiSiené, Rapuano & Varkuleviciaté 2021), such studies should
set out to indicate certain correlations between conditions or tools of work and the
actual effects of work. Rather, the aim should be to openly indicate methods of
coping with unfavourable conditions (e.g. Maltseva, Shulgina & Kalimov 2020).
For example, by creating a toolbox for managers.
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As the preliminary study has shown, aspects of employees’ psychological condi-
tion, or broader issues of management psychology, are an extremely important issue
with regard to enforced remote working. While these issues are worth studying,
taking into account behavioural aspects, technological conditions must not be left
out of the conversation. It is precisely the interdependence of conditions and the
need for an individual approach that constitute the main research challenges. They
should influence both the manner of research and of anticipating the results.

The study is based on a case study from financial sector, and generalised conclu-
sions cannot be generalised beyond it. However, it does suggest that there is a need
for research in other sectors and for comparative analysis to be done. We ourselves
intend to extend the present study to include the impact of the tools applied here,
including both technical and organisational ones, on the course of enforced remote
working. That extension will likewise avoid linking particular solutions with the
final effects.

While we hope a pandemic similar in scale to the one brought about by
COVID-19 will never again occur, the social consequences of recent times, including
mistakes made in the organisation of remote working, will remain in companies for
some time. Current learning and experience gained will also encourage companies
to partially maintain remote working, and widespread globalisation will certainly
result in a more frequent use of enforced remote working and collaboration.
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ABSTRACT

Objective: The study analyses the determinants of the level and dynamics of unemployment
in Poland in the years 2018-2021. The general hypothesis explored is: the level and structure
of unemployment are influenced by the economic situation, the number of job offers reported
by employers, migration and border movements, and social attitudes to employment. The article
presents an analysis of whether these factors had an impact on the unemployment level in Poland
during the COVID-19 pandemic by presenting the development of these measures in the Polish
economy.

Research Design & Methods: The determinants were presented in the form of quantitative
measures available for the quarters of the 2018-2021 period (sometimes the scope and availability
of data resulted in a different time range). The data were obtained from public databases of the
Central Statistical Office (GUS) and the results of surveys carried out by the Center for Public
Opinion Research (CBOS) were used. To achieve the study’s aims, descriptive statistics, analysis,
including logical analysis of cause-and-effect influences were used.



50 Magdalena Knapiriska

Findings: The results of the analysis of the presented research material led to conclusions
confirming the relationship between the successive waves of disease and the introduction of
economic restrictions and the shaping of measures of the economic situation, the number of job
offers reported to labour, migration and border traffic offices, as well as social moods regarding
employment and opportunities of finding a job. Further research on the causality and determinants
of the unemployment situation could lead to the diagnosis of monthly data, or to search for the
strength of the tested relationships using more advanced econometric methods.
Implications/Recommendations: The analysis included in this paper is an enrichment of the
empirical explanation of the economic consequences of the COVID-19 pandemic. This pandemic
is an interesting phenomenon not only in the medical sphere, but also carries a number of
consequences affecting the world of the economy, which should be investigated with the greatest
possible detail.

Contribution: This article deepens the understanding the pandemic period and its implication on
the labour market and its influence on the unemployment in 2018-2021.

Article type: original article.
Keywords: labour market, unemployment, COVID-19 pandemic, economic prosperity.
JEL Classification: J64.

STRESZCZENIE

Cel: Celem artykutu jest wstepna diagnoza determinant poziomu i dynamiki bezrobocia w Polsce
w latach 2018-2021. Sformutowano hipoteze, zgodnie z ktéra na poziom i strukture bezrobocia
ma wplyw ksztattowanie si¢ sytuacji gospodarczej, liczba ofert pracy zglaszanych przez pra-
codawcdw, migracje i ruch graniczny, a takze nastroje spoteczne zwigzane z zatrudnieniem.
Gtéwnym problemem jest zatem przeanalizowanie, czy te czynniki mogly mie¢ wptyw na
poziom bezrobocia, poprzez przedstawienie ksztaltowania si¢ tych miar w polskiej gospodarce
w okresie pandemii.

Metodyka badan: Tak zdiagnozowane determinanty ujeto w postaci miernikéw ilosciowych
dostepnych dla kwartatéw okresu 2018-2021 (niekiedy zakres i dostepno$¢ danych wptyneta na
wybor innego zakresu czasowego). Dane pozyskano z ogdélnodostepnych baz danych Gtéwnego
Urzedu Statystycznego oraz postuzono si¢ wynikami badaf ankietowych prowadzonych przez
Centrum Badania Opinii Spofecznej. By zrealizowac¢ cel opracowania, wykorzystano metody
statystyki opisowej, analiz¢ dynamiki zjawisk, a takze logiczng analize wptywdéw przyczynowo-
-skutkowych.

Wyniki badan: Wyniki analizy zaprezentowanego materiatu badawczego potwierdzity
zwigzek migdzy nastepowaniem po sobie fal zachorowan i wprowadzaniem obostrzefi gospo-
darczych a ksztattowaniem si¢ miernik6w opisujacych sytuacje gospodarczg, liczby ofert pracy
zgtaszanych do urzedéw pracy, migracji i ruchu granicznego, a takze nastrojow spofecznych
dotyczacych zatrudnienia i mozliwosci znalezienia pracy.

Wnhioski: Dalsze badania nad przyczynowoscia i determinantami sytuacji dotyczacej bezrobo-
cia moglyby prowadzi¢ do diagnozy danych miesi¢cznych badZ do poszukiwania sity badanych
zwiazkéw za pomocg bardziej zaawansowanych metod ekonometrycznych.
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Wkiad w rozwdj dyscypliny: Zawarte w opracowaniu analizy stanowig wzbogacenie sposo-
bow empirycznego wyjasniania skutkéw ekonomicznych pandemii COVID-19. Pandemia ta
jest zjawiskiem interesujacym nie tylko w sferze medycznej, takze jej konsekwencje dla Swiata
gospodarki powinny zosta¢ mozliwie szczegélowo zbadane.

Typ artykulu: oryginalny artykut naukowy.

Stowa kluczowe: rynek pracy, bezrobocie, pandemia COVID-19, koniunktura gospodarcza.

1. Introduction

The study investigates the determinants of the level and dynamics of unemploy-
ment in Poland during the COVID-19 pandemic. The main problem discussed is
the determinants which influenced the unemployment rate in Poland during the
pandemic. Studies on economic changes caused by the pandemic constitute a very
important strand of contemporary research. It is therefore important to investi-
gate the determinants that caused unemployment to rise during the pandemic.
The research hypothesis adopted in the article is that the increase in unemploy-
ment was influenced by the economic situation, the dynamics of the labour market,
migration movements and sociological changes.

The paper starts by looking at unemployment in Poland by quarter in the years
2018-2021. This part presents the number of registered unemployed, reasons for
their registration, their age structure, the number of newly registered unemployed
and the number of de-registered unemployed in a given quarter. The unemployment
rates recorded in the research period are also presented here. The second section
presents the development of potential determinants that influenced the level of
unemployment, particularly the number of job offers reported to labour offices.
The next section reports on selected measures describing the economic situation,
including domestic demand, fixed capital formation, consumption and GDP in
constant prices. This is followed by an examination of the development of migra-
tion for permanent residence and border traffic among foreigners during the years
2018-2021. The final section looks at selected results of the questionnaire surveys,
where the respondents described their attitude to employment and job seeking
during the pandemic. The subject of the analyses are statistical data obtained from
the Central Statistical Office (GUS) and the results of research conducted by the
Center for Public Opinion Research (CBOS) were used in the analyses. Conclusions
from the analyses and further directions of research on the determinants of unem-
ployment are formulated in the final section.
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2. Unemployment and Its Determinants in Theoretical Context

The labour market in a market economy is usually not balanced, in either the
short or long term. Moreover, there is rarely a total or even partial equilibrium
on individual segments of this market. Although the problem of adjusting supply
and demand in the labour market occurs as a result of the market mechanism, it is
compounded by factors in the state of the economy, institutions that have “estab-
lished themselves” in this market, and human factors — those related to the behav-
ioral aspect of individuals who make decisions in this market.

Thus, market imbalance may take the form of a supply imbalance, where there is
a quantitative predominance of labour supply, or a demand imbalance, where there
is a quantitative predominance of the demand for labour. However, these situations
occur at different frequencies. That is partially because in market economies, there
is a relatively permanent supply imbalance, while centrally managed economies
tend towards demand imbalances, or, in other words, a lack of labour. The Polish
economy today is mainly characterised by a supply imbalance, though in partial
segments of the labour market a demand imbalance can be observed.

At the end of the 1800s, the English economist J. A. Hobson defined unemploy-
ment as involuntary inactivity (Hobson 1904, pp. 2, 93-97; cit. after Kwiatkowski
2002, p. 13). Thus understood, the unemployed are people of working age, able and
ready to work, are looking for a job, but not working (Kotlorz 2007, p. 25; Kwiat-
kowski 2002, p. 13; Jarmotowicz & Knapinska 2005, p. 59; Borjas 2013, p. 504).
In neoclassical economic theory, unemployment is defined as a supply imbalance on
the labour market, with wages higher than the equilibrium wages (see Fig. 1).

Fig. 1. Supply Imbalance — Unemployment in Labour Market

Explanations: LD — labour demand, AJ — number of people accepting jobs conditions, LF — labour
force, E — equilibrium in the labour market, N — number of people, w — real wage.

Source: (Begg et al. 2014, p. 312).
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In the classic form of unemployment, the unemployed are defined as the
resource of size AB in Figure 1, and defined as voluntarily unemployed, because
some “voluntary” part of the potential labour pool starts to look for a job — with
wages having clearly increased from the level of equilibrium at point £. On the other
hand, with higher wages inducing them to do so, employers lower the demand for
labour, thus creating a supply imbalance. At the same time, the resource of global
and total unemployment is additionally comprises individuals in the BC section,
who are unemployed because they do not accept the prevailing conditions on the
labour market (i.e. wages are still too low to start looking for a paid job). Thus, the
total stock of unemployment in this economy is section AC (Begg et al. 2014, p. 312;
Kwiatkowski 2001, pp. 541-542).

However, this simple approach hardly covers all the important aspects of unem-
ployment in the economy. Another important aspect is the search for the causes of
unemployment, which has become a key issue in economic theory on employment.
The concept that comes out of mainstream neoclassical theory, but supplemented
with the issue of natural unemployment (in Fig. 1 it is the EF segment), also referred
to in the literature as “equilibrium unemployment”. This form of unemployment
is characteristic of economic equilibrium and does not disappear even in periods
of economic recovery (Wozniak 2008, p. 10). Therefore, even when the prevailing
economic conditions are positive, there is a certain amount of “natural” or “equilib-
rium” unemployment, as there will always be people who do not accept the market’s
existing wage conditions. This phenomenon occurs due to other factors, including
the effectiveness of the labour market and the goods market, the degree of develop-
ment of the network of labour offices, information about jobs and the unemployed,
the degree of development of vocational training, and the level of labour mobility
(Kwiatkowski 2009, p. 15).

The second area in understanding the causes of unemployment comes to us
thanks to Keynesianism and the concepts considered to be derived from this trend.
According to Keynes, unemployment is a forced phenomenon and jobseekers cannot
find it without failing — due to recession or economic depression. Keynes therefore
referred to forced unemployment as cyclical unemployment. Thus, unemployment
occurs mainly due to a shortage of global demand, which employers combat by
reducing their demand for labour, or even making it independent of the level of
remuneration. Even if workers will work for a rate of 0, business operators do not
want to hire employees because they will not sell sufficient manufactured products
or services in a crisis or recession (Kwiatkowski 2009, pp. 11-12; Kryfiska & Kwiat-
kowski 2013, pp. 85-87).

The determinants of unemployment have been widely researched and are
presented in the literature. Some authors emphasise the role of economic growth
and ecenomic productivity and the structure of GDP (Bal-Domanska 2022, p. 1143;
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Panaite, Prohozescu & Pintilescu 2022, p. 3). They find that Okun’s law holds true.
Identified in 1962 on the basis of data from the United States, Okun’s law says that
a 1% decrease in the cyclical unemployment rate is associated with a 2% increase
in the real level of output. Bean and Pissarides (1993) were the first to introduce
frictional unemployment into a model of economic growth. They estimated a model
based on the production function, where new players in the labour market must be
compatible with existing job vacancies. Thus, an increase in the share of factors of
production favours economic growth and the creation of new jobs, which leads to
a decrease in the unemployment rate (Panaite, Prohozescu & Pintililescu 2022, p. 2).

Contemporary views on unemployment indicate the presence of two groups of
factors. Unemployment depends on structural or institutional factors: the strength
of trade unions, the extent of unemployment benefits, the degree of protection of
the employment relationship, the role of long-term unemployment, the intensity
of the job search, and work productivity. The second group of factors determines
the actual unemployment, and there are temporary supply and demand shocks
(Kwiatkowski 2022, p. 205). Negative shocks increase the level of actual unemploy-
ment above the equilibrium unemployment. Finally, the hypothesis of unemploy-
ment hysteresis says that, after shocks, the level of unemployment in equilibrium
is still higher than it was before the crisis (Snowdon, Vane & Wynarczyk 1998,
pp- 340-341).

According to Kalinowska-Sufinowicz and Knapifiska (2022) and others authors
(Standing 2021, Forsythe et al. 2020), temporary changes observed in labour rela-
tions, the emergence of the precariat, and the difficult situation young people face
on the labour market are the reasons for unemployment. These changes in society
can influence the social moods and attitudes on employment, which are created
during temporary supply-demand shocks, among other circumstances.

Migrations are also a determinant of unemployment. Well-known theories on
migrations have been put forward by Lee, Zielinsky, Stark and Todaro, and Harris,
Lewis and others (de Hass 2021, Knapinska 2012). The relations between migra-
tion and local unemployment have been explored by Cizkowicz, Kowalczuk and
Rzonca (2014). The main results from these studies show that large disparities in
local unemployment in Poland are more related to differences in structural factors,
such as local demographics, education and sectoral employment composition than to
local demand factors such as GDP or investment dynamics (Cizkowicz, Kowalczuk
& Rzonca 2014, p. 1). Therefore, it can be assumed that demographic factors such as
migration may have an impact on unemployment.

However, the problem is not so simple, as there are also studies that show
an entirely different picture. For example, from their analysis of data from 27 EU
countries in 2000-2017 Giindogmus and Bayir (2021) concluded that interna-
tional migration does not have a statistically significant effect on unemployment.
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In addition, an increase in GDP, public expenditures, education expenditures and
wages rises reduce unemployment rates.

Further, the literature also offers classifications of unemployment, including fric-
tional, structural, long-term, transformative or institutional unemployment. These
are types of unemployment that are identified in Poland and elsewhere in Europe.

Measuring unemployment and the ways of presenting it in national and inter-
national statistics is another relevant topic in this context. The simplest method is
to specify the size of unemployment by determining the number of unemployed
(or the unemployment rate) calculated on the basis of people registered as unem-
ployed in labour offices. Such registration takes place under the provisions of the
Act of April 20,2004 on employment promotion and labour market institutions, as
amended (Ustawa... 2019, items 1482, 1622). Article 2, point 2 defines the under-
standing of an unemployed person, which in Poland is one of working age who
has worked continuously in the territory of the Republic of Poland for a period
of at least 6 months, has not acquired the right to a disability or old-age pension,
does not operate a business him or herself, is not serving a sentence of imprison-
ment, is not the owner of a farm, does not earn income in the amount of half the
minimum monthly wage, and does not receive permanent social benefits. Labour
offices in Poland register unemployed people using the criteria defined above, and
on this basis the unemployment rate is also calculated. The unemployment rate can
be understood as the ratio of the number of unemployed people to the number of
people who are labour resources, with the result being expressed as a percentage
(Kwiatkowski 2002, p. 40).

A different approach is adopted by the Central Statistical Office in conducting
the Labour Force Survey, where the number of unemployed is estimated on the
basis of survey data. And this estimate is used to calculate the unemployment rate
according to LFS. Proposed by the International Labour Organization, this method
of determining unemployment is particularly useful in international compari-
sons. Many countries conduct surveys on a quarterly basis and with the adoption
of a sample rotation (one quarter of the surveyed households are mentioned).
According to the methodology used for this study, an unemployed person one aged
15-74, who is not working during the week surveyed, has in the past four weeks
been actively looking for a job and is ready to take up a job within 2 weeks of the
week’s tests. The unemployed also include people who are waiting to start work in
the next 3 months (GUS 2019).

3. Methodological Methods and Procedure

Taking into account theoretical findings and current aspects, the following
research hypothesis can be formulated: the unemployment level during a pandemic
may be influenced by economic growth or crisis, labour market dynamics, demo-
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graphic processes and social changes (see Fig. 2). Which measures should be used to
describe these phenomena remains a problem. What is more, the economic, demo-
graphic and social changes observed were caused by external factors in the form of
the COVID-19 pandemic.

Economic situation

Waves of disease Job offers Situati
.. 1tuation
and restrictions
. on the labour market
during the COVID-19 U | .
: nemploymen
pandemic Migrations

Social moods

Fig. 2. Determinants of Unemployment during the COVID-19 Pandemic
Source: the author.

The further part of the article presents statistical data on the Polish labour market
on a quarterly basis for the years 2018—2021. Descriptive statistics and an analysis
of the dynamics and structure of registered unemployment were used to under-
stand relevant trends. An attempt is also made to identify the causes of changes in
unemployment. These are mainly macroeconomic reasons, and include a decline
in economic activity associated with periodic restrictions in some industries,
changes in external migrations, and changes in global demand, including consump-
tion and investment. Additionally, a number of microeconomic and sociological-
-psychological explain the individual decisions and moods employees dismissed
from work demonstrated. Many chose to register with the poviat labour office, or to
return from emigration (also short-term), or needed to have health insurance during
the COVID-19 pandemic.

The source material for the research was public statistics from the Central
Statistical Office and public opinion polls conducted by various national research
centers.
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4. Results of Research

Figure 3 shows the number of registered unemployed recorded for individual
quarters of the 2018—-2021 period. As can be seen, the number of registered unem-
ployed is seasonal, but in 2018 it was on the decline. A similar trend continued
in 2019, though the number rose slightly in both years in the fourth quarter and
in the first quarter of the following year. However, a significant increase in the
number of registered unemployed was observed in 2020 through the first quarter
of 2021. During this period, the COVID-19 pandemic worsened in Poland and
prompted numerous restrictions to be imposed, including periodic downtimes in
numerous industries. Studies have been done to investigate the short-term impact of
a pandemic on unemployment, economic activity and employment rates and show
that the introduction of pandemic restrictions irrevocably deteriorates these meas-
ures (Guven, Sotirakopoulos & Ulker 2020, Andersson & Wadensjo 2022).
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Fig. 3. Number of Registered Unemployed in 20182021 (Thousands of People)
Source: the author, based on statistical data (BDM 2022).

The population of the registered unemployed in May 2020 exceeded one million
people and stay similarly elevated in the months that followed. At the end of 2020,
there were 20.8% more registered unemployed than there had been in December
2019. It should be noted here that in the years of economic prosperity, the 2nd and
3rd quarters of the year were usually characterised by a decrease in unemployment
compared to the 1st and 4th quarters, while in 2020 this seasonal cyclicality was not
maintained (GUS 2021d, p. 35).
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A decrease in the number of registered unemployed was observed from the
2nd quarter of 2021 and continued until the year’s end. It too was not the result of
seasonal changes. Comparing the inflow and outflow from unemployment registers
in poviat labour offices in 2020 and 2019, a lower number of new registrations can
be noticed, but at the same time there were many fewer leaving the ranks of the
unemployed than in 2019. Throughout 2020, 1,340.7 thousand people were regis-
tered as new unemployed (10.4% less than in 2019) and at the same time 1,160.7
thousand people were removed from the register of the unemployed (27.4% less than
the year before) (GUS 2021d, p. 35).

160
140 +—= S
120 T — S —
100 B
80
60
40
20
01— T T T T T T T T T T T T T T T
Ql Q2 Q3 Q4 QI Q2 Q3 Q4 QI Q2 Q3 Q4 QI Q2 Q3 Q4
2018 2018 2018 2018 2019 2019 2019 2019 2020 2020 2020 2020 2021 2021 2021 2021
- - = Registered unemployed persons not working so far
Registered unemployed dismissed for reasons relating to the workplace

Fig. 4. Reason for Registering the Unemployed in 2018-2021 (Thousands of People)
Source: the same as for Figure 3.

In the total number of newly registered unemployed in 2020, 672,300 were
women, 153,200 were not working, and 74,500 had been dismissed for reasons
related to the workplace (GUS 2021a, p. 256). Of those deregistered (gained
employment) in 2020, 590,200 were women, and 713,500 started work (hence their
deregistration) (GUS 2021a, p. 256). At the same time, an increasing number of
people were dismissed for reasons related to the workplace. In fact, in 2020 there
was a 40.7% increase over 2019, mainly due to a twofold increase those let go for
workplace-related dismissals in Q2 (GUS 2021d, p. 38). The data on the reasons for
the registration of the unemployed are presented in detail and in the full research
period (Fig. 4), which shows that in the 2nd quarter of 2020 there was an increase in
both the registration of unemployed persons that had never worked so far, and those
dismissed for reasons attributable to the workplace.
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In turn, the data in Figure 5 show the structure of the registered unemployed by
age. The largest share comprised people aged 35-54, a number that increased signif-
icantly in the second quarter of 2020, as well as in the first quarter of 2021. A high
increase was also recorded in the 18—-34 age group, especially in the 2nd quarter of
2020, while in the 1st quarter of 2021 the increase was not as pronounced as in the
35-54 age group. Relatively low dynamics characterised the registered unemployed
aged 55-60 and above.
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Fig. 5. Registered Unemployed by Age (Thousands of People)

Source: the author, based on statistical data: http:/swaid.stat.gov.pl/RynekPracy_dashboards/Raporty_
predefiniowane/RAP_DBD_RPRA _16.aspx (accessed: 21.03.2022).

Turning to Figure 6, we will now look at the rates of registered unemployment in
2018-2021. Unemployment fell in these quarters: Q2 and Q3 2018, Q2 and Q3 2019
and Q2, Q3 and Q4 of 2021, while it rose in Q4 2018, Q1 2019, from Q1 2020 to Q1
2021. Seasonality accounts for some of the increases (Q4 2018, Q1 2019), while the
pandemic and the decline in economic activity accounted for the increases in 2020,
when no seasonality was observed.

Changes in the number of registered unemployed may be influenced by job offers
recorded and reported in labour offices. The number of such offers in particular
quarters of the 20182021 period is shown in Figure 7. A decrease in the number
of offers submitted to poviat labour offices was recorded in the 4th quarter of each
year surveyed. This was undoubtedly attributable to the seasonality of economic
activity, unemployment and employment.
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Fig. 6. Rate of Registered Unemployment in 2018-2021 (in Percent)
Source: the same as for Figure 3.
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Fig. 7. Number of Job Offers in 2018-2021 (in Thousands)

Source: the same as for Figure 3.

The number of job offers may also be related to the attitude of employers to
hiring new employees, though at the same time employers are not obliged to report
all job offers to the labour office. It therefore stands to reason that this number does
not reflect the total demand for work. The mood of entrepreneurs and employers can
be assessed, in a way, using measures of general economic activity. Thus, Figure 8
shows the evolution of GDP, fixed capital formation and domestic demand during
the period under analysis.

The data presented in Figure 8 show that three variables — domestic demand,
GDP in constant prices and household consumption — followed a very similar
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course throughout the period (all values were presented in relation to the value from
the previous year).
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Fig. 8. Selected Measures of Economic Activity in 2018-2021

Source: the same as for Figure 3.

Figure 8 also shows that fixed capital formation was characterised by slightly
more visible fluctuations than the other variables. In particular, there was a decrease
in these outlays in the 2nd, 3rd and 4th quarters of 2020, while the decrease in the
growth dynamics of these outlays occurred in: Q1 and Q4 2018, Q2 and Q3 2019,
and from Q1 2020 to QI 2021. Certainly, such a development in outlays is also
related to the number of submitted job offers (though it is worth noting that these are
not all the job offers in the economy).

Among the reasons for changes in unemployment, there are also changes in the
size of the workforce resulting from external migrations. The numbers of emigrants,
immigrants and the balance of external migrations are presented in Figure 9. Unfor-
tunately, the data are on an annual basis and end in 2020, which is why in this case
the research period was extended back to 2017. As the figure illustrates, emigration
for permanent residence from Poland decreased, while immigration increased until
2019, and in 2020 the number of immigrants and emigrants decreased significantly
due to restrictions in travelling and the COVID-19 pandemic. Similar conclusions
were reached in analyses conducted for other countries, including the US, Canada,
Australia and the European Union (Cassidy 2022), where a decrease in migration
was observed in April and May 2020. Earlier analyses confirmed a significant
reduction in immigration in the labour markets of many countries, again due to
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the pandemic (Borjas & Cassidy 2020). The balance of migration during the entire
period was positive, but in 2020 decreased for the reasons discussed above.

20,000
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Permanent immigration Permanent emigration
----- Balance of migration for permanent residence

Fig. 9. External Migrations in 2017-2020

Source: the author, based on statistical data: http:/swaid.stat.gov.pl/Demografia_dashboards/
Raporty_predefiniowane/RAP_DBD_DEM_13.aspx (accessed: 21.03.2022).

On the other hand, selected data on border traffic are also available. These may
also provide information on the impact on human resources in the national economy,
because data on migration only concern immigration/emigration for permanent resi-
dence, i.e. for a period of more than 1 year. Figure 10 therefore presents data on the
border traffic of foreigners in 2020 and in the 3rd quarter of 2021, including to and
from Poland.

As Figure 10 shows, a decrease in the number of border crossings by foreigners
was recorded in the 2nd and 4th quarters of 2020, while there was an increase in the
3rd quarters of 2020 and 2021. The data does not cover the full research period, but
it can be noted here that the decreases in border crossings followed successive waves
of COVID-19 and the subsequent introduction of restrictions. Overall, however,
in the 3rd quarter of 2021 there was a 10.9% increase in the number of crossings of
the Polish border over the number that occurred in the 3rd quarter of 2020. Of that
overall increase, foreigners crossing accounted for 8.8%, while Poles accounted
for 13.6%.

The majority of foreigners crossing individual sections of the Polish land border
were citizens of countries that neighbour Poland, including Ukraine (92.6%), Belarus
(81.1%), and on the border with Russia — citizens of Russia (59.1%) (GUS 2021b,
p- ). However, the reasons for crossing the border in 2020 included: to go shopping
(70.9%), visit relatives and friends (12.1%), and to vacation and pursue recreation
(9.9%). Interestingly, in 2020, 36.0% of foreigners’ trips to Poland by plane were
for business/professional purposes (this accounted for the largest share from among
the three types of border crossing). Visits by non-residents in Poland (crossing the
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border at airports) largely concerned (apart from transit) visits to relatives or friends
(20.6%) and rest, recreation, and holidays (16.9%) (GUS 2021c, p. 23). Such statistics
do not indicate that the inflow of foreigners played a significant role for the labour
market, although the declaration of the purpose of crossing the border could have
changed after crossing (for example, a person who had come to Poland not to work
could try to find a job).
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Fig. 10. Border Traffic of Foreigners (Movement of People from Poland and to Poland
in Millions of People)

Source: the author, based on statistical data (GUS 2021b, p. 3).

Moreover, the opinion polls on the labour market, the threat of unemployment
and the prospects of finding employment in the local labour market during the
ongoing COVID-19 pandemic are interesting. Respondents’ opinions — notably, their
pessimism — are summarised in Figure 11, which clearly shows them in relation to
the rising or falling tide of COVID-19 cases.

Regarding responses to the question of a potential deterioration in the situation
of the workplace, three increases in the percent of affirmative responses were
recorded: from March to June 2020, from September to December 2020, and from
June 2021 to February 2022. In the latter case, the course of the number of cases
was not increasing at that time, but the moods were nevertheless pessimistic, which
may be associated with more permanent manifestations of social mood.

As concerns responses to the question about the threat of job loss, a positive
answer was given by a growing percent of respondents in four periods: March and
June 2020, December 2020, September 2021 and February 2022. An increase in
positive responses to the question about the difficulties and inability to find a job in
the local labour market was also recorded for four periods: June 2020, December
2020, March 2021 and December 2021. As concerns the last question, on the
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Fig. 11. Opinions of the Employed and Unemployed on the Prospects for the Labour Market
in the Light of CBOS Research in 2019-2022 (Percent of Respondents)

Source: the author, based on data (CBOS 2020, 2021, 2022).

respondents’ moods, answers coincided with the course of the seasonality of unem-
ployment and the economic situation. Only in June 2020 can they be associated with
the influence of an external factor such as the pandemic.

5. Conclusion

Summarising the foregoing analyses and statistical data, it is difficult to clearly
indicate how much the COVID-19 pandemic impacted on the situation on the labour
market. Undoubtedly, however, the successive waves of both disease and restrictions
introduced in economic and social life contributed to changes in the current trends
in shaping the economic situation, unemployment and migration.

A particularly noteworthy economic aspect resulting from the waves of virus
was a decline in GDP in 2020. This drop was accompanied by a reduction in outlays
on fixed assets and a decline in investment demand. The progressing waves of
the pandemic were also behind the reduced number of job offers and reductions
in both immigration and emigration, as well as in border traffic (by land and air).
The impact of the pandemic was also visible in the responses of the respondents,
whose pessimism grew when they were asked about continuing employment and
the possibility of finding employment on the local labour market. These changes in
the areas presented in the article contributed to the changes in the level and rate of
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registered unemployment observed, its structure and detailed measures describing
this phenomenon.

Further and more in-depth studies of the impact of the pandemic can be carried
out using monthly rather than quarterly data. Further, having full time series of
variables would make it possible to measure the strength of this impact on the level
of unemployment. In this study, only an attempt was made to diagnose the direc-
tion of this impact and logical justification based on a cause-and-effect analysis.
The subject matter discussed here certainly requires deeper analysis and further
quantification based on statistical and econometric methods.
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ABSTRACT

Objective: The paper examines whether the COVID-19 pandemic has influenced SMEs to take
socially responsible actions in their HR management.

Research Design & Methods: The paper reviews the literature with regard to human resources
management in SMEs and corporate social responsibility. Empirical research was carried out
with a survey, with respondents filling out an online questionnaire. The research covered 241
small and medium-sized enterprises (SMEs) operating in south-eastern Poland.

Findings: The main research problem was the analysis of the impact of the COVID-19 pandemic
on the continuation of socially responsible activities in HR management at SMEs. The first
hypothesis — that there is a correlation between the application of social responsibility before
the COVID-19 pandemic and the implementation of socially responsible human resources
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management activities during the pandemic — was verified. The second hypothesis — that the
implementation of socially responsible activities does not depend on the location of SMEs — was
not confirmed.

Implications/Recommendations: The results of the research show that during the COVID-19
pandemic companies continued to combine employee performance assessments with CSR acti-
vities, rewarding socially responsible activities undertaken by employees, providing employees
with favourable working conditions, and supporting them in training and professional development.
Contribution: The research and analysis both enrich the current scientific knowledge base on
social responsibility with data on the social commitment of employers to employees in a crisis
situation.

Article type: original article.

Keywords: small and medium-sized enterprises (SMEs), human resources management (HRM),
corporate social responsibility (CSR), COVID-19 pandemic.

JEL Classification: M14, M54.

STRESZCZENIE

Cel: Celem artykutu jest ustalenie, czy pandemia COVID-19 wptyneta na podejmowanie dziatan
spolecznie odpowiedzialnych w obszarze zarzadzania zasobami ludzkimi przez mate i §rednie
przedsiebiorstwa (MSP).

Metodyka badan: W artykule dokonano przegladu literatury w odniesieniu do zarzadzania
zasobami ludzkimi w MSP oraz spotecznej odpowiedzialnoéci biznesu. Badania empiryczne
przeprowadzono na podstawie metody badafi ankietowych. Zastosowano technike badaf inter-
netowych z wykorzystaniem kwestionariusza ankiety. Badaniami objeto 241 matych i §rednich
przedsiebiorstw dziatajacych na terenie Polski Potudniowo-Wschodniej.

Wyniki badain: Gtéwnym problemem badawczym byta analiza wptywu pandemii COVID-19 na
kontynuowanie przez MSP spofecznie odpowiedzialnych dziatan w obszarze zarzadzania zaso-
bami ludzkimi. W wyniku przeprowadzonych badan hipoteza 1 (istnienie zalezno$ci pomigdzy
stosowaniem spotecznej odpowiedzialnosci przed pandemig COVID-19 a realizacja dziatah
spofecznie odpowiedzialnych w obszarze zarzadzania zasobami ludzkimi w czasie pandemii)
zostala zweryfikowana pozytywnie, natomiast hipoteza 2 (realizacja dziatan spofecznie odpowie-
dzialnych nie zalezy od lokalizacji MSP) nie zostata potwierdzona.

Whioski: Wyniki badafi wskazuja, ze w czasie pandemii COVID-19 przedsigbiorcy nadal
uwzgledniali w ocenie pracownikéw dziatania na rzecz CSR, nagradzali je oraz zapewniali pra-
cownikom korzystne warunki pracy, a takze wspierali ich w szkoleniach i rozwoju zawodowym.
Wkiad w rozwdj dyscypliny: Przeprowadzone przez autorki pracy badania i ich analiza wzboga-
caja dotychczasowy dorobek naukowy w obszarze spotecznej odpowiedzialnosci o dane dotyczace
spotecznego zaangazowania pracodawcéw na rzecz pracownikow w sytuacji kryzysowej.

Typ artykulu: oryginalny artykut naukowy.

Stowa kluczowe: mate i $rednie przedsigbiorstwa (MSP), zarzadzanie zasobami ludzkimi
(ZZL), spoteczna odpowiedzialno$¢ organizacji (CSR), pandemia COVID-19.
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1. Introduction

The coronavirus (COVID-19) pandemic has been a global challenge for the 21st
century for small and medium-sized enterprises that has caused serious disruption
to the economy and business operations. The pandemic has resulted in supply
chain disruptions, cash flow problems, decreased demand for goods and services,
a decline in confidence, and a partial or complete suspension of economic activity.
The difficult situation companies have faced has also affected employees as their
livelihoods were at risk. Over the last two years, the socio-economic crisis caused
by the COVID-19 pandemic has caused numerous changes in the approach to
management, including human resources management (Matuska & Koczerga 2021,
p- 89). The changes concern both the organisation of work and the need to use
modern technologies. The issues related to ensuring appropriate working conditions
have become particularly important. They include support for employee well-being,
competency management, proper communication, integration of employee teams,
and appropriate motivation. The pandemic has forced employers to change their
focus on the employee, who has become managers’ center of attention.

During the pandemic some companies have distinguished themselves with
a proactive attitude and measures by providing support to employees. Some enter-
prises managed to retain employees and pay them even when operations were
suspended. However, many companies were forced to lay off employees or reduce
their working hours. During this period, a responsible approach to human resources
management, one that focused on protecting the health and safety of employees, was
of key importance. In the short-term perspective, applying the principle of social
responsibility in HR management increases the trust and efficiency of employees.
Enterprises that care about the safety of their employees are also more attractive to
investors.

The purpose of this paper was to present whether the COVID-19 pandemic
influenced SME:s to take socially responsible actions by SMEs in HR management.

2. Corporate Social Responsibility and the Employee

The World Business Council for Sustainable Development (WBCSD) defines
corporate social responsibility (CSR) as: “activities of enterprises contributing to
sustainable economic development, focused on cooperation with employees, their
families, local community and the entire society for the purpose of improving the
quality of their lives” (Teneta-Skwiercz 2013, p. 40).

CSR is a kind of social contract that leads organisations to act ethically and
responsibly (economically, ecologically and socially), minimising the negative
effects of running a business while maximising its positive effects (Maignan &
Ferrell 2004, pp. 3-19).
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Social responsibility is the commitment of enterprises to sustainable development
and to improving the quality of life of the entire society. CSR cannot be reduced
only to the implementation of image goals or giving money away (sponsorship).
Nor is it only about complying with the provisions of labour law or environmental
protection (Klimek 2019, p. 183). Not only a specific style of managing (people,
products, processes, entire organisations), social responsibility is a philosophy of
the company’s operation, one that undertakes a voluntary commitment to respect
the rights of employees, society and the environment, exceeding the applicable legal
requirements.

There are two dimensions of CSR: internal and external. The internal includes
(Klimek 2019, p. 183):

— human resources management, including employee involvement, equality, fair
wages, work-life balance,

— occupational health and safety, including principles of work safety or forms of
health care,

— ethical programmes for employees, i.e. ethical codes or training in ethics,

— an ability to adapt to changes, including, for instance, flexibility in employ-
ment, minimising the negative effects of changes, minimising the negative impact
on the environment,

— corporate supervision and its principles, e.g. information transparency.

The external dimension includes:

— impact on local society,

— relationships with suppliers and customers,

— environmental impact,

— human rights.

The essence of social responsibility is also presented in the ISO 26000 standard,
published by the International Organization for Standardization in November 2010.
CSR covers the entire policy of the organisation, its strategy that takes into account
social, ethical and environmental aspects in its activities and in its contacts with
stakeholders (Rok 2012, p. 362).

The BS ISO 26000:2010 standard entitled Guidance on Social Responsibility
(ISO 26000... 2010, pp. 14-68) distinguishes seven areas of social responsibility
which are intended to help organisations identify problems that arise as a result of
organisational activities undertaken within each of them. The areas include organ-
isational governance (principles and standards of enterprise management), human
rights, work practices, the natural environment, fair market practices, relations with
consumers and activities for the benefit of the local community. These areas are
intended to help organisations identify problems that arise as a result of the organi-
sation’s activities undertaken within each area:
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— organisational governance — includes the principles and standards relating
to broadly understood enterprise management. In order for the organisation to be
effectively managed, it should implement the principles of transparency, accounta-
bility, ethical conduct, respect for issue raised by stakeholders, legal requirements,
international standards and human rights;

— human rights — fundamental rights that every organisation should respect and
include civil and political rights as well as economic, social and cultural rights
which take precedence over other rights;

— work practices — responsibility for employees and the workplace, including:
employee recruitment, disciplinary procedures and complaints, transfer and posting
of employees, termination of employment, training and professional development,
health, health and safety at work, working time and remuneration;

— natural environment — each organisation should try to limit its impact on the
environment, taking into account the direct and indirect economic, social, health
and environmental effects of its decisions and actions;

— fair market practices — covers the organisation’s ethical behaviour towards all
stakeholders (in particular partners, suppliers, customers, competitors, government
organisations and local communities);

— relations with consumers — each organisation is accountable to consumers
(clients). Responsibility in this respect includes the use of clear and transparent
commercial information and the promotion of sustainable consumption;

— activities for the benefit of the local community — as all organisations have
an impact on the communities in which they operate, they should engage in activ-
ities for the benefit of local communities, thus helping to strengthen civil society.

Some companies focus their CSR activities on employees (HR management,
in other words), hoping that in the long term they will help the company achieve
positive reactions from investors (Qiu ef al. 2021, pp. 1-12). During the crisis, CSR
activities allowed for the creation of stronger ties with employees than had existed
prior to the crisis. Remote work has led employers to find new ways to manage
employee performance. Hence, in order to increase emloyee involvement, many
employers organised virtual meetings with them (Camilleri 2021, p. 12).

In the theory and practice of SMEs, HR management that strives to practice CSR
— employment, training, evaluation, remuneration and providing SME employees
with a usually ethically acceptable work environment (Cerani¢ & Popovi¢ 2009,
p. 73) — is of great importance. HR management that employs CSR consider
numerous factors, including employee involvement in decision-making processes,
the opportunity to develop and improve one’s qualifications, work-life balance, fair
remuneration, improved communication between employees and management, and
easy access to information about changes in the company’s strategy (Bem-Koziet
2008, p. 110).
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Research by Burgdorf (2021, p. 53) shows that, during the COVID-19 pandemic,
SMEs invested less in CSR than large companies because they were forced to
deploy their resources in a struggle for survival.

3. Human Resources Management in SMEs

The role of small and medium-sized enterprises is indisputable for the economy
of any country. Research has shown that on a global scale, SMEs conduct over 90%
of all business activities (Cerani¢ & Popovic¢ 2009, p. 71).

Two important features SMEs boast are flexibility and ease of adapting to the
dynamic changes taking place in the economy based on knowledge and innovation.
Companies from this sector have much lower material and financial resources than
larger companies (Matejun & Motyka 2016, p. 44). The past several decades have
shown that resources such as technology, finance and production processes provide
SMEs smaller competitive advantage. However, employees, their intellectual capital,
competences, creativity, attitude to clients, motivation or ability to learn are all
factors that distinguish SMEs and influence the growth of their importance (Cerani¢
& Popovié 2009, p. 72). Drucker (1998, p. 282) emphasises that a person is the most
versatile, productive and fertile resource of all available wealth. Human resources
have a unique character (Matejun & Motyka 2016, p. 43) because they cannot be
imitated by the competition. Over time, their value and usefulness increase (Adamik
2003, pp. 126-127). Moreover, employers assess the competences possessed by
human capital to be among the most difficult elements for competition to copy
(Cyran 2017, p. 36). An increase in the importance of human capital influences has
brought about a change in employer-employee relationships.

Employers prefer employees who pursue their own goals and help the organisa-
tion achieve its own goals, while at the same time accepting responsibility for the
results the company achieves. They also prize inventiveness and openness to change.
As the number of skilled employees rises, the requirements of employees towards
employers change. Apart from having their economic security ensured, employees
expect to do interesting work that enables them to improve and develop (Rybak
2004, p. 181). Employees’ requirements are related not only to the economic aspect,
but also to the “socio-ethical dimension of humanity” (Bem-Koziet 2008, p. 112).

A main goal of HR management in SMEs is to combine the improvement of
employee efficiency with an ethical and socially responsible approach. Achieving
this goal is conducive to achieving other strategic goals, including profit, produc-
tivity, and customer and employee satisfaction.

Small and medium-sized enterprises usually do not have a separate department
dedicated to HR management (Fabi, Raymond & Lacoursiere 2009, pp. 7-25).
The HR management process in small enterprises often depends on the personal
preferences of the owner/manager. For SME managers, the source of knowledge
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and ideas on how to manage human resources is their own experience and often an
informal approach to management. The results of research conducted by Zakrzewska-
-Bielawska (2007, p. 90) show that small and medium-sized companies employ
well-established management patterns without taking into account the diverse
needs of employees, which in the end may cause the company to fail. In SMEs,
the strategic approach to HR is more moderate than in large companies, and best
HR management practices are only applied less systematically (Johnson 2000,
pp. 69-82). Some researchers have argued that formal personnel practices make
a company more transparent, and thus more attractive for employees (Nguyen &
Bryant 2004, p. 611).

Global competition also leads companies to embrace professional HR manage-
ment (Naz, Aftab & Awais 2016, p. 700). If an enterprise is dominated by an inflex-
ible owner/manager, it may be difficult to implement the HRM model applied in
large enterprises. The lack of formal organisational structures and relationships may
be helpful in implementing HRM practices in SMEs (Wiesner 2001, p. 45).

The use of participatory practices by SME owners/managers in managing
employees helps boost enterprise performance and effective competition in the
market (Wiesner 2001, p. 48). Investing in employee participation programmes and
creating incentives for non-professional roles are an important success factor for
SMEs that want to promote innovation and entrepreneurship (Hayton 2003, p. 386).

As the role of employees in SMEs has changed, so too has the approach to
creating employment plans recruitment. For example, recruitment is not only the
act of hiring an employee, but also of preparing and training them and ultimately
introducing them to their work.

In the knowledge-based economy, employees’ developing qualifications are
highly relevant. The training process is particularly important for SMEs that have
limited resources and which should react quickly to changing operating circum-
stances. Companies all too rarely use training, especially external forms, due to
financial constraints, information gaps and a lack of awareness of the benefits
(Management Training... 2002, p. 5). But training and development do improve
company results (de Kok & Uhlaner 2001, pp. 273-291). This is also confirmed by
the results of research on the impact of HR management on SME results. In their
study, Naz, Aftab and Awais (2016) adopted recruitment, selection, training and
development, remuneration policy and employee evaluation as independent vari-
ables, and SME results as the dependent variable. The results of regression and
correlation confirmed that all independent variables had an impact on the results
(Naz, Aftab & Awais 2016, p. 706). Investments in training, even of a small number
of employees, improving their skills, knowledge and competences, helps companies
build good relations with customers, an extremely important factor determining
competitiveness (Aurangzeb, Asif & Amin 2021, p. 687).
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During the pandemic, companies used a number of mechanisms to support
employees, including working from home, introducing procedures related to health
and safety at work, introducing the obligation to use personal protective equipment,
maintaining social distance, limiting business trips, guaranteeing the possibility of
taking paid holidays, employee volunteering and employee assistance programmes
(Mahmud, Ding & Hasan 2021, p. 8). Such measures enable socially respon-
sible SMEs to strengthen both their image and mutual relations with employees.
In order to increase employee motivation and strengthen their sense of job security,
employers have systematically contacted employees and provided current informa-
tion related to COVID-19.

4. The Impact of the COVID-19 Pandemic on the Functioning
of SMEs in Selected Areas - the Results of Our Research

Research on how the pandemic affected enterprises has been published in the
last year, particularly on the short- and long-term impact of the pandemic on enter-
prises (Cucculelli & Peruzzi 2018, pp. 459—474; Karabag 2020, pp. 1-6; Kraus ef al.
2020, pp. 1067-1092; Moradian et al. 2020, pp. 1-7; Rodrigues et al. 2021, pp. 1-21).
However, a systematic review of the literature and research has yet to be done.

Several studies attempting to analyse the economic impact of the COVID-19
pandemic highlight its serious negative impact on employees, customers and supply
chains. The negative significance of the economic recession caused by the pandemic
was emphasised by Acikgoz & Giinay (2020, pp. 520-526). The pair also note of all
enterprises, SMEs suffered the most under the pandemic, with the restrictions intro-
duced by governments reducing their financial liquidity or in some cases driving
them into insolvency (Runyan 2006, pp. 12-26; Anderson et al. 2020, pp. 931-934;
Baker & Judge 2020, p. 620; Kraus et al. 2020, pp. 1067-1092; Le et al. 2020,
pp- 3683-3692; McCloskey & Heymann 2020, p. 148; Gregurec, Tomici¢ Furjan &
Tomici¢-Pupek 2021, p. 1098).

The pandemic also disrupted HR management at SMEs, as companies had to
take measures to protect jobs and guarantee safe working conditions.

The research used for this paper mainly referred to the impact of the COVID-19
pandemic on “work practices”, which, among other things, covers responsibility for
employees and the workplace. This includes: employee recruitment, transfer and
posting of employees, termination of employment, training and professional devel-
opment, health, safety and hygiene at work, working time and remuneration.

The results presented in this paper are the outcome of our own research, which
seeks to identify responsible actions taken by SMEs for the benefit of employees
during the COVID-19 pandemic. The primary research problem was the analysis
of the impact of the pandemic on the continuation of socially responsible activities
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in HR management by SMEs. The study focused on a single area CSR — work
practices. The research is a part of wider research aimed at identifying the changes
that the pandemic has forced on companies from the SME sector.

The research was conducted by employees of the Faculty of Management of the
Rzeszow University of Technology in the period March—June 2021. The research
sample consisted of 241 enterprises operating in south-eastern Poland (voivodships:
Podkarpackie, Swigtokrzyskie and Lubelskie), located both in urban (63%) and
rural (37%) areas. The measurement and the analysis covered enterprises classified
into one of the following categories: sole proprietorship (23%), micro-enterprises
(35%), small enterprises (23%) and medium-sized enterprises (19%); 0.03 percent
was micro companies, 0.38 small companies, and 1.47 medium companies from
the total number of companies located in the area. Survey respondents are people
with full knowledge of how the company surveyed functions, including management
staff, owners or individuals indicated by them. The sample was selected using the
purposive method, while the method of questionnaire research was used in our own
research. The questionnaire was developed in Polish on the basis of the literature on
the subject. Internet research was used, with respondents completing a questionnaire
on a website. Before the final version of the questionnaire was developed, a pilot
study was conducted, with academic experts and company managers as participants.
This was intended to minimise the likelihood of errors.

The research and analysis fill the research gap regarding how the pandemic
influenced the functioning of SMEs in Poland and the actions taken by owners/
managers in terms of responsible human resources management.

Description and statistical analysis (Mann-Whitney U test) have been used to
describe and analyse the data collected.

Taking into account the conclusions from the analysis of the literature on the
subject, the following hypotheses were adopted:

Hypothesis 1: There is a relationship between the use of social responsibility
before the COVID-19 pandemic and the implementation of socially responsible
activities in human resources management during the pandemic.

Hypothesis 2: The implementation of socially responsible activities does not
depend on the location of the SMEs.

Only 8% of the enterprises (20 companies) started a new type of activity, entered
a new sector or changed industries as a result of the pandemic.

The average length of existence of the companies that participated was 15 years.
Half of the companies had been operating for 10 years or less, and the other half for
longer. Most often, companies had been operating in the market for 5 years. There
were 21 such companies, or 9% of the total surveyed. Six months was the shortest
period a company had been operating, and 170 years — the longest. The volatility
index shows that the companies are highly diversified in terms of their activities.
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As a result of the pandemic, 18% of the enterprises surveyed (44 companies)
made redundancies.

Figure 1 shows the percentage that introduced or increased the use of remote
work (from home) as a result of the COVID-19 pandemic: 83 enterprises intro-
duced remote work, while 38 enterprises increased it and in 120 no work was done
remotely.

16%

50%

34%

O yes, increased [ yes, introduced
O no, we have not used this form of work
at any time during the pandemic

Fig. 1. Has the Use of Remote Work (from Home) Been Introduced or Increased at Your
Company as a Result of COVID-19?

Source: the authors.

Study respondents were asked if their enterprise had undertaken any SR activi-
ties in the period before the pandemic. Only 29% of the surveyed SMEs had. Then,
using the Mann-Whitney U test (the research was carried out at the significance
level of a = 0.05), the existence of a relationship between companies that used CSR
before the COVID-19 pandemic and those that did not was confirmed, as was the
relationship between the assessment of employee performance and activities for
CSR (0.0010), rewarding employee activities within CSR (0.0003), ensuring appro-
priate and favourable working conditions (0.0054) and supporting employees in
training and professional development (0.0003). This is shown in Figure 2.

68% of the respondents indicated greater care for social relations and a good
atmosphere of cooperation (online meetings, help for sick employees) have emerged.
The companies surveyed also ensure good communication with employees — 61%
indicate that they talk to employees about their problems and concerns more often,
while 64% ensure that they explain themselves to employees when difficult deci-
sions must be made.
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Fig. 2. A Comparison between Companies Using (and Not Using) CSR before the COVID-19
Pandemic in Selected Aspects

Source: the authors.

In the case of the company’s hub, the Mann-Whitney U test was used (at the
significance level a = 0.05). The study showed four differences in the assessments
of individual statements. One analysed the impact of an activity on the assessment
of problems with the payment of benefits for employees p < o (p = 0.0458), the need
to change employment conditions p < a (p = 0.0090), and enabling employees with
special needs to work at convenient hours p < a (p = 0.0460). Problems paying
employees benefits and the need to change employment conditions occurred much
more often in companies located in the city (1.65 and 1.82 on average). Companies
located in the city allowed their employees to work at convenient hours more often
(an average grade 1.42).

5. Conclusions

As the analyses show, Hypothesis 1 was confirmed: There is a relationship
between the application of social responsibility before the COVID-19 pandemic and
the implementation of socially responsible activities in HR management during the
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pandemic. The results also show that, during the COVID-19 pandemic, employers
continued to combine employee performance assessments with CSR activities,
rewarding socially responsible activities undertaken by employees and providing
employees with favourable working conditions and supporting them in training and
professional development.

The second hypothesis was not confirmed. The research showed a correlation
between the location of the enterprise and the payment of employee benefits, intro-
ducing changes in employment conditions and enabling employees with special
needs (e.g. single parents) to work at convenient hours.

To summarise the research, people running small and medium-sized enterprises,
despite a significant deterioration in the conditions for running a business, still
undertake voluntary actions for their employees.

Only SMEs operating in Poland’s southeast were included in the research.
The small number of respondents and the fact that the results obtained could have
been influenced by the subjective assessment of the respondents were factors
limiting the research. For future research we recommend conducting comparative
research on SMEs operating in other regions of Poland.
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ABSTRACT

Objective: The aim of this paper is to explore the determinants of occupational well-being in
employees under the conditions of the COVID-19 pandemic.

Research Design & Methods: The paper presents the results of a survey, conducted in January
2021, using the CAWI method, on a representative sample of working Poles (N = 1,000).
Hierarchical cluster analysis, Ward’s method and one-way ANOVA test were applied in the
analysis of the survey results.

Findings: The empirical study identified three relatively homogeneous groups of employees
depending on factors determining their occupational well-being. For the first group, interesting
work and job security were the two most important factors, while work-life balance and good
cooperation with the superior were the least important. The second group depends on one factor —
job security — for its professional well-being, while it ascribes the least importance to job prestige
and development opportunities. The third group also identifies only one factor — interesting work
— as being the most important, and job security and job prestige as being the least important.
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Implications/Recommendations: As a result, two key factors were identified: job security and
interesting work. Polish workers fall into three groups: 1) those for whom both of these factors are
important, 2) those focused mainly on job security and 3) those who put interesting work above
all else.

Contribution: The article adds to the knowledge on the determinants of employees’ occupational
well-being, particularly during the COVID-19 pandemic. The results are important for the
conscious management of employees. They provide practical guidance to help motivate employees
in the conditions that characterise work during a pandemic.

Article type: original article.
Keywords: occupational well-being, determinants of well-being, COVID-19, cluster analysis.
JEL Classification: M12, M54, J24.

STRESZCZENIE

Cel: Celem pracy jest eksploracja czynnikéw decydujacych o samopoczuciu zawodowym pra-
cownikéw w warunkach pandemii COVID-19.

Metodyka badan: W artykule przedstawiono wyniki badania, ktére przeprowadzono w stycz-
niu 2021 r., metoda CAWI, na reprezentatywnej prébie pracujagcych Polakéw (N = 1000).
Do opracowania wynikéw badania zastosowano hierarchiczng analiz¢ skupien, metod¢ Warda
oraz jednoczynnikowy test ANOVA.

Wyniki badan: Badanie empiryczne pozwolito zidentyfikowaé trzy relatywnie jednorodne
grupy pracownikéw pod wzgledem czynnikéw decydujacych o samopoczuciu zawodowym.
Pierwsza grupa wskazala na dwa réwnie wazne czynniki: interesujacg prace i pewnosc¢ zatrud-
nienia oraz dwa czynniki najmniej istotne: rtéwnowage miedzy zyciem prywatnym i zawodowym
oraz dobrag wspétprace z przetozonym. Druga wyodrgbniona grupa uzaleznia swoje samopoczu-
cie zawodowe giéwnie od jednego czynnika, jakim jest pewno$¢ zatrudnienia, a za najmniej
istotne uwaza prestiz wykonywanej pracy i mozliwoSci rozwoju. Trzecia grupa takze wskazata
tylko jeden czynnik, ktéry wpltywa na jej samopoczucie zawodowe — jest nim interesujaca praca.
Najmniej wazne sg dla niej z kolei pewnoS$¢ zatrudnienia i prestiz wykonywanej pracy.
Whioski: W rezultacie wyodrebniono dwa kluczowe czynniki: bezpieczefistwo pracy i ciekawg
prace. Polscy pracownicy dzielg si¢ na trzy grupy: 1) oséb, dla ktérych wazne sg oba wskazane
czynniki, 2) oséb skoncentrowanych gléwnie na bezpieczenstwie pracy oraz 3) oséb, dla ktérych
najwazniejsza jest interesujgca praca.

Wkilad w rozwéj dyscypliny: Artykut wzbogaca wiedz¢ na temat determinantéw dobro-
stanu zawodowego pracownikéw w warunkach pandemii COVID-19. Wyniki sg wazne dla
Swiadomego zarzadzania pracownikami i dostarczaja praktycznych wskazéwek ulatwiajacych
motywowanie pracownikéw w warunkach pandemii.

Typ artykulu: oryginalny artykut naukowy.

Stowa kluczowe: samopoczucie zawodowe, determinanty dobrostanu, COVID-19, analiza
skupien.
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1. Introduction

The COVID-19 pandemic triggered a transformation in employment, affecting
how work is organised (e.g. remote work) and employees alike (e.g. social
distancing, stress, unemployment) (Kniffin ez al. 2021). The shift to remote work put
the health and quality of life of workers into the spotlight. Research indicates that
the pandemic contributed to a deterioration of well-being (Bakker & van Wingerden
2020), job satisfaction and family life (Mohring et al. 2021). During the pandemic,
employee welfare became a priority for employers (Raport... 2020). In response to
the circumstances, organisations introduced programmes to help improve employee
well-being or embedded a supportive approach in their organisational culture.

Due to the pandemic, managers found themselves unable to experiment with
solutions to identify the ones that maximise benefit, instead having to rely on their
biases and observations. Insufficient awareness of effective practices disrupts
an organisation’s operations generally. During the pandemic, unforeseen changes
in the workplace made it difficult to maintain work efficiency and commitment,
affecting work-life balance. The extent of the changes brought about by the
pandemic has resulted in a research gap surrounding the determinants of occupa-
tional well-being. Hence the need for up-to-date research.

The aim of this paper is to explore the determinants of occupational well-being
in employees. The following research questions were formulated:

— What factors determine employees’ occupational well-being?

— How do employees’ opinions vary on the factors determining their occupa-
tional well-being?

The analysis was predicated on a study of working Poles’ opinions on occu-
pational well-being conducted during the COVID-19 pandemic, in January 2021.
Cluster analysis was used in developing the results. The text of the article consists
of three main parts, starting with an analysis of the literature to elucidate the key
aspects of professional well-being, and the evolution of employment conditions in
Poland as a result of the pandemic. It then describes the methodological aspects of
the research conducted, including the aim and structure of the sample. Finally, the
observations achieved from the study will be presented and analysed with the key
points displayed in the conclusion.

2. Theoretical Background
2.1. Factors Determining Employees’ Occupational Well-being

The COVID-19 pandemic has increased interest in the issue of employee well-
-being from individual and organisational perspectives. Numerous studies examine
the level of employee welfare and its various effects (Johnson, Robertson & Cooper
2018). They demonstrate that organisations with higher levels of care for employees
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perform better. This provides an impetus to investigate the factors influencing
well-being levels. Researchers indicate that in the process of work, psychological
well-being has the most significant influence on the sense of well-being (Johnson,
Robertson & Cooper 2018). Therefore, employee well-being has been constructed
using the foundation of psychological well-being. (Ryff 1989).

Psychological well-being is a multidimensional phenomenon, one that can be
analysed from two perspectives: that of hedonism, which deals with experiencing
positive emotions and satisfaction, and that of eudemonism, which focuses on
human potential and development (e.g. Ryan & Deci 2001, Czapifiski 2012). In the
eudemonistic view, well-being is an aggregate of feelings, experiences, and emotions
that accompany a person’s actions aimed at actualising their own potential, as well
as living a life that is coherent and consistent with the true self (Ilska & Kotodziej-
-Zaleska 2018). Eudemonic well-being includes six key aspects: positive attitude
towards oneself (self-acceptance), positive interpersonal relationships, a sense of
freedom, autonomy, the existence of an overarching goal in life, and circumstances
allowing for the development of one’s craft (Ryff 2013). A separate stream of
research on well-being has also emerged in the literature. It is close to the eude-
monistic perspective, and it referred to as workplace well-being (Tabor-Btazewicz
2021). It is defined as the accumulated experience and functioning of an employee
in terms of both physical and psychological well-being (Warr 2006). These concepts
are relevant to both organisations and how they are managed, and they set the theo-
retical framework for the study presented in this article.

Well-being is a construct that is partly determined by the employee’s person-
ality. As such, in the long term, it is a relatively fixed characteristic over which
the employer will have limited influence. In addition, employee well-being changes
under the influence of many factors directly related to work. These are particularly
crucial for management as they affect feelings at work. Their impact is direct and
it is easier for organisations to change and improve work-related factors. For this
reason, the scope of the research analysed in this article has been limited to deter-
minants of work-related employee well-being. Identifying the workplace factors that
influence employees’ occupational welfare is essential in order to guide organisa-
tions on which factors to prioritise in well-being activities.

In the case of occupational well-being in the workplace, the employer has
a particular role to play. In the literature, specific recommendations can be found as
to what activities give rise to a desirable work environment. These include creating
conditions in which employees: are paid living wages, have control over their work,
have opportunities for professional development, flexibility, are protected from
adverse conditions, are provided with disease prevention and stress management,
the sick and disabled are supported and their return to work is facilitated (Marmot
2010).
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Measures recommended for workplace well-being include ensuring: adequate
resources and communication, control and autonomy, a balanced workload,
adequate job security, good relationships and working conditions (Robertson
2016). Employers should provide employees with all the tools they need to do their
jobs. They should not restrict employees’ freedom to do their jobs — by delegating
authority appropriately and ensuring a good work-life balance. They are responsible
for ensuring that workers have transferable and up-to-date skills and are treated with
dignity and respect at work. Employers should provide the best possible working
conditions, including pay and benefits.

Occupational well-being is conceptualised as a state of feeling shaped by the
quality of work life. The key determinants of work well-being are work and its
context, workplace relationships and work-home relationships, the purpose and
meaning of work, leadership and management (Johnson, Robertson & Cooper
2018). Tools designed for employees and employers are used to analyse occupational
well-being. Diagnostic tools for employees investigate several dimensions: quality
of work conditions, feeling of purpose, the probability of experiencing burnout,
exhaustion, the relationship between work and life, as well as suicidal tendencies
(e.g. Employee Well-Being Index, eWBI) (Dyrbye, Satele & Shanafelt 2016).

In human capital management, well-being is examined using the PERMA model,
which identifies five elements of a good life: P — positive emotions (e.g. joy, recogni-
tion, comfort, inspiration, hope or curiosity), E — engagement (understood as a state
of flow), R — relationships (being with people, working together), M — meaning
(a sense of meaningful action), A — achievements (satisfying work outcomes)
(Seligman 2012). In the present study, the Gallup Index was used to measure occu-
pational well-being, which includes the well-being-shaping aspects of experiencing
daily life. It includes five core components: purpose (maintaining a positive perspec-
tive on everyday tasks and sufficient stimulation to complete them), relationships
(possessing nurturing relationships), finances (having an economic situation that
does not contribute to undue stress and provides a sense of security), community
(having a positive attitude towards the place where one lives, feeling safe and proud
of the community), and physical health (being adequately fit to complete daily goals)
(Well-being 5 Toolkit 2017).

2.2. Work during the COVID-19 Pandemic

Before the factors determining occupational well-being in Poland can be under-
stood, a bit of background on the characteristics of the country’s labour market is in
order. Poland was significantly affected by the COVID-19 pandemic. A low level of
unemployment was observed alongside an increase in the working population.
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There were 17.3 million economically active persons in the third quarter of
2021. That was 139,000 (0.8%) more than the results of the second quarter of 2021
(Aktywnosc ekonomiczna... 2021).

In December 2020, the registered unemployment rate in Poland remained low
in Poland (6.2%) and increased by 0.1 pp. compared to the previous month. At the
same time, the country’s labour offices registered 1.03 million unemployed people
(a decrease of 7.8 to the month prior), and 79,200 job vacancies were reported to
labour offices (Aktualnosci... 2021).

The pandemic and resulting crisis caused a shift in how work was performed.
For example, there was a proliferation of either partially or completely remote work,
especially among office workers. These were new conditions for a large propor-
tion of employees — as many as 40% of those who worked remotely due to the
COVID-19 pandemic had never done so before. At the same time, more than 80%
said it was easy or very easy to adapt to remote working, flexible work schedules
and greater autonomy. Two-thirds of workers expected to work remotely more often
than they used to even after the pandemic ended (Akfualnosci... 2021).

The impact of the COVID-19 pandemic was evident in the data on where work
was performed. In Q1 2021, the number of people doing their work from home,
usually or sometimes, was 3.2 million, or 19.6% of all workers. Among this collec-
tive, 2 million persons (i.e. 62.1%) worked at home due to the situation related to
the COVID-19 pandemic. In Q1 2021, 2.4 million persons (14.7% of all employed
persons) performed all their work duties in the form of remote work. 89.7% worked
in this form due to the COVID-19 pandemic (Aktywnosc ekonomiczna... 2021).

Given all the changes that have occurred in the labour market and the spread of
remote working, there is a strong need for research on the factors determining the
professional well-being of employees.

3. Research Objectives and Methodology

The aim of the research was to analyse the factors determining occupational
well-being during the COVID-19 pandemic. Data was collected in January 2021.

The sample was purposive-quota and involved surveying 1,000 employees of
companies of different sizes with a close to proportional distribution of demo-
graphic characteristics (gender, age). The survey was conducted on a research panel
accredited by PKJPA and ESOMAR using the CAWI method. Only data from fully
completed surveys were analysed. Prior to analysis, the data were carefully checked
for accuracy and logical consistency.

Higher educated employees (52%), and those employed on the basis of
an employment contract (77%) in the private sector (77%) were the most likely
to respond to the research. The research sample was balanced in terms of gender
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(men 55%, women 45%) and age (from 18% to 27% of respondents from each age
group). Table 1 presents the detailed characteristics of the research sample.

Table 1. Structure of the Research Sample

Specification Percent
Gender female 45
male 55
Age 18-29 18
30-39 28
40-49 27
50 and over 27
Education vocational 8
secondary 41
higher 52
Form of employment employment contract 77
civil law agreement 9
B2B contract 14
Company size below 50 employees 42
50-249 employees 27
250-500 employees 12
more than 500 employees 9
Sector public 20
private 77
foundations, associations and others 3

Source: the authors.

The survey consisted of 22 questions addressing the respondents’ views on
different features of employee well-being, engagement and assessment of pay
equity. For the purpose of this article, the responses to the question on factors
determining occupational well-being were analysed. A list of factors determining
employees’ occupational well-being was developed based on the “Gallup-Health-
ways, Well-being 5 Index” tool (Well-being 5 Toolkit 2017). Based on the indica-
tions of the expert judges, the items from the Gallup tool were grouped and named
in a way that relates to the motivational factors recognised by practitioners.

In the survey conducted, respondents were asked to rank the following eight
factors:

— interesting job,

— job security,

— job prestige,
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— sense of fair remuneration,

— opportunity for personal development,

— friendly atmosphere at work,

— work-life balance,

— good cooperation with superiors.

The respondents ranked the factors from most (first place) to least important
(eighth place).

First, descriptive statistics of the individual factors determining professional
well-being were counted in each place. Next, hierarchical cluster analysis using
Ward’s method with squared Euclidean distance was applied to analyse the data
collected. The purpose of using cluster analysis was to extract homogeneous groups
of employees in terms of their assessment of the factors determining occupational
well-being. The results of the groups identified were subjected to a one-way ANOVA
test. The tests confirmed statistical significance in the mean differences.

The application of the method proceeded in the following stages: 1) selection
of diagnostic variables, 2) construction of observation matrix, 3) standardisation
of diagnostic variables, 4) selection of similarity measure, 5) determination of
taxonomic distance matrix on the basis of calculated distances between all pairs
of objects, 6) selection of agglomeration method, 7) construction of dendrogram
8) selection of number of identified clusters, 9) characterisation of distinguished
clusters and interpretation of results.

Calculations were performed using the SPPS statistical package, version 27.

4. Research Findings

On the basis of descriptive statistics, the mean positions assigned by respondents
to the various factors studied to determine occupational well-being were calculated
(Table 2).

Table 2. Descriptive Statistics of Factors Determining Occupational Well-being

Factor Average place Standard deviation
Interesting job 34 22
Job security 33 2.2
Job prestige 57 2.2
Sense of fair remuneration 40 2.1
Possibility of personal development 5.0 2.1
Friendly atmosphere at work 43 2.1
Work-life balance 5.0 2.1
Good cooperation with superior 53 20

Source: the authors.
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The data obtained shows that, among the factors determining professional
well-being, the employees surveyed ranked the following as the most important:
job security (in third place on average) and interesting job (also in third place on
average). The lowest positions in the ranking were job prestige (in sixth place on
average) and good cooperation with superiors (in fifth place on average). The middle
places in the ranking were rounded out by a sense of fair remuneration (fourth place
on average) and a friendly atmosphere at work (also fourth place on average).

Table 3. Clusters of Factors Determining Occupational Well-being

Cluster I Cluster 11 Cluster IIT
(N =344) (N =423) (N =233)
Factor
average | standard | average | standard | average | standard
place |deviation| place |deviation| place |deviation
Interesting job 2.8 20 43 22 2.6 1.9
Job security 29 20 2.2 1.3 5.8 1.5
Job prestige 3.6 19 70 1.2 6.3 19
Fair remuneration 49 2.1 3.5 20 3.7 20
Possibility of personal 4.5 20 5.8 1.8 44 2.3
development
Friendly atmosphere at work 53 1.8 3.6 19 40 2.1
Work-life balance 6.2 1.8 44 20 42 2.1
Good cooperation with superior 5.8 20 52 20 49 2.1

Source: the authors.

Cluster analysis was done to identify relatively homogeneous groups of
employees in terms of factors determining well-being at work. As a result of its
application, three relatively homogeneous groups (clusters) of employees were iden-
tified (Table 3). The description of the clusters was preceded by an analysis of the
structure of each cluster (Table 4).

The first group included respondents who make their professional well-being
dependent on interesting work and job security. Both factors on average ranked
third in this group. The first group of respondents was characterised by low impor-
tance given to: work-life balance and good cooperation with superiors. Both factors
ranked sixth on average. The first group consisted of mainly older employees:
30% were at least 50 years old. They were mainly employed on the basis of employ-
ment contract (73%), though a relatively high percentage of this group also worked
on B2B contracts (18%). This group was dominated by employees of small (43%)
and medium (29%) organisations.

The second group of respondents (cluster II) was more focused on job secu-
rity, ranking this factor on average in second place. Respondents from this group
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ascribed the least importance to the prestige of their work and opportunities for
personal development. On average, job prestige ranked seventh and opportuni-
ties for development sixth. The second group consisted mainly of individuals on
employment contracts (85%), and those employed in very large (22%) and large
(13%) organisations. The age structure of the second group was similar to that of the
surveyed sample.

Table 4. Structural Characteristics of the Clusters (in Percent)

Characteristic Cluster I Cluster II Cluster IIT

Age:

18-29 13 19 24

30-39 28 28 27

40-49 28 26 26

50 and over 30 27 23
Form of employment:

Employment contract 73 85 70

Civil law agreement 9 6 13

B2B contract 18 9 17
Company size:

Below 50 employees 43 37 49

50-249 employees 29 27 24

250-500 employees 11 13 11

More than 500 employees 17 22 15

Source: the authors.

The third group of respondents (cluster III) was more focused on interesting
while not ascribing job security much importance. The second factor was indicated
in both of the other separate groups as being crucial for professional well-being.
Respondents ranked interesting work, on average, third. The lowest ranking in this
group, in sixth place, apart from job security, was job prestige. Young workers (aged
18-29) made up a relatively high share (24%) of the third group. A relatively small
number were employed on civil law contracts (13%) or on B2B contracts (17%).
Similarly to the first group, the third group consisted mainly of those working
in small (49%) and medium-size (25%) organisations.

5. Conclusions

The study identified key factors that determined employees’ well-being at work
during the COVID-19 pandemic. The results confirm the importance of having
interesting work and job security. They also provide information on the diversity
of factors specific to different groups of workers, indicating the existence of three
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relatively consistent groups with different factors determining their respective
occupational well-being. The research shows that a factor that is important to one
group may be completely irrelevant to another. One such factor is job security, the
second group in the study identified as crucial, and the third considered to be least
important.

These findings provide important information. Understanding the factors that
influence occupational well-being enables targeted interventions that can improve
the psychological welfare of employees. Lack of clarity about the key drivers of
occupational well-being leaves managers unsure of how they could improve or
maintain the psychological well-being of employees, and results measures being
largely ineffective. The study found that the importance of factors varies with the
age of the employee, the size of the organisation and the type of contract. This shows
that there is a need for an individualised approach in the personnel decision-making
process, and, in turn, a comprehensive approach to how to influence occupational
well-being.

Supporting the development of employee well-being requires a set complex
instruments, among which the system of employee motivation is crucial. If prop-
erly applied, it will enhance well-being and the motivation to perform work. Using
the right tools, the organisation will encourage employees to develop and increase
their effectiveness. Contemporary management gives employees a wide range of
tools in motivational systems (Juchnowicz 2012). These systems generally includes
financial and non-financial benefits that an employee receives in return for their
work. They form a package supporting the realisation of the company’s goals and
at the same time they take into account the needs and value hierarchy of particular
groups of employees in a personalised way, creating an environment where work
is challenging and rewarding and where employees know that their contribution
matters to the organisation.

The study captures the determinants of occupational well-being during the
COVID-19 pandemic. While a static snapshot is presented, long-term relationships
and degree of influence have not been examined. As the factors investigated are
time-sensitive and susceptible to change, the investigation of the pandemic’s effects
requires further research. Moreover, factors determining job satisfaction may
change over time, so it is recommended they be studied in a long-term perspective.
Finally, this study concerns Polish employees. But to generalise the results, studies
encompassing multiple regions and countries should be conducted.

Research on factors determining occupational well-being should consider the
perspectives of both employees and employers. The research conducted for this
article looked only at the former. To provide a more comprehensive view, the latter’s
perspective should also be studied. Additionally, the only source of assessment was
employee self-assessment questionnaires. Other sources should be used.
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Future investigations could explore the links between factors determining occu-
pational well-being and their more detailed components. Furthermore, they could be
extended to include the impact of contexts on the factor groups identified.
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ABSTRACT

Objective: The paper offers an analysis and definition of the concept of leadership in the light of
current socio-economic trends. The following research questions were posed: “How is leadership
understood?” and “What elements comprise its definition?”. The definitions of leadership place
the term in a range of categories: as a characteristic, a behaviour, a process, a role relationship,
or a position in an organisational structure. It has been analysed through multiple paradigms,
including classical, transactional, transformational, situational, and service leadership. It is not
clear at present which definition is dominant, nor which research methods have been used to
determine its constituent elements.

Research Design & Methods: A critical and systematic literature review covering publications
that appeared in the years 2010-2020; 55 full-text indexed publications were analysed from the
Scopus database.

Findings: The research draws together and organises definitions of leadership that have appeared
in the last 10 years in the publications indexed from the Scopus database. The authors also put
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forward their own definition of leadership from the perspective of management and quality
sciences.

Implications/Recommendations: Organising the definition of leadership allows the authors to
understand the diversity and complexity which have a positive impact on building, strengthening
and developing leadership. The study also brings to light areas and directions for further research,
e.g. in the gender of managers or discrepancies in the perception of leadership resulting from
publications from various geographic and cultural regions.

Contribution: Arranging the existing definitions of leadership and its components from the
perspective of management and quality sciences; demonstrating that a qualitative approach is
increasingly used in leadership research.

Article type: original article.

Keywords: leadership, definition of leadership, systematic literature review, critical literature
review.

JEL Classification: C18, M12.

STRESZCZENIE

Cel: W artykule przeprowadzono analiz¢ pojecia przywddztwa oraz opracowano jego definicje
odpowiadajaca aktualnym trendom spoteczno-gospodarczym. Postawiono nastepujace pytania
badawcze: w jaki sposéb rozumiane jest przywodztwo oraz jakie s sktadowe jego definicji.
Dotychczasowe definicje przywddztwa traktujg je w roznych kategoriach: jako ceche, zacho-
wanie, proces, relacje 6l czy miejsce w strukturze organizacyjnej. Badacze z r6znych krajow
analizujg je wielostronnie, z perspektywy odmiennych paradygmatéw przywdédztwa: klasycz-
nego, transakcyjnego, transformacyjnego, sytuacyjnego czy stuzebnego. Obecnie nie mozna
zatem jednoznacznie okreslié, jaka definicja przywodztwa dominuje oraz jakich metod badaw-
czych uzyto do okreslenia jej sktadowych.

Metodyka badan: Krytyczny i systematyczny przeglad literatury z lat 2010-2020. Analizie
poddano 55 petnotekstowych wersji publikacji indeksowanych w bazie Scopus.

Wiyniki badan: Uporzadkowano definicje przywddztwa wystepujace w publikacjach indek-
sowanych w bazie Scopus w ostatnich 10 latach. Ponadto opracowano autorskg definicje
przywdédztwa z perspektywy nauk o zarzadzaniu i jakoSci.

Whioski: Wyniki analizy pozwalaja uporzadkowaé definicje przywddztwa, w konsekwencji
umozliwiajgc zrozumienie jej réznorodnosci i ztozonoéci, co ma pozytywny wptyw na budowa-
nie, wzmocnienie i rozwdj przywddztwa. W artykule wskazano tez obszary i kierunki dalszych
badan, np. w kontekscie pici menedzeréw lub rozbieznosci w postrzeganiu przywodztwa wyni-
kajace z réznych obszaréw geograficznych i kulturowych.

Wkiad w rozwdj dyscypliny: Uporzadkowano dotychczasowe definicje przywodztwa i jego
skfadowe z perspektywy nauk o zarzadzaniu i jakoSci. Potwierdzono réwniez stosowanie podej-
$cia jakoSciowego w badaniach naukowych dotyczacych przywddztwa.

Typ artykulu: oryginalny artykut naukowy.

Stowa kluczowe: przywddztwo, definicja przywddztwa, systematyczny przeglad literatury,
krytyczny przeglad literatury.
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1. Introduction

Since the 19th century, the issue of leadership has been constantly evolving and
has been a frequent focus of scientists and practitioners (Burns 1978, Bass 2010,
Cameron 2013, Leading at a Higher Level... 2010). According to Chaudhry, Javed
and Sabir (2012), leadership is considered one of the most outstanding and less
understood phenomena in the field of management. Blanchard stressed that the
definition of leadership has in recent times been modified to mean “the capacity
to influence others by unleashing their power and potential to impact the greater
good” (Leading at a Higher Level... 2010, p. XVI). But he also understands lead-
ership as “the process of achieving worthwhile results while acting with respect,
care, and fairness for the well-being of all involved” (Leading at a Higher Level...
2010, p. XVI). In such circumstances, those in charge of leading organisations feel
a greater need to improve their leadership skills. Global events of recent years have
shown that leadership is undoubtedly very important (Wilson 2020, p. 280) and
constitutes a significant part of every organisation.

The multitude of ways in which the concept is understood suggests that it is
ambiguous (Transformational and Charismatic... 2013, p. 1; Alvesson & Spicer
2012, p. 367), “elusive and enigmatic, despite years of effort to achieve a satisfac-
tory interpretation” (Avery 2009, p. 21). Stogdill suggested that “there are almost
as many definitions of leadership as there are persons who may have attempted to
define the concept” (Stogdill 1974, p. 259). Despite the large number of definitions,
leadership may be considered the foundation of a given organisation’s performance
and growth. It is present in any public and non-public organisation in both formal
and informal ways (Zonneveld, Pittens & Minkman 2021, p. 17). Ideas on how to
define leadership have evolved alongside scientific, technical, and social develop-
ment, as well as due to planned and unforeseen changes both within and around
organisations.

Most of the definitions lead to the conclusion that “leadership has been defined
in terms of traits, behaviours, influence, interaction patterns, role relationships,
and the occupation of an administrative position” (Yukl 2006, p. 2). Originally,
terminology concerning leadership appeared in military and political organisations
(Freihat 2020, p. 365). Today, because of its presence in various areas, industries,
and spheres of human activity, leadership is an interdisciplinary term. Thus,
research on leadership has for many years been a subject of interest for researchers
doing both theoretical research and more practical applications. The objective of the
work behind this article was to find answers to questions about defining leadership
and the components of its definition. Our literature review is an original contribu-
tion to the development of management and quality studies and fills a research gap
concerning the organising of definitions of leadership and its components.
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2. Research Method

A systematic and critical literature review was employed to find answers to the
research questions. This method identifies, evaluates, and critically analyses the data
that qualifies for inclusion in the research. The advantages of using this method
include (Czakon 2013, pp. 57-60): being able to combine the results of previous
research and perspectives to find answers to current research questions; being able
to present areas under investigation with ambiguous or different results, including
at the border between interdisciplinary research; being able to identify unexplored
or under-explored areas that may be key to the development of scientific theories
(Webster & Watson 2002, p. 3) and building conceptual models. A systematic liter-
ature review follows a well-defined procedure contained in PRISMA (Preferred
Reporting Items for Systematic Reviews and Meta-Analyses) — the QUOROM
guidelines for systematic literature reviews.

Within the present study, the procedure of a systematic literature review was
carried out in four phases (Fig. 1) (Czakon 2013, p. 124):

Phase I — defining the goal of the research — for the purposes of this article,
the scope of the research was defined as related to the evolution of the concept of
leadership and research methods used to for studying leadership.

Phase II — identifying specialist literature; selecting publications; developing
a database — the concept of leadership is popular in scientific literature, and
concerns various fields (e.g. educational leadership, leadership in healthcare) and
scientific areas (management, psychology, pedagogy). Thus, the area for analysis
was narrowed down to a certain group of texts by introducing the following criteria:

— articles in English,

— articles located in the Scopus digital database in three categories: Business,
Management and Accounting,

— articles published in the years 2010-2020,

— articles published based on empirical or review work,

— articles in open-access indexed Scopus journals.

Phase III — carrying out a bibliometric analysis and content analysis — the articles
selected for analysis were subjected to critical analysis in two categories: the defini-
tion of leadership and leadership research methods.

Phase IV — structuring results and presenting conclusions (Snyder 2019, p. 333).

For this study, articles meeting the criteria described in Figure 1 were selected
from the Scopus database.

The selection and analysis processes of said literature were subject to the
following phases (Fig. 1):

1) verification based on title, summary, keyword, and then full-text review,
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2) identification of data containing details of the definition of leadership and
of the research carried out, including the place and period of the research and the
number of respondents,

3) re-examination of the selected articles by two researchers to verify their eligi-
bility for further research, taking into account the criteria mentioned above,

4) descriptive analysis of qualified articles (access to articles from the Scopus
indexed journals database on 26.11.2021).

Publications on leadership
identified in the Scopus database

!

Publications from 2010-2020
selected according to criteria
(n=3,736)

!

Publications after introducing

an additional criterion: Rejected publications
keyword “leadership” (n =546)
(n=1056)

!

Publications assessed
based on abstracts and keywords
(n=510)

!

Publications selected
based on citations
(n=56)

!

Publications assessed
based on the full text
(n=155)

Rejected publications
(n=454)

Fig. 1. The Selection Process for the Articles under Analysis
Source: the authors, based on (Page et al. 2021, p. 8).

In the first step, the Scopus indexed journals database was searched using only
the keyword leadership. The search results showed a visible upward trend for open
access publications (Fig. 2).

Figure 2 shows strong growth in publications on leadership over the period
2010-2020. A particular increase in the number of publications meeting the criteria
described above began in 2013, in which 169 articles were published. In 2014,
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191 articles were published (2015 — 253, in 2016 — 332, in 2017 — 417, in 2018 —
535, 1in 2019 — 640, in 2020 — 770). In 2010-2015, the number of articles published
increased by an average of 33 (0.9%) each year, while in 2016—-2020 the increase was
by 73 articles (2%). It is likely that the rising number of scientific articles published
over the period in question is a sign of increased global interest in leadership among
researchers as well as the popularity of leadership in the lives of public and private
organisations.

800
700 -
600
500 -
400 _—
300 _—

200 — I
Wilnininlsls n
0

2010 2011 2012 2013 2014 2015 2016 2017 2018 2019 2020

Fig. 2. Number of Publications on Leadership by Year

Source: the authors, based on search results from the Scopus indexed journals database (accessed:
26.11.2021).

The next stages of the selection process for articles was divided into three steps.
In the first step following the database search, 3,736 scientific articles were identi-
fied and additional exclusion criteria were introduced, i.e. title-abs-key “leadership”
and “limit-to (pubstage, ‘final’)” and “limit-to (pubyear, 2010-2020)” and “limit-to
(doctype, ‘ar’)” and “limit-to (subjarea, ‘busi’)” and “limit-to (language, ‘English’)”
and “limit-to (oa, ‘all’)”.

In the second stage, and following the introduction of the next exclusion crite-
rion, i.e. the keyword “leadership”, the system generated 1,056 publications. After
an initial assessment of articles, abstracts, and keywords, 546 publications were
rejected because they did not include “leadership” in the title of the publication.
This whittled the total number of articles down to 510.

In the third selection stage, an additional refinement criterion, associated with
the number of auto-generated citations in the Scopus database, is introduced. It was
assumed that the five most cited articles from each year in the 2010-2020 period
would be selected for further analysis. The exception was 2013, for which 6 articles
were accepted for analysis. This is because two articles — no 5 and no 6 on the
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list of articles that were qualified for analysis — had the same number of citations
(28 citations each). We also included only 4 articles from 2015, because one publi-
cation with a high number of citations (38 citations) is a working document that has
not been categorised as a published article. All of this led us to select 55 articles for
in-depth analysis. Data on articles qualified for the analysis in the form of biblio-
graphic research are presented in Table 1.

Table 1. The Number of Articles Analysed at the Second and Third Selection Stages

2010 | 2011 | 2012 | 2013 | 2014 | 2015 | 2016 | 2017 | 2018 | 2019 | 2020
510 articles identified at the third stage of selecting publications from the Scopus database
29 | 23 | 29 | 27 [ 23 | 28 [ 50 [ & | 75 | 0 | o4
55 articles ultimately qualified for in-depth analysis
5 | s | s | e | s | 4| s | s |5 | s | s

Source: the authors.

From Table 1 it can be concluded that the number of articles containing the
keyword “leadership” in the title which were published in 2010-2015 remained
relatively at the same level. The situation changes between 2016 and 2020, when the
number of publications increased significantly.

In Phase 111, involving in-depth analysis, two categories were analysed: the defi-
nition of leadership and research methodology.

3. Analysis

Given the interdisciplinary nature of leadership, research has been carried out
in almost every area of human activity where leadership occurs, including health-
care, business psychology, tourism, administrative offices, industry, production,
and education. Based on the articles analysed (n = 55), the frequency of the term
“leadership” occurring in keywords was determined. A social network analysis of
the keywords is shown in Figure 3.

Figure 3 shows that “leadership” is a term that occurs in each of the articles
analysed. It confirms the multi-faceted character of the concept and the prac-
tical links to the diverse aspects of an organisation. Based on Figure 3, it can be
concluded that leadership is strongly linked to the development of organisations,
including the implementation of innovations and the development of employees
based on training, non-standard solutions, and mediation. At the same time, lead-
ership is based on well-established scientific theories and philosophical thought
and is described in the context of specific behaviours such as charisma and ethics.
The graph also shows that leadership is to a large extent the organisation and people
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who create it, experimenting at an entrepreneurial level, and managers who adopt
different styles. Leadership does not exist in itself; it is the background against
which a multi-faceted image of modern organisations emerges.

Fig. 3. Social Network Analysis of the Keywords in Articles Selected for Research
Source: the authors.

Analysis of Figure 3 also shows that leadership is a key element of any organ-
isation. It can be used in political, governmental and crisis management (de Vries,
Bakker-Pieper & Oostenveld 2010, Wilson 2020), in the efficient management of
an educational establishment (Male & Palaiologou 2015, Truong, Hallinger & Sanga
2017), a health centre (Daly et al. 2014) and in the successful implementation of
innovations in production companies (Laureani & Antony 2017).

Among the articles analysed (n = 55), 42% presented a qualitative approach,
24% presented quantitative analyses and 34% were theoretical considerations,
including meta-analyses. Of the total, 42% focused on general leadership, nearly 9%
of the articles investigated service leadership, and 9% — transformational leadership,
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5.4% of articles concerned political leadership, and the same number — entrepre-
neurial leadership. Relational, ethical, paradoxical, pedagogical, and clinical lead-
ership each accounted for 3.6% of the total, while articles on cultural leadership
issues based on respect and social identity, as well as leadership in engineering, and
shared/team leadership each accounted for 1.8%.

Fewer than half of the articles examined (40%, n = 22) included a reference to
a definition of leadership. These were most often modified and previously published
definitions. Only a few (n = 5) texts contained the authors’ own definitions. Semantic
components of leadership are shown in italics in Table 2.

Table 2. Leadership Definitions in the Articles under Analysing

Year

Article

Definition

2010

Brownell
(2010, p. 366)

the act of service to empower followers

(2011, p. 107)

2010 |Han, Kakabadse |a desire to serve to ensure that those served grow as persons and their
& Kakabadse needs are satisfied (after Greenleaf 1970, p. 4)
(2010, p. 266)

2011 | Kempster a socially real phenomenon in the sense that if humans did not exist it
& Parry would not exist (after Fleetwood 2004)

a social and relational influence process that occurs within a social
system (after Parry 1998, p. 87, Hunt 1991, Locke ef al. 1991, Yukl 1998)

2011

Sydow et al.
(2011, p. 330)

individual and/or organisational action based on social relationships
that make things happen, often by influencing the actions of others
by means of the production and reproduction of structures (after Hux-
ham & Vangen 2000, p. 1165; see also Bass 1990)

2013

Kissi, Dainty
& Tuuli
(2013, p. 486)

leading that changes followers, causing them to look beyond self-inter-
est in favour of the group’s objectives by modifying their morale, ideals
and values (after Pieterse et al. 2010, p. 610)

2013

Hoch
(2013, p. 159)

a dynamic interactive influence process among individuals in groups
where they lead one another to the achievement of group or organisa-
tional goals or both (after Shared Leadership... 2003, p. 1)

2013

Karakas
& Sarigollu
(2013, p. 666)

a paternalistic style of cultural context where leaders show individu-
alised care and concern for subordinates in both work and nonwork
domains (after Wang & Cheng 2009)

2013

Driver
(2013, p. 418)

an organisational practice that centres on the construction of identities

2014 | Ayoko & Chua the process of influencing others to accomplish individual, team,
(2014, and organisational goals (after Fu & Yukl 2000)
pp. 504-531)

2014 | Daly et al. the ability to influence peers to act and provide them with support and
(2014, p.77) motivation; a role in developing the organisation’s strategy; challenge

processes; and the ability to implement vision (after Garrubba, Harris
& Melder 2011)
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Table 2 cnt’d
Year Article Definition
2014 | Steffens et al. a capacity to represent, advance, create, and embed a shared sense of

(2014, p. 1002)

social identity for group members (after Haslam, Reicher & Platow
2011, Hogg 2001, Reicher, Haslam & Hopkins 2005, Turner & Haslam
2001, van Knippenberg & Hogg 2003, van Knippenberg et al. 2004,
Ellemers, de Gilder & Haslam 2004, Turner 2005).

In other words, leadership is a process of social influence that involves
making everyone want to contribute to shared goals (after House,
Javidan & Dorfman 2001)

2014

Lewis, Andrio-
poulos & Smith
(2014, p. 58)

a dynamic competence and a relational process (after Augier & Teece
2005, pp. 114-136)

2015

Havermans et al.
(2015, p. 181)

a dynamic process of dealing with complexity (after Uhl-Bien, Marion
& McKelvey 2007)

2015

Valente, Dredge
& Lohmann
(2015, p. 128)

a process, an outcome, and a concept that is both tangible (such as

a formal position) and intangible (such as an experience, a conversa-
tion, or the “soft” power of a charismatic actor) (after Bolden, Petrov &
Gosling 2009, Chemers 2014, Tourish 2014)

2016

Stephan & Pathak
(2016, p. 506)

is a process of social influence to achieve goals (after Yukl 2010)

2017 | Fischer, Dietz is a social and goal-oriented influence process, happening in a specific
& Antonakis time and place and consisting in mediating constructs, such as follower
(2017, p. 1727) motivation (after Antonakis, Day & Schyns 2012, cf. Senge 2014)

2019 |Currie & Spyri- |shared roles between members of a leadership team who work together
donidis harmoniously, considering the necessary variety of skills, expertise,

(2019, p. 1212)

and sources of influence and legitimacy (after Denis, Langley & Sergi
2012)

2019

Cunha et al.
(2019, p. 706-707)

the ability to switch flexibly between seemingly paradoxical leadership
behaviours in order to reconcile conflicting interests and foster organi-
sational ambidexterity

2019 |Javed et al. an invitation to others to contribute (after Nembhard & Edmondson
(2019, p. 556) 2006, p. 947)
2019 |Evaetal. a holistic approach that engages followers in multiple dimensions

(2019, p. 111)

(e.g., relational, ethical, emotional, spiritual), such that they are empow-
ered to grow into what they can become

2020

Paais & Pattiruhu
(2020, p. 579)

a process of influencing existing activities; primarily to group organi-
sations to achieve initial goals (after Mitchell & Scott 1987)

a process of encouraging others in pursuing shared goals through
successful interaction of various individual differences (after Pigors
1933)

Source

: the authors.



Problems in Defining Leadership... 109

The various elements of the definition provide a range descriptions which show
leadership to be:

— a process (Hoch 2013, Karakas & Sarigollu 2013, Havermans et al. 2015,
Stephan & Pathak 2016, Haslam et al. 2017, Paais & Pattiruhu 2020) of leadership,
control, encouragement, and drive;

— cooperation (Kempster & Parry 2011, Alvesson & Spencer 2012, Kissi, Dainty
& Tuuli 2013, Driver 2013) between team members;

— a set of objectives (Sydow et al. 2011, Kissi, Dainty & Tuuli 2013, Ayoko &
Chua 2014, Daly 2014, Steffens 2014) and its implementation;

— aspiration, enhancement and growth (Han, Kakabadse & Kakabadse 2010,
Brownell 2010) for the organisation and its members.

In summary, leadership is treated not only as a process but also as a skill or
ability a modern leader or manager must have.

4. Leadership Components

Over the past 10 years, the concept of leadership has been transformed and
adapted to turbulent conditions. In each consecutive period, research on leadership
focused on specific components, including: “the leader” (2010), who is supposed to
be motivated and inspired; creating “social relations” (2011-2012) and a sense of
shared identity as a leadership foundation; impact on followers (2013-2015) to lead
them to achieve their goals; “a process of objective-oriented influence” (2016-2018)
as well as “cooperation and commitment” (2019), based on a flexible approach and
the universality of the leader; leadership as an “incentive process” (2020) which
influences the organisation’s activities. Table 3 provides a summary of these consid-
erations.

Table 3. Dominant Components of the Term “Leadership” by Year

2010 2011-2013 2013-2015 2016-2018 2019 2020
leader social impact objective- cooperation incentive-
relations on followers -oriented and commit- -oriented
influence ment process

Source: the authors.

Table 3 shows that leadership is more and more often understood as a complex
process involving the leader and the organisational community. A dynamic process
geared toward dealing with the complexity that comes in practice; oriented toward
the general objective and group objectives that can be achieved through harmonious
cooperation and flexible leadership, based on encouraging actions. On multiple
occasions, Huxham and Vangen (2000) emphasised the practical aspect of leader-
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ship in collaborative situations. The pair also presented organisational structures
and processes, confronting them with the role of the leader (Sydow et al. 2011).

Based on the analyses carried out, we developed our own definition. Using it
involves understanding and considering the organisational context, including the
organisation’s maturity, its capabilities and constraints, as well as the conditions of
the immediate and further ecosystems the organisation operates in, including oppor-
tunities and risks originating on the market. This leads us to believe that the best
leadership will be a mixture of the situational and service leadership paradigms, and
will combine the following elements:

— the process (what?): taking effective actions based on internal and external
factors; putting challenges in front of the team and every employee individually;

— the time (when?): making the right decisions and choosing the right actions for
events in the organisation; implementing strategies/goals;

— the direction (where to?): skillfully anticipating the future of the team/organ-
isation; constant and active planning; monitoring the actions of co-workers and
self-monitoring;

— the means (how?): effectively communicating goals/ strategies, exerting influ-
ence and building involvement; providing motivations that drive the organisation’s
growth and the development of every employee individually;

— the goal (what for?): effective involvement of the leader and building the
involvement of co-workers, carrying out set goals, both individual and of the team.

In conclusion, we believe that these components of the definitions presented
herein are a prerequisite for a good understanding of leadership.

5. Limitations and Suggestions for Future Research

Research on leadership conducted in the years 2010-2020 comes from different
geographical areas. This may affect our conclusions. Most of the publications we
analysed were authored in the UK (n = 7) and the US (n = 5), and less frequently in
China (n = 3), Turkey, Scotland, the Netherlands, Germany, and Canada (n = 2 each).
We also analysed single articles from Australia, Brazil, Haiti, Liberia, New Zealand,
Vietnam, Belgium, Spain, Singapore, and Indonesia as well as Asia Pacific (n =1
each). As our analysis shows, some articles do not specify where the research was
conducted. The absence of this information is a specific research gap that can be
addressed in subsequent studies.

One limitation of our research was that it was carried out on a limited sample
of secondary data, including of time (period 2010-2020), location of data (Scopus
database), and breadth (limited to the 4—6 most cited articles). Additional work with
a larger research sample and a wider range of temporary scientific publications will
be justified in order to broaden the results and to delve more deeply into issues of
leadership.
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Another limitation was that the study only analysed leadership in general terms.
Future research is planned to determine how leadership is changing across different
paradigms (classical, transactional, transformational, situational, and service lead-
ership).

Another interesting area for future research will be a deeper analysis of the
position of women in leadership, as it has been shown that only a small number of
publications addressed this issue over the past 10 years (Meuser ef al. 2016, p. 1389;
Hoyt & Murphy 2016, p. 387; Sojo et al. 2016, p. 519).

6. Conclusions

The notion of leadership seems to be almost intuitive, yet it is extremely complex
and therefore hard to define. This difficulty is reflected even in popular articles,
such as one by Kruse (2013), who points out that leadership is often misunderstood
and defined in terms of the hierarchy within the company. It is indicated by titles,
found in personal attributes, and attributed to management.

It is not enough to define a leader as “someone with followers™ or even “someone
with a vision” — these are oversimplifications. As the notion is much more complex,
empowering or motivating others is not a sufficient means to becoming a leader.
Managers can influence and motivate, they may even have vision, yet at the same
time not be leaders. Hence, Kruse recommends understanding leadership as
a complex process involving social influence that requires others, and includes
a goal, but can be realised in many styles and many ways.

In examining the evolution of the definition of leadership and its components,
we reached the following conclusions. Firstly, our results allowed us to structure
a definition of leadership, thereby making it possible to understand its diversity and
complexity. This may help others identify, build, strengthen, and develop leadership
(e.g. Eva 2019, pp. 70-71). Secondly, the development of leadership is crucial for
organisational practices and the role of managers. Every day, the people running
organisations face internal and external challenges and focus on building collective
capacity. Thirdly, the study has shown areas for further research, including in the
context of the gender of managers and the varying forms of leadership resulting
from different geographical and cultural areas.
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STRESZCZENIE

Cel: Celem badan jest analiza postawy przedsiebiorcow wobec misji i warto$ci w organizacji.
Poszukiwano zZrddet inspiracji przedsigbiorcéw w zakresie implementacji tego niematerialnego
elementu wewnetrznej architektury przedsigbiorstwa oraz odpowiedzi na pytanie, jaki wptyw
majg misja i wartoSci na trwalo$¢ organizacji gospodarczych.

Metodyka badan: Przyjety cel zrealizowano z wykorzystaniem badan jako$ciowych w formie
wywiadow, ktére przeprowadzono wsrdd przedsigbiorcow z sektora mikro- oraz matych i Sred-
nich przedsigbiorstw. W trakcie wywiadéw przedsiebiorcy udzielali swobodnych dtuzszych
wypowiedzi; rozmowy byly nagrywane. Realizowano je w latach 2017-2019 oraz 2020-2021.
Wyniki badan: W firmach rodzinnych misja i wartoSci jako dziedzictwo przesztoSci sg przej-
mowane w procesie sukcesji. CzgS¢ przedsiebiorcéw uznaje je za element ,,sentymentalny”
zakt6cajacy biznes i dlatego odrzucajg je jako zbedny balast. Pomimo to misja i wartoSci sg
w tych firmach dostrzegane, a realizowane sa w ramach tzw. wypracowanych regut postgpo-
wania. W pozostatych przedsigbiorstwach omawiane elementy niematerialne architektury
wewnetrznej firmy s3 implementowane pod wptywem czynnikéw zewnetrznych i wynikaja
z potrzeby wzbogacenia przekazu marketingowego organizacji.
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Whioski: Uzyskane wyniki pozwalaja na konstatacje, ze w nastepstwie wzrostu §wiadomosci
konsumentéw w zakresie poszanowania dostepnych zasobéw Ziemi przedsigbiorcy przyjmuja
misje i wartoSci jako niematerialny element wspomagajacy efektywno$¢ gospodarowania dzisiaj
i projektowanie przysztoSci.

Wklad w rozwdj dyscypliny: Prowadzone badania stanowig wktad w dyscypling ekonomii
i finanséw oraz nauk o zarzadzaniu i jakoSci polegajacy na ich uzupetnieniu o analize niemate-
rialnego (kulturowego) czynnika wewnetrznej architektury firmy.

Typ artykulu: oryginalny artykut naukowy.

Stowa kluczowe: misja i wartoSci w przedsigbiorstwie, firma rodzinna, mentalno$¢ zatozyciela,
architektura wewnetrzna organizacji.

Klasyfikacja JEL: D20, BS.

ABSTRACT

Objective: The aim of the research is to analyse the attitudes of entrepreneurs towards the
importance of a company mission and values. Sources of inspiration for entrepreneurs were
searched for in the implementation of this intangible element of the company’s internal architecture.
The impact of the mission and values on the sustainability of economic organisations is discussed.
Research Design & Methods: The goal was achieved on the basis of qualitative research in
the form of interviews conducted among entrepreneurs from the micro, small and medium-sized
enterprise sector. During the interviews, entrepreneurs were given the opportunity to speak freely.
The calls were recorded in the years 2017-2019 and 2020-2021.

Findings: Entrepreneurs often accept their company’s mission and values as part of its legacy.
These aspects of the business are often a natural outgrowth of the process of taking over a family
business from the previous generation. Some entrepreneurs consider them to be a “sentimental”
factor that disturbs business, and therefore dismiss them as an unnecessary burden. Despite this,
the mission and values are evident in these companies, and implemented and honored through
developed rules of conduct. In the second group of companies, these intangible elements of the
company’s internal architecture are implemented under the influence of external factors that
result from the need to enrich the company’s marketing message.
Implications/Recommendations: The results of the research lead to the conclusion that, in the
light of consumer awareness of the need to respect Earth’s resources, entrepreneurs accept their
company’s mission and values as an intangible element supporting the efficiency of managing
today and contributing to the future.

Contribution: The research supplements the disciplines of economics, finance, and management
and quality science with its analysis of the intangible (cultural) factor of internal company
architecture.

Article type: original article.

Keywords: mission and values in the company, family business, founder mentality, internal
architecture of the organisation.
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1. Wprowadzenie

Czlowiek, ktdry gospodaruje na Ziemi dostgpnymi mu zasobami, zawdzigcza
swojej kreatywnosci, ze kazdego dnia jest twdrca/wspottworceg kultury, czyli dobr
materialnych i niematerialnych. Efektywng dziatalno$¢ gospodarczg utatwia mu
przedsiebiorstwo, podmiot gospodarczy, organizacja gospodarcza, czy tez firma.
Jest ona produktem kultury i sama jest jej kreatorem. Czas zycia przedsigbior-
stwa/firmy jest zalezny od wielu zmiennych, w tym od niematerialnego czynnika
ujetego w misji 1 warto$ciach implementowanych do codziennej praktyki gospo-
darczej. W tych zasadach wyjasnione jest credo i sens dziatania firmy. J. Filipiak
poréwnat role przedsigbiorcy w firmie do pracy artysty malarza, ktéry w trakcie
tworzenia obrazu nie analizuje zmieniajacej si¢ wartosci jego dzieta, nie kalkuluje
swojego dochodu, ale koncentruje si¢ na tym, aby stworzy¢ wspaniaty obraz (Fili-
piak i Domaradzki 2022, s. 146). Z tego wzgledu aktywa trwate przedsi¢biorstwa
zawieraja wartoSci zaréwno niematerialne, jak i materialne. Na tym budowane jest
przekonanie przedsigbiorcy, ze jest twdrca wspaniatego przedsigbiorstwa. Zysk nato-
miast jest tylko nagroda za podjety wysitek i ryzyko. Czas, jaki uptynat od chwili
zalozenia firmy, uszlachetnia marke, dodaje jej dostojenstwa, a zarazem budzi
u klientéw naturalny odruch zaufania do bogatej wiedzy i do§wiadczenia tych,
ktérzy przedsigbiorstwem kierujg. To istotna niematerialna polisa ubezpieczeniowa
firmy.

Misja jest formg oSwiadczenia, ktére jest wpisane w dziatalnosS¢ firmy. Jest jedna
z determinant jej stabilnoSci i gwarantem zréwnowazonego rozwoju. Uznaje si¢
ja za oSwiadczenie wyjaSniajgce cel i sens istnienia firmy, czyli jest ona rdzeniem
przedsigbiorstwa (Kotler, Kartajaya i Setiawan 2010, s. 59). Misja organizacji gospo-
darczej pozwala na zbudowanie mentalnej mapy przysziosci firmy, poniewaz odpo-
wiada ona na pytanie, jak chcemy zwycigza¢ w biznesie (Welch i Welch 2010, s. 28).
Aby ptynacy z misji przekaz byt czytelny dla wtaSciciela, wspétwiascicieli, udzia-
fowcéw, organizacji i pracownikéw, winien by¢ uzupetniony o warto$ci. Powinny
one by¢ konkretne, charakterystyczne dla danej firmy i nie pozostawia¢ miejsca na
wieloznaczng ich interpretacje. WartoSci, jako zbidr zasad lub priorytetéw, musza
by¢ akceptowane przez pracownikéw i — co wazne — powinny by¢ przez nich wspot-
tworzone. Regulujg one Zycie wewnatrz i na zewnatrz organizacji (Welch i Welch,
2010, s. 31-32; Kotler, Kartajaya i Setiawan 2010, s. 60).

Misja i wartoS$ci sg instytucja wewngtrznej architektury przedsigbiorstwa,
maja wplyw na jego funkcjonowanie w turbulentnym otoczeniu. Celem artykutu
jest wykazanie, ze misja i warto§ci implementowane w organizacji gospodarczej
1 praktycznie realizowane w relacjach z otoczeniem wewngtrznym i zewngtrznym
przedsigbiorstwa sa gwarantem jego efektywnej dziatalno§ci. Tworzone s3 na
fundamencie instytucji nieformalnej, jaka jest kultura gospodarowania cztowieka.
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Ta natomiast jest budulcem pozwalajacym na kreowanie elementéw formalnych,
ktére porzadkujg cele dziatania organizacji.

2. Przeglad badan

Badania nad misjg i warto§ciami w przedsigbiorstwie prowadzg do przyjecia
konkluzji ogélnej, ze misja to okreSlenie wyjatkowego sensu i racji bytu organi-
zacji, przedmiot aspiracji przedsigbiorstwa (Rybak 2004, s. 132; PierScionek 2003,
s. 85). Zwraca si¢ uwagg, Ze misja i wartoSci nadajg sens pracy ludzkiej, inspiruja
pracownikéw do dziatania, maja wptyw na ksztatt strategii rozwoju organizacji
oraz wyznaczenie jej celow (Gotebiowski 2001, Moszkowicz 1993) i tym samym
sg instrumentem instytucjonalizacji etyki w przedsigbiorstwie (Rybak 2004,
s. 131-132). Misja 1 wartoSci w przedsigbiorstwie tworzg tzw. wartoSci zalozyciela,
jako podstawe trwatosci firmy (Zook i Allen 2017). J. Hausner nakre$lit koncepcje
firmy idei i postuluje tzw. przepracowanie kulturowe firmy (Hausner 2019).
P. Kotler dostrzegt, ze klienci oczekuja od marki, obok satysfakcji emocjonalnej,
spetnienia duchowego, dlatego wspétczesne firmy siegaja do wtasnej tozsamosci
i chcg wyrdznic si¢ na rynku dzieki misji i wypracowanym warto$ciom (Kotler,
Kartajaya i Setiawan 2010). Misja i wartoSci sg niewatpliwie czynnikiem kulturo-
twdrczym w organizacji (Zbiegien-Maciag 2013, s. 77) i przyczyniaja si¢ do budo-
wania organizacji opartej na kulturze (Zielnicki 1990) i na zaufaniu (Bugdol 2010).
One tworzg tzw. réwnowage spoleczng w przedsigbiorstwach (KoZminski 2016,
s. 92; Szpakowski 2018, s. 110), ktdrej podstawa jest szacunek jako cel nadrzedny
dziatania organizacji. Jak pisze M.K. Szpakowski (2018, s. 111), ,,przedsiebiorstwo
w swej dziatalnoSci ma przyczyniac si¢ do spofecznego dobra”.

Gospodarcza dziatalno$¢ cztowieka jest zdaniem J. Wilkina czg¢Scig szerokiego
zjawiska, ktérym jest kultura. Okreslit ja on jako ,,skumulowany wytwoér zycia
spolecznego, przenikajacy wszystkie dziedziny ludzkiej dziatalnosci” (Wilkin 2016,
s. 82—83). J. Hausner (2019, s. 212) stwierdzit zas: ,,Ludzkie dziatania, w tym takze
gospodarcze, majg kulturowa podbudowe. W tym sensie gospodarka jest takze
kultura, czyli obszarem nasyconej aksjologicznie komunikacji i wspétdziatania™.
J. Kochanowicz (2010, s. 15) jest przekonany, ze kultura ,,stanowi jadro wyjasniania
genezy nowoczesnej gospodarki”. Wedtug E. Halla jest ona ,,swoiScie ludzkim
Srodkiem przekazu: nie ma takiego aspektu ludzkiego zycia, ktéry nie spotkatby
sie z nig i nie byl zmieniany przez kulture. Kultura oddziatuje na osobowos$¢ czto-
wieka na sposob, w jaki ludzie wypowiadaja samych siebie (...)” (cyt. za: Wilkin
2016, s. 83). Jest ona zapisana w przesztych dokonaniach ludzkos$ci i ujawnia si¢
w codziennym dziataniu cztowieka, a wspétczesne pokolenia sa spadkobiercami
dziedziczacymi kulturowe dokonania przodkéw. Z tego powodu pokolenia zacho-
wuja ,,ciggltos¢ ponadjednostkows, wykraczajaca poza okres zycia pojedynczych
cztonkow” (Sztompka 2002, s. 231).
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Przyjecie zatozenia, ze firma to organizm kulturowy, wzmacnia site argu-
mentéw za uznaniem misji i wartoSci za Zrédto jej przewagi konkurencyjnej na
rynku. Przedsigebiorca, dysponent indywidualnego kodu kulturowego, kieruje si¢
przy podjeciu decyzji o akcie zalozycielskim firmy wizja przysziosci, ktéra okresla
sens podjetego wysitku.

P. Kotler wraz ze wspé6tpracownikami diagnozuja: ,,Dekady agresywnego
wzrostu zostawily za sobg zdegradowane §rodowisko i nieréwnos¢ spoteczng.
Zadna firma nie jest w stanie prosperowaé w Zle funkcjonujgcym spoteczefistwie.
Jesli przedsigbiorstwa potozg nacisk wylgcznie na wzrost — a nie rozwéj — szybko
dotrg do granic mozliwosci” (Kotler, Kartajaya i Setiawan 2021, s. 57). Ze wzgledu
na nawarstwiajace si¢ problemy w dostepie do zasobéw, zaréwno pracy, jak i Srodo-
wiska naturalnego, nalezy przyja¢ fakt osiggnigcia przez gospodarujacego czto-
wieka granic wzrostu. W zwigzku z tym pojawia si¢ pytanie, co firma zamierza
zbudowaé w dtuzszej perspektywie, gdy pod ostong procedur rozmywaja si¢ zasady
jej misji i wartosci, na ktérych powinny opierac si¢ wszystkie podejmowane w niej
decyzje (Zook i Allen 2017, s. 177). Zaobserwowano wzrost liczby przedsigbiorcéw,
ktérzy zauwazaja, ze firmy nie moga zy¢ na koszt przysztych pokolen, prowadzac
rabunek zasobéw dzisiaj, bez pogtebionej refleksji o przysztosci planety. J. Hausner
(2019, s. 213) ujat ten problem w nastepujacych stowach: ,,Jezeli firma nie uchwyci
swojej idei, nie dokona aktu autodefinicji, nie okreSli sensu swojego istnienia, to jej
poszczegdlne dziatania, nawet jesli beda skuteczne, nie bedg sensowne, zatem nie
umozliwig jej rozwoju”. A.K. Kozmifiski (2016, s. 92) stwierdzit, ze dazenie organi-
zacji do osiggnigcia tzw. rownowagi spotecznej to ograniczanie ryzyka utraty pracy
przez pracownikow (redukcja niepewnosci pracy) oraz przyjecie kultury organiza-
cyjnej opartej na misji i wartoSciach.

W niniejszym artykule autor wigcza si¢ w dyskusje o roli misji i wartoSci jako
instytucji wewngetrznej architektury przedsiebiorstwa, ktéra jest jego kodem kultu-
rowym i nadaje mu indywidualny charakter. Wewnetrzna architektura firmy obej-
muje obok jej podziatu przedmiotowego na wydziaty czy stanowiska takze jej stra-
tegi¢ rozwoju, ktéra wynika wprost z misji i wartosci. Jej elementem jest tez kultura
organizacji (Szpakowski 2018, s. 112). Przedmiotowa architektura wewnetrzna
firmy to zatem system instytucji wewngtrznych, w ktérym jedno z wazniejszych
miejsc zajmuje misja i wartoSci jako instytucjonalizacja etyki (Rybak 2004, s. 131).

3. Metodyka badan

W czgsci empirycznej artykutu zaprezentowano wyniki badan jakoSciowych
prowadzonych wsrdd przedsigbiorcéw w latach 2017-2021. Badanym zagwa-
rantowano, ze ich wypowiedzi beda wykorzystane do badafi naukowych jako
anonimowe. W pierwszym okresie badaf (lata 2017-2019) zwrdcono si¢ z prosba
o udzielenie poglebionego jakoSciowego wywiadu do mikroprzedsigbiorcéw oraz
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matych i §rednich przedsigbiorcéw prowadzacych dziatalno§¢ w matych miastach
i wsiach regionéw kujawsko-pomorskiego oraz wielkopolskiego. Drugi okres
badafi przypadt na lata 2020-2021. Objeto nimi wtedy przedsiebiorcéw zwigza-
nych z sektorem mikroprzedsiebiorstw oraz matych i Srednich firm dziafajacych
w miastach powyzej 100 tys. mieszkancéw oraz w mniejszych oSrodkach. Wywiady
przeprowadzano wytacznie wsrdd oséb doswiadczonych, z minimum 20-letnim
stazem w biznesie. Kwestionariusz ankiety skierowanej do respondentéw zawierat
pytania otwarte. Oczekiwano swobodnej wypowiedzi przedsigbiorcow dotyczacej
poruszonego problemu. Te form¢ wypowiedzi preferuje si¢ w badaniach jakoScio-
wych, aby uchwyci¢ indywidualne cechy przedsigbiorcy. Fragmenty wypowiedzi
przedsigbiorcow wykorzystano w niniejszym artykule. Wywiady jakoSciowe miaty
da¢ odpowiedZ na nastgpujace pytania badawcze:

— czy misja i wartoSci przyjmowane przez organizacj¢ to nastepstwo procesu
dojrzewania przedsigbiorcy (czynnik endogeniczny), czy tez jest to element mody
i strategii marketingowe;j firmy?

— jakie miejsce w organizacji jest przewidziane dla pracownikdéw, ktdrzy sa
ambasadorami firmy? czy misja i warto$ci sa drogowskazem dla pracownikéw
decydujacych o kierunkach rozwoju zawodowego 1 osobistego?

— czy istnieje zwiazek miedzy Zrodtami inspiracji wewngtrznej lub zewnetrznej
przedsigbiorcy przyjmujacego misje i wartoSci a motywami sktaniajagcymi przedsie-
biorceg do podjgcia dziatalnosci gospodarczej?

— w jaki sposob misja i wartoSci sg postrzegane i realizowane w firmach rodzin-
nych?

Wyb6ér do analizy przedsigbiorcéw dziatajacych w sektorze mikroprzedsig-
biorstw oraz matych i Srednich przedsigbiorstw wynika z faktu, ze organizacje
te znajduja si¢ blisko rynku pracy i blisko klienta. Majg one wptyw na codzienne
wybory konsumentéw, ksztattuja kulture konsumpcji i oddziatuja aktywnie na
otoczenie, w ktérym dzialaja. W organizacjach tych przedsigebiorca jako lider
ma bezpoSredni wptyw na ksztatt misji i wartosci jako elementéw architektury
wewnetrznej firmy.

4. Misja i wartosci w przedsiebiorstwie - wyniki badan

Wewnetrzna architektura przedsigbiorstwa, ktéra najczesciej kojarzy si¢ z orga-
nizacja procesu produkcji, wykorzystang technologia i strukturg wewnetrzng orga-
nizacji uwzgledniajaca np. podziat na dziaty lub wydziaty, obejmuje takze elementy
niematerialne. Kazdy z nich, zmaterializowany i niematerialny, wspomaga efektyw-
nos¢ pracy organizacji, wptywa na jej konkurencyjnos¢, reguluje relacje z interesa-
riuszami wewnetrznymi i zewnetrznymi. Misja i wartoSci realizowane w praktyce
w dziatalnoSci przedsigbiorstwa nadaja organizacji oryginalny charakter, ktory
szczegollnie wazny jest w przypadku mikroprzedsigbiorstw oraz matych i Srednich
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przedsigbiorstw. Sg one najblizej konsumenta i zakorzeniajg si¢ w Srodowisku
lokalnym, stajac si¢ jego elementem.

Wywiady jakoSciowe przeprowadzone z przedsigbiorcami pozwolity na wyka-
zanie, ze misja i wartoSci, ktére sa obecne w kazdym przedsiebiorstwie — mimo Ze
wielu przedsigbiorcéw komunikuje, ze nie ma ,,czego$§ takiego” — s3 generowane
w wyniku procesu endogennego, ktdry jest nastepstwem potrzeby zakomuniko-
wania przez przedsigbiorce pracownikom oraz otoczeniu sensu pracy organizacji,
ktdra zatozyl. Czg$¢ organizacji przyjmuje misje i wartosci jako skutek egzogennego
nacisku i pod wplywem obserwacji zmian zachodzacych w otoczeniu zewngtrznym
firmy. Dotyczy to gtéwnie spélek, ktore w procesie szybkiego wzrostu przyjety
misje i wartoSci jako jeden z elementéw wspomagajacych kampanie promocyjne.

Przedsigbiorcy, ktérzy przyjeli misje, a nastgpnie wartoSci w zalozonej przez
siebie firmie, tworzg dwa typy organizacji. Pierwszy z nich reprezentujq te przedsig-
biorstwa, w ktérych z woli zalozyciela firmy misja i wartoSci stanowia jednoS¢ i sg
ukierunkowane na maksymalizacj¢ zysku przy minimalizacji naktadéw. Ten prosty
schemat mySlowy kieruje organizacj¢ na tory maksymalnej, czgsto rabunkowej,
eksploatacji dostgpnych zasobow. Dotyczy to w tym samym zakresie zasobow pracy,
co Srodowiska naturalnego i surowcéw niezbednych do produkc;ji. Credo tych orga-
nizacji to slogan: the business of business is business. Zdaniem J. Hausnera (2019,
s. 213) w firmach tych obowigzuja dwie zasady: to, co daje zysk — to dziatanie dobre,
to, co generuje naktady i rodzi koszty, jest zte. G. Hamel i B. Breen, przedstawiajac
w 2008 r. projekt pod nazwa ,,zarzadzanie jutra”, zwrdcili uwage przedsiebiorcom,
ktérzy dziatalno$¢ biznesowq podporzadkowali wytacznie generowaniu zysku jako
warto$ci samej w sobie, Ze nie mogg liczy¢ na zaangazowanie zatrudnionych w ich
firmach os6b, poniewaz maja one §wiadomos¢ tego, ze stuzg tylko pracodawcy,
a nie stuza okreSlonej sprawie, idei i wartoSciom (Hamel i Breen 2008, s. 90).
Organizacje te odnotowuja znaczng fluktuacje zatogi, a to negatywnie odbija si¢
na efektywnoSci pracy. Ze wzgledu na to, Ze w wielu powiatach i gminach firmy te
jako nieliczne oferuja miejsca pracy, z braku alternatywy sg dla pracobiorcéw i ich
rodzin czgsto jedynym zZréddtem uzyskiwania dochodéw z pracy najemnej w okolicy.

Przedsigbiorstwo pojmowane jako platforma stuzgca do generowania zysku,
ktérej podporzadkowano misje 1 wartoSci, to organizacja, ktora jest specyficznym
organizmem kulturowym. Przedsigbiorca zwigzany z sektorem produkcji, zatrud-
niajacy okoto 70 pracownikéw, w wywiadzie udzielonym w 2021 r., stwierdzit
z przekonaniem, ze ostatecznym celem, do ktérego konsekwentnie zmierza, jest
sprzedaz firmy, gdy osiggnie zatoZone cele (wywiady z lat 2020-2021):

Nie cheg straci¢ czujnosci, (...) jak zakonczy¢ te dziatalno$¢. Bo kiedys si¢ ja koficzy

w jakiS§ sposéb. (...) Ja mam zaplanowany swéj koniec dziatalnoSci. (...) Zazwyczaj

mamy tak, Zze na koniec dziatalnoSci zostajg nam starzy pracownicy, stare maszyny,

stare wszystko i my starzy, bezsilni, siedzimy w tym zlomie. I sentyment nawet nam



126 Stawomir Kamosiriski

nie pozwala nic sprzedaé, bo tyle tam zrobiliSmy. (...) Sentyment to jest czynnik, ktéry
(...) zaburza nasza $wiadomo§¢ rynkowa.

Przedsigbiorca ten uwaza, ze uczciwie wobec interesariuszy ujat perspektywe
czasowy firmy. Nie warto inwestowac¢ w przedsigwzigcie, ktére wraz z uptywem
czasu si¢ konczy, niezaleznie od naszej woli. Z firmg nalezy si¢ rozsta¢ wtedy,
gdy nie utracifa jeszcze swej witalnoSci i zdolnoSci do generowania zysku. Nie ma
w biznesie miejsca na misj¢ i wartoSci, bo to wigze si¢ z sentymentem i podwaza
racjonalng kalkulacje.

Tabela 1. Klasyfikacja przedsigbiorstw ze wzgledu na Zrédto inspiracji misji i warto$ci

Stosunek pracownikéw do misji

Zrédto inspiracji

Priorytety misji i wartoSci

i wartoSci

Czynnik wewnetrzny wynika-
jacy wprost z intencji zatozy-
ciela przedsiebiorstwa

Misja i wartoSci stanowia jed-
no$¢ ujeta w pojeciu zysku

Przekonanie pracownikéw,

ze stuzg przedsigbiorcy, a nie
realizuja okres§lonych wartoSci;
fluktuacja zatogi

Misja i warto$ci jako mental-
no$¢ zatozyciela

Indywidualne podejécie do
pracownika; pracownik jako
ambasador misji i wartosci
firmy; niewielka fluktuacja
zatogi; wysoka ocena marki
pracodawcy

Czynnik zewnetrzny wynika-
jacy wprost z obserwacji zmian
zachodzacych u interesariuszy
zewnetrznych firmy

Wazny element dokumentacji
firmy wykorzystywany do
kreowania i wzmacniania wize-
runku marki

Nie stosuja w praktyce misji

i wartoSci firmy; styszeli o tych
dokumentach w czasie rekru-
tacji; ich zachowania reguluja
procedury; fluktuacja zatogi

Czynnik wewnetrzny
i zewnetrzny

Ksztattowane w procesie prze-
pracowania kulturowego firmy

Partycypacja pracownikéw

w zarzadzaniu firma; pra-
cownik jako ambasador misji
i warto$ci firmy; wiaczenie do
zespotu; niewielka fluktuacja
zatogi; wysoka ocena marki
pracodawcy

Zrédto: opracowanie wlasne.

Interesujgce sa spostrzezenia przedsigbiorcéw, ktérzy uwazaja, ze do prowa-
dzenia dziatalnoS§ci gospodarczej pchnat ich przymus ekonomiczny. Odczuwali
potrzebe zapewnienia rodzinie godziwego zycia. Podczas wywiadu nie kryli, Ze
najwazniejsza motywacja do prowadzenia dziatalnoSci gospodarczej jest wiara w to,
ze dzigki temu ich dzieci beda mogty si¢ uczy¢ w najlepszych szkotach i uczelniach
i zdoby¢ zawdd zapewniajacy w przysztoSci wysokie dochody. Podkreslaja, ze swoje
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poswigcenie 1 osobisty wysitek wlozony w prace dla firmy traktuja jak pomost,
po ktérym przejda ich dzieci do zycia lepszego, niz maja oni sami. Przedsigbiorcy
nie dopuszczajg myS§li o sukcesji firmy. Ma ona zosta¢ zamknieta z chwilg ekono-
micznego usamodzielnienia si¢ wszystkich cztonkéw rodziny. Kompleksowe zaspo-
kojenie potrzeb rodziny jest czynnikiem decydujagcym o wyborze misji i wartoSci.
Przedsigbiorcy deklaruja, ze pracuja dla osiggnigcia maksymalnego zysku. Powstaje
pytanie, czy nie mamy w tym wypadku do czynienia z pseudoktamstwem, ktére
usprawiedliwia prawdziwe motywy pracy tej grupy przedsigbiorcéw. Doglebna
analiza pozwala zauwazy¢, ze przedsi¢biorcy wypowiadajacy si¢ w ten sposob za
warto$¢ najwyzsza uznaja rodzing i dla niej sa skfonni podejmowac intensywna
prace. To raczej forma usprawiedliwienia czasu poSwiecanego na zalatwianie spraw
firmy, a moze pracoholizmu. Z wypowiedzi przedsigbiorcéw mozna wywnioskowac,
ze nie zaniedbuja oni inwestycji w firmie, zazwyczaj nie popadaja w konflikty
z zatrudnionymi pracownikami, a fluktuacja zatogi — jak stwierdzit jeden z respon-
dentéw — pozostaje na ,,normalnym poziomie”. Prawdopodobnie argumenty uzyte
przez t¢ grupe przedsiebiorcéw do wyjasnienia celu i sensu istnienia firmy wynikajg
z braku ich gtebszej refleksji nad motywami, ktore sktonity ich do jej zatozenia.
Technokratyczne spojrzenie specjalisty na firme nie dopuszcza refleksji nad misja
1 wartoSciami, ktére w toku codziennej pracy sg realizowane, nie bedac przy tym
widocznymi.

Firmy rodzinne to typowy przyktad organizacji, ktére dziatajg zgodnie
z konceptem zarysowanym przez zatozyciela. W tych podmiotach gospodarczych
misja i wartoSci sa podstawg pozytywnego wplywu na zasoby znajdujace si¢ w ich
otoczeniu. Site, w ktorej tkwi potencjat do dtugiego trwania, czerpie si¢ z instytucji
misji 1 warto$ci ksztaltowanej wewnatrz organizacji. Ulatwiaja one podjgcie i prowa-
dzenie dialogu z otoczeniem wewnetrznym i zewnetrznym. Firmy rodzinne sa
fundamentem gospodarki wolnego rynku, gwarantem jego trwatosci. Tego rodzaju
organizacje stanowig okoto 70—80% wszystkich firm dziatajacych w krajach Europy
Zachodniej. W Polsce ze wzgledéw historycznych to tylko 36% firm. O ich trwatosci
decyduje dziedzictwo przesztosci zamknigte w misji i wartoSciach, ktére Ch. Zook
iJ. Allen nazwali mentalnoscia zalozyciela. A. Lewandowska w kontekscie analizy
mentalnoSci zatozyciela zwraca uwage na kody wartoSci firmy rodzinnej. Rozumie
Jje jako: ,,wartoSci zalozyciela, wlaSciciela firmy, ktére wzmocnione jego rodzinnym
systemem wartoSci przenikaja do strefy firmowe;j i z czasem stajg si¢ wartoSciami
firmowymi. Kody wartoSci staja si¢ swoistym kodem genetycznym firmy i rodziny;
to one powinny kierunkowaé kluczowe decyzje, oddziatywaé na zachowania, prze-
konania wptywajace na konkretne wybory, stanowi¢ o§ rozwoju firmy, a ostatecznie
by¢ przekazywane kolejnym pokoleniom jako nieroztgczna czgs¢ firmy” (Lewan-
dowska 2020, s. 151).
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Misje i wartoSci dzialajacej od 1919 r. firmy rodzinnej, piekarni i cukierni
Zakry$ z Tucholi, wyraza slogan: ,,Z mifoscig do tradycji, z szacunkiem dla reko-
dzieta”. Obserwacja firmy rodzinnej, w ktdrej z sukcesem przeprowadzono cztery
sukcesje, pozwala na konstatacje, ze realizowane w praktyce biznesowej przez t¢
organizacj¢ misja i wartoSci chronig jg przed przedwczesnym wejSciem w tzw. czas
staroSci organizacji. Dojrzata firma moze by¢ mtoda wewnetrzng energia dzigki
skutecznie implementowanej mentalno$ci zatozyciela. Jej sita pozostaje wtaSciciel,
jego autorytet, postawa wobec pracownikéw i otoczenia, z ktérym wspdtpracuje
i w ktorym dziata. Sukcesor, wtasciciel firmy rodzinnej w kolejnym pokoleniu, jest
depozytariuszem ustalonej w okresie zalozycielskim misji organizacji, chroni przed
dyfuzja wartoSci i kreuje wizje przyszioSci.

W wielu firmach rodzinnych misja i wartoSci sa wizualizowane przez stafe przy-
pominanie przesztoSci, ktéra zyje w pamiatkach rodzinnych takich jak meble i inne
przedmioty uzywane kiedy$ przez dziadka czy ojca. Zamknigta jest w wiszacych
na Scianach portretach przodkéw, ktérzy zatozyli firme i prowadzili ja w kolejnych
pokoleniach. Symbolika przesztosci ksztattuje SwiadomoS$¢ sukcesora, wzmacnia
jego poczucie odpowiedzialnosci za firme i zatrudnionych w niej pracownikow.
Mit zazwyczaj surowego, a przy tym sprawiedliwego dziadka czy ojca i jego auto-
rytet w Srodowisku lokalnym dodajg energii sukcesorom, tworza spdjny przekaz
mentalnoSci zatozyciela, a ta sprzyja uporzagdkowaniu celéw firmy rodzinne;j.
W tym ogniskuje si¢ tajemnica trwatoSci firm rodzinnych i tego, Ze potrafia prze-
trwad kilka epok historycznych i w kazdej z nich odnajduja si¢ na nowo.

Korzystanie z zasobow przesztoSci firmy, jej historii, ktéra — jak twierdzi
K. Obtgj — moze stanowi¢ tworzywo do budowy przysziosci firmy, jest obowigz-
kiem sukcesoréw — wiascicieli firm rodzinnych. Przeszio$¢ firmy jest dla wielu
przedsigbiorcéw niematerialnym, wysokiej wartoSci zwrotem z inwestycji poczy-
nionych przez przodkéw. Przedsigbiorca powinien pamietaé, ze ,,przeszto$¢ nie
umiera i moze by¢ réwne dobrze trampoling, jak i barykada na drodze do przy-
sztosci firmy” (Obt6j 2017, s. 19).

Prawdopodobnie zta interpretacja lub grzech zaniechania popeiniony wobec
misji i wartoSci organizacji rodzinnej stoi za powtarzang przez przedsigbiorcow,
wiascicieli firm rodzinnych, przestroga, méwigcg o tym, ze ,,dziadek buduje, ojciec
utrzymuje, a syn rujnuje”. Zmiana pokoleniowa i oderwanie si¢ kolejnych sukce-
soréw od misji i wartoSci firmy rodzinnej, jej kodu kulturowego nazywanego takze
DNA firmy, sa przyczyna jej likwidacji.

Zaobserwowano, ze w przedsiebiorstwach dziatajacych zgodnie z mentalnoScia
zalozyciela wyrazajgcg si¢ w misji i wartoSciach pracownicy sg ambasadorami
tej mentalnosci. W rezultacie odnotowano wieksze zaangazowanie pracownikow
w wykonywanie powierzonych im zadaf i obowigzkdéw. Jest to zrozumiate,
zwazywszy na to, ze przyjete w organizacji wartosci sg dla kazdej zatrudnionej
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osoby swoista mapg drogowa przysztosci, ktdra staje si¢ dzigki temu bezpieczna.
Przedsigbiorcy podczas wywiadéw zwracali uwage, Ze za nagrode za ich codzienng
prace uznaja to, ze pracownik w trakcie rozmowy powie np.: ,,Szefie, kto§ czepiat
sie naszej firmy”, ,,Moze poprawmy t¢ procedur¢ w naszej firmie”, ,,Zbudujmy
w naszej firmie dwa dodatkowe garaze” (wywiady z lat 2017-2019). Wypowiedzi
te Swiadczg o tym, ze pracownik czuje si¢ wspétwiascicielem firmy. Jest to symbo-
liczne rozszerzenie prawa wlasnosci, ktdre jest efektem powstania wiezéw emocjo-
nalnych taczacych pracownika z firma.

Pracownicy jako ambasadorowie misji i wartoSci przedsigbiorstwa stanowig jego
rdzen, a ich doSwiadczenie i ograniczona do minimum fluktuacja majg wptyw na
koszty dziatalnoSci organizacji. Przedsigbiorca oczekuje uwolnienia kreatywnej
energii pracownikdéw, ich ,,wewnetrznej przedsigbiorczoSci”, ktéra buduje prze-
wage konkurencyjng firmy na rynku. W tak zorganizowanym przedsigbiorstwie
pracownik to czesto partner, a nie zasob. Wspdlfczesny przedsigbiorca rozumie, ze
bardzo fatwo jest zakupic¢ i wdrozy¢ nowg technologi¢. Zupetnie inaczej jest z rekru-
tacja pracownikéw. Wielu przedsigbiorcow prowadzacych firmy rodzinne stwierdza,
ze nie decyduje sie na nabor pracownikéw na tzw. wolnym rynku pracy. W rekru-
tacji prawie wytacznie opieraja si¢ na referencjach przedstawionych przez inng
osobe. Ma to zapewnié firmie pracownikéw, ktérzy bedg ambasadorami jej misji
1 wartoSci. Przedsigbiorcy podkreslaja, Ze w procesie rekrutacji zastanawiajg si¢,
w jaki spos6b najlepiej ,,wpasowaé nowego pracownika w strukture firmy, aby czut
sie potrzebny i najpetniej realizowat przyjete przez firme zasady” (wywiady z lat
2020-2021). Przedsigbiorca zwiagzany z sektorem gastronomicznym powiedziat:
1o przede wszystkim byto sprawdzenie, czy kandydat na kelnera wynidst z domu
umiejetnos$¢ nawigzywania relacji z innymi ludZzmi, czy potrafi nawigza¢ z nimi
kontakt, czy on klientom patrzy w oczy i czy si¢ komunikuje otwartym tekstem”
(wywiady z lat 2020-2021).

Pracownik, dobrowolnie wiaczajacy sie w prace na rzecz firmy, w realizacje jej
misji i wartoSci, a nie przymusowo wiaczony do zespotu, to osoba, ktdra jest bene-
ficjentem rozwoju osobistego, ktdry gwarantuje jej organizacja. Materializuje si¢
on w ustawicznym ksztalceniu pracownikéw, ktére wzmacnia ich poczucie odpo-
wiedzialno$ci za los firmy. Wazne stwierdzenie znalez¢ mozna w pracy Ch. Zooka
iJ. Allena (2017, s. 188): ,,Nigdy nie spotkaliSémy lidera, ktéry uwazatby, ze prze-
inwestowat w swoich ludzi”. To podstawowa zasada, ktéra powinna by¢ brana pod
uwage przez przedsigbiorcow przy kierowaniu pracownikéw na szkolenia zawo-
dowe. Inwestowanie w wiedze pracownikéw to poszerzanie zasobéw ich wiedzy
niekodowanej, ktére nigdy si¢ nie starzeja i sa gotowe do wykorzystania natych-
miast, gdy zajdzie taka potrzeba. Jest to inwestycja pracodawcy w kapitat kulturowy
organizacji. J. Hausner (2019, s. 218) podkreslit: ,, Kapitaty twarde raz uzyte wyczer-
puja sig, nie s3 odnawialne. (...) Z kolei kapitaty migkkie sa pomnazane przez ich
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wykorzystywanie. Im czgSciej siggamy po zasoby kapitatu intelektualnego, tym
wiecej go przybywa”. Interesujace uwagi w kwestii ksztatcenia pracownikéw wypo-
wiedziat w 2018 r. przedsigbiorca prowadzacy firme zatrudniajaca dziewie¢ oséb
w miejscowosci, w ktérej liczba mieszkancow nie przekracza 2000. Stwierdzit on:
»Ja musze inwestowaé w wiedze i umiejetnosci moich chtopakéw, ktérych zatrud-
niam, aby gdy mnie juz nie bedzie i mojej firmy tez, poradzili sobie w zyciu. Kazdy
z nich ma mie¢ szereg uprawnien, potwierdzonych egzaminem czy w inny sposéb,
aby byli gotowi do zycia”. W zamian przedsigbiorca zyskal zesp6t wydajnych
pracownikow, identyfikujacych si¢ z misjg 1 warto$ciami, ktére on kazdego dnia
implementowat w swojej firmie.

W wywiadach jakoSciowych prowadzonych w 2021 r. przedsigbiorcy, méwiac
o misji 1 wartoSciach, nie uzywali zazwyczaj tych okreSlen. Méwili natomiast
np. o ,,wyjsciu z prostej idei robienia go$cinnoSci, czyli tego, co robiliSmy zawsze
w domu”. Ten sam przedsiebiorca wspominat, ze wpaja pracownikom, ze oni ,,maja
mie¢ poczucie bycia wolnymi i nieskrgpowanymi (...), poniewaz tylko wtedy
beda dobrze stuzy¢ innym ludziom; oni uktadajg si¢ z publicznoScig i uktadajg si¢
z go$¢mi”. Misja i warto§ci zwerbalizowac si¢ moga w zdaniu: ,,Dobra, to patrzmy
do przodu”, ktéry stanowi warto$¢ podstawowa dziatalnoSci gospodarczej. Przed-
siebiorca wyjasnia: ,,OK, to tutaj nam nie wychodzito. Kto§ popetnit btad — nie
wiemy i nie bedziemy dochodzili kto. A teraz spdjrzmy do przodu: jak mamy funk-
cjonowad, zeby to naprawic i zeby szto dobrze”. Ta warto$¢, jak podkreslat przed-
siebiorca, pozwala mu i jego pracownikom na zrzucanie balastu ztych do§wiadczen.
Ich wieczne analizowanie ogranicza spogladanie w przyszto$¢, ktdra jest nieznana,
ale bardzo intrygujaca.

Przedsigbiorca prowadzacy firme nalezaca do sektora drzewnego w mieScie
do 350 tys. mieszkaficéw ujat problem mentalnoSci wiascicielskiej i roli przedsie-
biorcy w przekazaniu zatodze misji i wartoSci w nastepujacy sposéb (wywiady z lat
2020-2021):

Mozemy mie¢ pigkne logo, pigkne kolory, ale jezeli bedziemy zaniedbywac relacje
miedzyludzkie albo swoim postgpowaniem wptywaé negatywnie na relacje, to nic
tego nie zastapi. Wiec taka moja filozofig od lat byto zaszczepianie u pracownikéw,
zwlaszcza tych, ktérzy sa na linii stykowej z otoczeniem czy, powiedzmy, rynku zaopa-
trzeniowego, czy zakupowego — nie ma znaczenia, zeby byta rzetelnos¢, zebySmy byli
przewidywalni, zeby nam mozna byto ufaé. To nie bylo proste i to dtugie lata trwalo,
ale musz¢ powiedzieé, ze w moim przekonaniu osiggneliSmy catkiem fajny poziom.
I po tym, jak go osiggneliSmy, zaczeliSmy to utrwala¢ w sposéb wizualny, duzo wiecej
czasu poSwiecamy grafice, nasze samochody sg obrendowane (...).

Wrazliwi na realizacje misji i wartoSci sg wlaSciciele wielopokoleniowych firm
rodzinnych (wywiady z lat 2020-2021):
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Tu nie chodzi, w takiej firmie rodzinnej, zeby te stupki ciagle podciagac i nie wia-
domo jak zarabia¢, nie w tym rzecz. O to chodzi, Zeby si¢ utrzymac na rynku, dobrze
zy¢, zeby starczyto, wymieni¢ maszyny — wiadomo, musi ta firma mie¢ zysk. Zysk
jest potrzebny po to, zeby na danym poziomie si¢ utrzymac i spokojnie optaci¢ sobie
ZUS-y, pensje i tak dalej. (...) Firma ma, wiadomo, patrze¢, zeby nie zbankrutowata,
utrzymac t¢ marke, niz nie wiadomo jakie zyski, bo jak kto§ patrzy na zyski, to
zaczyna kupowac tafsze produkty, zeby wyzytowac cene. To nie w tym kierunku. (...)
Czyli my zaoferujmy tyle samo tych produktéw, ale bardziej odzywczych i o lepszej
jakoSci, np. obrét nam si¢ zwiekszy, bo cena tego bedzie wigksza, niekoniecznie pro-
dukujac wigcej. Bo po co produkowaé czego$ wiecej, co bedzie gorsze i potem bedzie
wyrzucone do $mieci.

WartoScia, oprocz satysfakcji klienta, jest oszczedzanie dostgpnych zasobow,
a szacunek dla klienta wyrazany jest wysoka jakoScig oferty.

Druga grupa przedsigbiorstw obejmuje organizacje, ktére przyjmuja misj¢
i wartosci, wigczajac je do architektury wewnetrznej firmy pod wptywem czynnika
zewnetrznego, sygnatéw ptyngcych z otoczenia firmy, gtdwnie od jej interesa-
riuszy. Te organizacje majg opracowang misj¢ i warto$ci, poniewaz tego wymagaja
procedury. Sg one wykorzystywane instrumentalnie, jako jeden z podstawowych
sktadnikéw przekazu promocyjnego wysytanego do klientéw i kooperantéw. Misja
1 wartoSci uznawane s3 za element poprawnoSci biznesowej, ktora uzasadnia ich
miejsce w dokumentacji firmy. Praktyczna realizacj¢ ujetych w tych dokumentach
zasad utrudnia procedura.

Krytycznie ten model przedsigbiorstwa ocenia J. Hausner. Wskazuje, ze w tych
organizacjach praktyka w zakresie realizacji misji i wartosci bardzo daleko odbiega
od deklaracji: ,,Na ogét mamy do czynienia z napuszonym pustostowiem i natto-
kiem nowomowy podsuwanej przez specjalistéw zajmujacych sie wizerunkiem
firm” (Hausner 2019, s. 213). Odwotujac si¢ do pojecia G. Ritzera (2005), wypada
sie zastanowiC, czy w czgSci firm nie wystapito zjawisko makdonaldyzacji organi-
zacji gospodarczych. Zasady funkcjonowania zaczerpniete, zapewne nieSwiadomie,
z popularnej restauracji uczynity z wielu dzisiejszych firm organizacje oferu-
jace pracownikom ustandaryzowane miejsce pracy, obwarowane regulaminami
i normami postepowania. Celem tak stanowionej architektury wewnetrznej firmy
jest stworzenie pracownikowi dobrego, bezpiecznego miejsca pracy. Przyjete reguty
postgpowania i standardy komunikacji czynig z firmy organizacj¢ przewidywalng
dla otoczenia, w ktérym dziala i z ktérym wspdipracuje.

Celem przypisanym do dziatalnoSci tych organizacji jest wypracowanie zyskow
dla ich wtaScicieli i udziatowcéw. Do tej grupy organizacji nalezg firmy, ktére
w efekcie wzrostu zmuszone byly do rozbudowy wewnetrznej struktury i czgsto
wykorzystywaly w realizacji tego celu zawodowych menedzeréw. Pierwotne zato-
Zenia biznesowe, w tym mentalno$¢ zatozyciela, ulegty zatarciu pod wptywem



132 Stawomir Kamosiriski

wzrostu liczby procedur i poziomdéw zarzgdzania. W tych firmach z uwagi na
potrzeby udzialowcéw stale wystepuje tzw. paradoks wzrostu (Zook i Allen 2017,
s. 51-52). Przyjete standardy zachowania zapewniaja tak zorganizowanej orga-
nizacji gospodarczej bezpieczenstwo transakcji i tad w dokumentacji, ale maja
zarazem wplyw na to, ze wszelkie zawierane kontakty sg ukryte za dokfadnie
negocjowanymi bilateralnymi umowami. W tym aspekcie dziatalno$¢ gospodarcza
traci pierwiastek humanistyczny, a emocje skrywane sa za §ciang pieczotowicie
zbudowanego wizerunku marki.

Systemy zarzadzania przyjete w tych firmach z reguly zacieraja w $wiadomosci
ich pracownikéw przestanie ptynace z misji i wartoSci. W efekcie obserwuje si¢
zjawisko rozmycia si¢ wizji przysztoSci. Zostaje ona zastgpiona przez krotko-
okresowe cele finansowe, a terminarz planéw firmy obejmujacy przysztos¢ staje
sie coraz bardziej mglisty i niewyraZny. Stosowane procedury rozmywaja odpo-
wiedzialnos$¢ osobistg pracownika, daja osobom zatrudnionym w firmie poczucie
wzglednego bezpieczenstwa. Pracownik unika brania na siebie odpowiedzialnoSci
za losy firmy. Gdy poczucie indywidualnej odpowiedzialno$ci osoby na stano-
wisku pracy zanika, przestaje si¢ on czu¢ czgstkg firmy, osobg wspoitworzacy jej
przyszio§¢. Bedzie wytacznie pracobiorcy, ktéry za wykonana wedtug procedur
prace oczekuje wynagrodzenia. Szczero$¢ i emocje, dwie wazne wartoSci w zyciu
kazdego cztowieka, zastapiono pojeciem: tryb zatatwiania sprawy.

Oparcie trwatosci i stabilnoSci przedsigbiorstwa na realizowanej w nim misji
i wartoSciach jest dla wspélczesnych przedsigbiorcow sprawg kluczowa. Juz nie
masowa produkcja, liczona liczbg wyprodukowanych sztuk, lecz refleksja nad
jakos$cig dostarczanych doébr i ustug oraz oszczedne i celowe gospodarowanie
dostepnymi zasobami sg zdaniem J. Hausnera sktadowa sukcesu firm w XXI w.
Firma idea, ktdérej koncept przedstawit J. Hausner, powstaje w procesie przepra-
cowania kulturowego firmy i ma zdolno§¢ do autorefleksji. W ten sposéb misja
i wartoSci w tej organizacji ksztattuja sie pod wptywem czynnikéw endogenicznych
i egzogenicznych. Zadanie, ktore bierze na siebie firma idea, to ustalenie wartosci,
ktére bedg ,,stanowi¢ jej pole grawitacyjne, a nie instrukcje dobrego postgpowania”
(Hausner 2019, s. 225). W efekcie przepracowania kulturowego firmy wykreowana
zostaje nowa wartosc¢, ktdrg jest organizacja, dysponent unikalnego zestawu cech
zapewniajacego jej trwalg przewage konkurencyjng na rynku. Firma idea dba o to,
aby pracownicy wpisywali si¢ w jej misje i wartoSci, wspottworzac je, poniewaz
,»-aby tworzy¢ wspdlng warto$¢, najpierw musi by¢ uwspdlniony proces jej wytwa-
rzania” (Hausner 2019, s. 224). P. Kotler stwierdzit, ze wspoétczesny klient oczekuje
od firmy ciggtego udzialu w tworzeniu dobrostanu spofecznego. Jego zdaniem
przedsiebiorstwa sg odpowiedzialne nie tylko za generowanie krétkoterminowe;j
wartoSci spétki dla akcjonariuszy, ale przede wszystkim za wytwarzanie dtugoter-
minowej wartoSci spolecznej (Kotler, Kartajaya i Setiawan 2021, s. 58). W zwigzku
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ze zmiang spolecznego stosunku do biznesu wrazliwe spotecznie firmy idee stajg
sie podstawa nowego, powstajacego juz dzisiaj ekosystemu gospodarki globalne;j.

5. Whioski

Przedsigbiorcy, a takze osoby zarzadzajace codziennie podmiotami gospo-
darczymi, dostrzegaja szybka ewolucje postaw wspoiczesnych klientéw. Dojrzaty
konsument débr i ustug oferowanych na rynku wobec wyczerpujacych sie zasobéw
Ziemi zwraca uwage na Sciezke powstania produktu. Jest aktywny w inter-
necie, potrafi skutecznie demaskowac wszelkie oszustwa, ktérych dopuszcza
si¢ producent, opisujac swdj produkt. Z drugiej strony potencjalni pracownicy,
oferujac pracodawcy swoje kwalifikacje, oczekuja w zamian wyraznie nakre-
$lonej misji i sprecyzowania wartosci przedsigbiorstwa. Daza do tego, aby
wykonywana praca pozostawata w zgodzie z wartoSciami realizowanymi przez
nich w prywatnym zyciu. Misja i wartoSci nie moga by¢ ozdobnikami, frazesami
uzupelniajacymi przekaz marketingowy, a stanowi¢ musza inspirujaca dla inte-
resariuszy wewnetrznych i zewnetrznych instytucje wewnetrznej architektury
przedsigbiorstwa. Tego oczekuje klient, pracobiorca i otoczenie, w ktérym dziata
organizacja.

Aktywno§¢ gospodarcza w X XI w. wraca — co jest dobrym kierunkiem ewolucji
— do swoich zapomnianych, a istotnych dla rozwoju jakoSciowego humanistycz-
nych korzeni. Sg one ukryte w doSwiadczeniu cztowieka gospodarujacego, ktdry
kierujac si¢ przyjetym kodeksem zasad etycznych przekazywanych z pokolenia na
pokolenie, swoim dobrym imieniem Swiadczyt o przedstawionej klientowi ofercie.
Byt on dla zespotu pracownikéw mistrzem, autorytetem. Wytyczajac cele rozwoju
ujete w misji i wartoSciach, szanowat zasoby, ktérymi dysponowat. Przepracowanie
kulturowe firm i sigganie w tym dziataniu do do§wiadczenia przesztosci to juz
realny proces, ktdry si¢ rozpoczat. Implementacja misji i warto$ci w firmie czyni
z niej organizm kulturowy, majacy z uwagi na lojalno$¢ pracownikéw i zaufanie
klientéw duzy potencjat do dziatania w turbulentnym otoczeniu.

Prowadzone badania sg komplementarne w stosunku do badaf czynnikéw
emocjonalnych w dziatalnoSci gospodarczej. Uzupelniaja balanced development
index (Kozmifiski i in. 2020), jako narzgdzie analizy rozwoju i dobrostanu krajow
i gospodarki. Nalezy si¢ zgodzi¢ z A.K. Kozminskim, A. Noga, K. Piotrowska
i K. Zagérskim, ze PKB nie oddaje w petni kondycji gospodarki. Zalezy ona,
w réwnie duzym stopniu od czynnikdw emocjonalnych, ktére do tej pory byty
pomijane przez ekonomistow jako wskazZniki nieekonomiczne. Misja i wartoSci
jako element wewnetrznej architektury firmy sg instytucja etyki, czynnikiem
emocjonalnym, ktéry wzmacnia poziom zaufania w codziennej dziatalnoSci gospo-
darczej (Bugdol 2010). Stanowig one wazne Zrédto informacji dla interesariuszy.
W ten spos6b unika si¢ asymetrii informacji jako efektu kfamstwa, postugiwania
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si¢ pétprawda (Klimczak 2011, s. 93). Na tych elementach opiera si¢ budowanie
organizacji opartej na zaufaniu.

Literatura
Bugdol M. (2010), Wymiary i problemy zarzqdzania organizacjq opartq na zaufaniu,
Wydawnictwo Uniwersytetu Jagiellonskiego, Krakéw.

Filipiak J., Domaradzki K. (2022), Dlaczego si¢ udato. Filozofia i strategie tworcy Comarchu,
Znak, Krakow.

Gofebiowski T. (2001), Zarzqdzanie strategiczne. Planowanie i kontrola, Difin, Warszawa.

Hamel G., Breen B. (2008), Zarzqdzanie jutra. Jakie jest twoje miejsce w przysztosci?,
Red Horse, Lublin.

Hausner J. (2019), Spoteczna czasoprzestrzen gospodarowania. W kierunku ekonomii
wartosci, Wydawnictwo Nieoczywiste, Siedliska.

Klimczak B. (2011), Etyka gospodarcza, Wydawnictwo Uniwersytetu Ekonomicznego
we Wroctawiu, Wroctaw.

Kochanowicz J. (2010) Wprowadzenie (w:) Kultura i gospodarka, red. J. Kochanowicz,
M. Maroda, Wydawnictwo Naukowe Scholar, Warszawa.

Kotler P., Kartajaya H., Setiawan 1. (2010), Marketing 3.0. Dobry produkt? Zadowolony
klient? Spetniony cztowiek!, MT Biznes, Warszawa.

Kotler P, Kartajaya H., Setiawan 1. (2021), Marketing 5.0. Technologie Next Tech, MT Biznes,
Warszawa.

Kozminski A.K. (2016), Wyobraznia ekonomiczna, Poltext, Warszawa.

Kozmifiski A.K., Noga A., Piotrowska K., Zagérski K. (2020), The Balanced Development
Index for Europe’s OECD Countries, 1999-2017, Springer, New York.

Lewandowska A. (2020), Strategiczna logika firm rodzinnych. Model BELIEFS, Wydaw-
nictwo Naukowe PWN, Warszawa.

Moszkowicz M. (1993), Misja — doktryna przedsiebiorstwa, ,,Przeglad Organizacji”, nr 1.

Oblgj K. (2017), Praktyka strategii firmy. Jak zarzqdzac przesztosciq, radzic sobie 7 teraz-
niejszosciq i tworzyc przysztosé, Poltext, Warszawa.

PierScionek Z. (2003), Strategie konkurencji i rozwoju przedsigbiorstwa, Wydawnictwo
Naukowe PWN, Warszawa.

Ritzer G. (2005), Makdonaldyzacja spoteczenistwa, Muza, Warszawa.

Rybak M. (2004), Etyka menedzera — spoteczna odpowiedzialnos¢ przedsiebiorstwa,
Wydawnictwo Naukowe PWN, Warszawa.

Szpakowski M K. (2018), Przedsigbiorczos¢. Zarzqdzanie przedsiebiorstwem od A do Z,
Knowledge Innovation Center, ZamoS¢.

Sztompka P. (2002), Socjologia, Znak, Krakow.



Misja i wartosci jako instytucja... 135

Welch J., Welch S. (2010), Winning znaczy zwyciezac, Studio Emka, Warszawa.

Wilkin J. (2016), Instytucjonalne i kulturowe podstawy gospodarowania. Humanistyczna
perspektywa ekonomii, Wydawnictwo Naukowe Scholar, Warszawa.

Zbiegien-Maciag L. (2013), Kultura w organizacji. Identyfikacja kultur znanych firm,
Wydawnictwo Naukowe PWN, Warszawa.

Zielnicki K. (1990), Przysztos¢ oparta na kulturze organizacyjnej, ,,Przeglad Organizacji”,
nr 10.

Zook Ch., Allen J. (2017), Mentalnos¢ zatozyciela jako podstawa sukcesu firmy, MT Biznes,
Warszawa.






Uniwersytet Ekonomiczny w Krakowie 2 (9 9 6)
2022

Zesz. Nauk. UEK, 2022, 2(996): 137-154

ISSN 1898-6447

e-ISSN 2545-3238
https://doi.org/10.15678/ZNUEK.2022.0996.0208

Wptyw wieku pracownikow na postrzeganie
sktadnikow proefektywnosciowego klimatu
organizacyjnego

The Influence of Employee Age on the Perception

of the Components of a Pro-efficiency Organisational
Climate

Anna Wziatek-Stasko', Olena Krawczyk-Antoniuk?

TUniwersytet Jagiellonski w Krakowie, Instytut Ekonomii, Finanséw i Zarzadzania, Katedra Zarzadzania
Strategicznego, ul. prof. S. tojasiewicza 4, 30-348 Krakdw, e-mail: anna.wziatek-stasko@uj.edu.pl,
ORCID: https:/orcid.org/0000-0001-6873-7488

2 Biuro Prawno-Podatkowe dr Olena Krawczyk-Antoniuk, ul. Wiktora Gorzotki 173, 44-100 Gliwice,
e-mail: ok-a@wp.pl, ORCID: https://orcid.org/0000-0002-6048-0259

Artykut udostepniany na licencji Creative Commons Uznanie autorstwa-Uzycie niekomercyjne-Bez utwordw
zaleznych 4.0 (CC BY-NC-ND 4.0); https:/creativecommons.org/licenses/by-nc-nd/4.0

Sugerowane cytowanie: Wziatek-Stasko A., Krawczyk-Antoniuk O. (2022), Wptyw wieku pracownikéw na
postrzeganie sktadnikow proefektywnosciowego klimatu organizacyjnego, ,Zeszyty Naukowe Uniwersytetu
Ekonomicznego w Krakowie”, nr 2(996), 137-154, https://doi.org/10.15678/ZNUEK.2022.0996.0208.

STRESZCZENIE

Cel: Celem artykutu jest weryfikacja autorskiej koncepcji proefektywno$ciowego modelu kli-
matu organizacyjnego oraz przedstawienie wynikéw analizy zalezno$ci wystepujacej miedzy
jego parametrami, w ktérej jako zmienng moderujacg przyjeto wiek pracownika.

Metodyka badai: Przeprowadzono studia literaturowe oraz badania empiryczne z zastosowa-
niem metod iloSciowych i jakoSciowych.

Wyniki badan: Badania empiryczne wykazaty zalezno$¢ miedzy wiekiem pracownikéw
a postrzeganiem przez nich sktadnikéw proefektywnoSciowego klimatu organizacyjnego.
Wnhioski: Wyréznione w modelu sktadniki klimatu organizacyjnego sa skorelowane z wybra-
nymi parametrami oceny efektywnoSci organizacyjnej, a osoby w réznym wieku postrzegaja
je w odmienny sposéb.
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Wklad w rozwéj dyscypliny: W artykule stwierdzono wptyw wybranych sktadnikéw klimatu
organizacyjnego na ocene parametréw efektywnoSci organizacyjnej dokonywang przez osoby
w réznym wieku. Wyniki badan pozwolity zidentyfikowa¢ réznice preferencji respondentéw
w zaleznoSci od ich wieku. Zagadnienie to jest istotne dla teorii, a takze dla praktyki ze wzgledu
na potencjalne korzysci dla organizacji.

Typ artykutu: oryginalny artykut naukowy.

Stowa kluczowe: klimat organizacyjny, efektywno$¢ organizacyjna, proefektywnosciowy model
klimatu organizacyjnego, wiek.

Klasyfikacja JEL: J0O0, J28, J5.

ABSTRACT

Objective: The article verifies the pro-efficiency model of organisational climate and presents
the results of an analysis of the relationship between its parameters, assuming the employee’s age
as a moderating variable.

Research Design & Methods: Literature studies and empirical research using both quantitative
and qualitative methods were done.

Findings: The empirical research shows a correlation between the age of employees and their
perception of the components of a pro-efficiency organisational climate.
Implications/Recommendations: The components of the organisational climate highlighted
in the model are correlated with selected parameters for the assessment of organisational
effectiveness, and people of different ages perceive them differently.

Contribution: The key value of the article is its examination of the impact of selected components
of organisational climate on selected parameters of organisational effectiveness, in the opinion of
people of different ages. The results of the research made it possible to identify the respondents’
various preferences, taking into account the moderating variable. This issue is important for
theory and management staff thanks to the benefits it promises organisations.

Article type: original article.

Keywords: organisational climate, organisational effectiveness, pro-efficiency model of organi-
sational climate, age.

1. Wprowadzenie

Umiejetno$¢ skutecznego zarzadzania pracownikami w réznym wieku jest
waznym i aktualnym problemem. Jego skala wzrasta, gdy w kregu rozwazaf
pojawia si¢ wplyw wieku pracownika na poziom efektywnoS$ci organizacyjne;j.
W tym kontekScie szczegdlnego znaczenia nabiera kategoria klimatu organizacyj-
nego, jest on bowiem kluczowa determinantg efektywnoSci organizacyjnej. Mimo
wielu podejmowanych préb eksploracji klimat organizacyjny wciaz pozostaje
kategoria badawcza inspirujaca do wielu przemys§len, cho¢ nader czesto traktowang
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w sposéb intuicyjny, by nie rzec — marginalny. Ignorancja w zakresie klimatu orga-
nizacyjnego, a takze szerzej rozumianej kultury organizacyjnej to istotna stabo$¢
wspoélczesnej nauki i biznesu. Z analizy literatury przedmiotu wynika wyraZnie,
ze whaSciwy klimat organizacyjny jest drogg do poprawy wydajnoSci i wynikéw
organizacji oraz zmniejszenia absencji i rotacji pracownikéw. Znajomos¢ elementow
klimatu organizacyjnego oraz mechanizmu ich wptywu na zachowania pracow-
nikéw powinna by¢ kluczowa dla menedzeréw, ktdrzy uznaja priorytet kapitatu
ludzkiego nad pozostatymi zasobami organizacji.

Artykut ma charakter teoretyczno-empiryczny, a jego celem jest prezentacja
autorskiej koncepcji proefektywnoSciowego modelu klimatu organizacyjnego oraz
wynikéw analizy zaleznoSci migdzy jego parametrami, w ktérej jako zmienna
moderujaca przyjeto wiek pracownika.

2. Istota i rola klimatu organizacyjnego

Mimo ze pojecie klimatu organizacyjnego stato si¢ bardzo popularne w Swiecie
nauki, w praktyce nadal bywa niedoceniane przez pracownikéw, w tym kadre
menedzerskg. Powodem moze by¢ niezrozumienie jego istoty, niechg¢é zwigzana
z konieczno$cig oczekiwania na mierzalne rezultaty wdrozenia klimatu, brak
wiedzy na temat wptywu klimatu organizacyjnego na Srodowisko pracy, w tym
na samopoczucie pracownikdéw, co ma bezposrednie przetozenie na jakoS¢ i ilos¢
wykonywanej w organizacji pracy (Mullins 2010, za: Berberoglu 2018).

Pojecie klimatu organizacyjnego bywa interpretowane na rézne sposoby, ma
wiele znaczefl, a jego precyzyjny opis nie jest fatwy, poniewaz trzeba si¢ oprzeé na
spostrzezeniach pracownikéw i ich subiektywnej ocenie. Jak dotad nie wypraco-
wano jednej, powszechnie akceptowanej definicji. Pod wzgledem jezykowym termin
,»klimat organizacyjny” to epitet metaforyczny, ktérego pierwszy czion — rzeczownik
»klimat”, jest wieloznaczny. Rzeczownika tego uzywa si¢ w réznych kontekstach,
a jego synonimem jest sfowo ,,atmosfera”, co sugeruje pewne zwiazki tych pojeé
z tematyka meteorologiczng (Wudarzewski 2013a). Badacze L. von Rosenstiel
1 R. Bogel (1992) wprost wskazali podobiefistwa migdzy klimatem organizacyjnym
a meteorologicznym, uzasadniajgc to nastepujaco: ,,0 stosunkach interpersonalnych
méwimy, ze sg one cieple, ozigbte, czy tez, ze szykuje si¢ burza”. Faktem jest, Ze
klimat zar6wno meteorologiczny, jak i organizacyjny jest odczuwany przez czto-
wieka i najczeSciej odnosi si¢ do przystosowania ludzi do danych warunkéw.

Pojecie klimatu organizacyjnego jest réznie definiowane, np. jako:

— oddzialujaca na ludzi atmosfera panujaca w organizacji (Dessler i Turner
1992);

— dominujacy w organizacji sposob percepcji oraz ogdt emocjonalnych reakcji
pracownikéw na wiasne Srodowisko pracy (Aarons i Sawitzky 2006);
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— relacje taczace pracownika ze wspdtpracownikami oraz z przetozonymi,
w szczegolnoSci poczucie przyjacielskiej atmosfery panujacej w grupie pracowni-
czej oraz mozno$¢ liczenia na pomoc zaréwno kolegéw, jak i przetozonych (Baruk
2014);

— pewien subiektywnie odbierany zestaw cech organizacji uzalezniony od czyn-
nikéw zewnetrznych i wewngtrznych, ktére wptywaja na zachowania pracownikow
wewnatrz organizacji (Lochnicka 2016);

— manifestacja kultury organizacyjnej (Dabi¢ i in. 2018).

Wielo§¢ i réznorodno$¢ pogladéw na temat tego, co stanowi istote klimatu
organizacyjnego, niestety nie ufatwia jego zrozumienia. Zdaniem cze¢sci badaczy
klimat organizacyjny to sposéb percepcji i ogdt emocjonalnych reakcji, zdaniem
innych — czynnik ksztattujacy zachowania organizacyjne pracownikdéw, a jeszcze
inni uwazaja, ze jest to normatywna struktura postaw i zachowan. W opinii autorek
tego artykutu klimat organizacyjny to rzeczywisto$¢ organizacyjna, stanowigca
zbidr jej subiektywnie postrzeganych cech charakterystycznych.

Brak precyzyjnej i jednoznacznej definicji pojecia klimatu organizacyjnego nie
przekresla jego waznej roli w organizacji, poniewaz to on jest czynnikiem ksztattu-
jacym (Badura 2016):

— jako§¢ Srodowiska pracy,

— jako§¢ komunikacji interpersonalnej,

— ewentualne konflikty lub ich brak,

— poziom zaangazowania pracownikow, ich zadowolenia z pracy, poczucie satys-
fakcji, a w efekcie poziom ich motywacji,

— zdrowie (zaréwno psychiczne, jak i ewentualne dolegliwoS$ci psychosoma-
tyczne) i dobre samopoczucie pracownikow.

Powyzszy poglad potwierdzajg réwniez inni autorzy. Wedtug P.Y. Permaru-
pana i in. (2013, za: Berberoglu 2018) klimat organizacyjny postrzegany przez
pracownikow ksztattuje poziom ich motywacji do pracy, a ta skutkuje wyzsza
produktywnoscig, wigc w konsekwencji pozytywny klimat sprzyja produktywnoSci
pracownikow i zmniejsza rotacj¢ personelu. Zarzadzajac organizacja, zwlaszcza
w wymiarze strategicznym, nalezy pamietal, ze ,,zasady postgpowania, normy
i warto$ci wynikajace z kultury organizacyjnej determinujg zaréwno efektyw-
no$¢ formutowanej strategii przedsiebiorstwa, skuteczno§¢ proceséw zarzadzania
zmiana, jak réwniez skuteczno$¢ systeméw motywacyjnych” (Altaf 2011; zob. tez:
Yongxing i in. 2017, Aybas i Cevat Acar 2017, James i Frank 2015, Jacobs, Renard
i Snelgar 2014, Hulkko-Nyman i in. 2012).

Z prowadzonych w literaturze przedmiotu rozwazah na temat klimatu organiza-
cyjnego wynika, ze jego struktura obejmuje wiele réznorodnych sktadnikéw, ktore
wchodza ze sobg we interakcje (zob. m.in.: Wajszczak 2000, Bratnicki i Wycislak
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1980, Wudarzewski 2013b, Kundu 2007, Davidson i in. 2001, McDonald, Townsend
i Wharton 2013, Avgar, Givan i Liu 2011, Abendroth i Dulk 2011).

Sposéb postrzegania sktadnikéw klimatu organizacyjnego jest uzalezniony od
wielu réznych czynnikéw, np.: pici, wyksztatcenia, odmiennosci kulturowej, ale
takze od wieku pracownika. Obecnie na rynku pracy wspélegzystuja takie poko-
lenia, jak: tradycjonali$ci, baby boomers, generacja X, generacja Y, generacja Z (C),
millenialsi. Jak zauwaza A. Jagoda (2016, s. 209): ,,wielopokoleniowo$¢ pracow-
nikéw obecnych na rynku pracy cechujg rézne systemy wartosci, postawy wobec
pracy oraz oczekiwania wobec pracodawcéw, w tym dotyczace organizacji pracy
w zakresie czasu i miejsca Swiadczenia pracy. Istotne zatem jest uruchomienie
mechanizméw majacych na celu skuteczne zarzadzanie zdywersyfikowang poko-
leniowo kadra. Takie mozliwoSci stwarza zarzadzanie réznorodno§cia, wpisujace
sie w proces zarzadzania zasobami ludzkimi w przedsigbiorstwie”. Rozwigzywanie
probleméw zwigzanych z przynaleznoscig pracownikéw do réznych grup wieko-
wych okresla sie powszechnie jako zarzadzanie wiekiem. Wedtug J. Liwinskiego
i U. Sztanderskiej (2010, s. 3) zarzadzanie wiekiem ,,polega (...) na realizacji
réznorodnych dziatan, ktére pozwalajg na bardziej racjonalne i efektywne wyko-
rzystanie zasobéw ludzkich w przedsiebiorstwach dzieki uwzglednianiu potrzeb
1 mozliwoSci pracownikéw w ré6znym wieku”. Natomiast T. Schimanek, J. Kotzian
1 M. Arczewska (2015, s. 7) wskazuja, Ze ,,zarzadzanie wiekiem (...) jest (...) nowym
podejsciem do zarzadzania zasobami ludzkimi w przedsigbiorstwie. Podejscie to
ktadzie nacisk na zréznicowanie wiekowe pracownikéw jako istotny czynnik
rozwoju firmy”. Tak pojmowane zarzadzanie wiekiem staje si¢ elementem zarza-
dzania réznorodno$cia i zmniejsza ryzyko kierowania si¢ uprzedzeniami i stereoty-
pami w odniesieniu do poszczegdlnych grup wiekowych (por. Abramowicz i Strzat-
kowska 2012, za: Wziatek-StaSko 2017). Biorac pod uwage fakt, ze badacze nie
osiaggneli konsensusu w zakresie wyznaczenia granic wiekowych poszczegélnych
pokolenr (Simons 2010, Levickaite 2010, Patterson 2007, Costanza i in. 2012, za:
Wziatek-Stasko 2017), w artykule podzielono respondentéw na grupy bez uwzgled-
nienia ich przynalezno$ci do wyszczeg6lnionych w literaturze generacji (kwestie t¢
poruszono w dalszej czesci artykutu).

3. Proefektywnosciowy model klimatu organizacyjnego

Podobnie jak w przypadku klimatu organizacyjnego powszechnej akcep-
tacji nie zyskata réwniez zadna z definicji efektywnoSci. Préby sprecyzowania
istoty pojecia, wbrew deklarowanym intencjom ich autoréw, zwigkszaly wrecz
terminologiczne zamieszanie (zob. Wzigtek-Stasko i Krawczyk-Antoniuk 2021).
Trudnos$¢ w zdefiniowaniu tego pojecia moze wynikaé z jego rownolegtego funk-
cjonowania w dwdch obszarach badawczych: ekonomii i zarzadzania (zob. Blaik
2015). Na konieczno$¢ szerszego, pozaekonomicznego rozumienia efektywnosci
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Skladniki klimatu
organizacyjnego

Al.Réwne traktowanie
pracownikéw

Kryteria efektywnosci
organizacyjnej

B1. Stopief realizacji celow:
A. organizacji
B. pracownika

A2.Poziom zaufania

A. do informacji otrzymywanych
od przetozonego

B. do informacji otrzymywanych
od wspdtpracownikéw

B2. Poziom rozwoju kadr
ksztaltowany przez:

A. wplyw przetozonego

B. wptyw wspétpracownikow

C. subiektywng (suwerenng) decyzje
pracownika niezwigzang z sytuacja
W organizacji

A3. System nagradzania
A. stosowany w organizacji
B. stosowany w dziale lub zespole

B3. Stopien zdolnosci organizacji
do szybkiego przystosowania si¢
(adaptacji) do zmian

A4. Relacje migdzyludzkie
A. w organizacji
B. w dziale lub zespole

B4. Stopiefi zdolnoSci pracownikow
do realizacji zadan zgodnie z przyjetymi
w organizacji zasadami (standardami)

AS. Sprawna komunikacja
A. w organizacji
B. w dziale lub zespole

BS5. Indywidualna wydajno$¢
pracownikow:

A. oceniona przez przetozonego
B. wedlug samooceny pracownika

A6. Zaangazowanie
organizacyjne

B6. Stopien zbieznosci wartoSci
pracownika z warto§ciami
premiowanymi w organizacji

Rys. 1. ProefektywnoSciowy model klimatu organizacyjnego — ujecie teoretyczne
Zrédto: (Wzigtek-Stasko i Krawczyk-Antoniuk 2020).

zwraca uwage A. Pyszka (2015). Niektorzy badacze akceptujg fakt wystepowania
efektywnoSci ekonomicznej i organizacyjnej, zastrzegaja jednak, ze efektyw-
no$§¢ ekonomiczna stanowi pochodng efektywnoSci organizacyjnej (por. Zigbicki
2014). Na og6t efektywno$¢ ekonomiczng definiuje si¢ jako stosunek wynikéw do
naktadéw, a efektywnoS§¢ organizacyjng przez wielowymiarowe kryteria, obejmu-
jace rézne kategorie rezultatow oraz atrybutéw organizacji (por. np.: Lawless 1972,
Price 1972, Steers 1975, Goodman i Pennings 1977, Cameron 1986, Lewin i Minton
1986). Zdaniem M. Bielskiego (2002, s. 64) ,,nie ma jednego najlepszego kryte-
rium oceny efektywnosci, a ich wyb6r ma charakter subiektywny i dokonywany
jest pod wptywem wartoSci, preferenciji i intereséw podmiotu dokonujacego oceny”.
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Te trudno$¢ zdefiniowania badanego pojecia dostrzega réwniez V.G. Kondalkar
(2010, s. 8), podkreslajac, ze ,.efektywnos¢ organizacyjna jest ztozonym zjawiskiem
1 w wiekszoSci opiera si¢ na przyjetej strategii adaptowanej na potrzeby rozwoju
indywidualnych jednostek i zespotéw. (...) takie postrzeganie efektywnoSci jest
powigzane z osobistym rozwojem pracownikéw, ktérzy wykazuja si¢ w ten sposob
wysokim poziomem motywacji i réwnowagi emocjonalnej”. Takie podejscie
otwiera droge do swobodnej interpretacji i kreacji autorskich rozwigzan w zakresie
doboru miernikéw oceny poziomu efektywnoS$ci organizacyjnej oraz inspiruje do
podjecia proby konstrukeji autorskiego proefektywnos$ciowego modelu klimatu
organizacyjnego, jesli przyjmiemy, ze: ,,proefektywnoSciowy model klimatu orga-
nizacyjnego to konstrukcja idealnej rzeczywistoSci organizacyjnej, stanowigca zbidr
subiektywnie postrzeganych jej cech charakterystycznych, umozliwiajgca badanie
struktury tej rzeczywistoSci, relacji miedzy jej elementami oraz czynnikéw na nig
oddziatujacych, ktéra gwarantuje uzyskanie przez organizacje optymalnych efektow
w stosunku do poniesionych przez nig naktadéw” (Krawczyk-Antoniuk 2018).

Doceniajac wieloletni dorobek naukowy dziesigtek badaczy na catym Swiecie
i wykorzystujac ich bogate do§wiadczenie zwigzane ze zglgbianiem problematyki
dotyczacej klimatu organizacyjnego oraz jego modelowania, zaproponowano
autorska koncepcje proefektywno§ciowego modelu klimatu organizacyjnego, ekspo-
nujaca sktadniki o szczegélnym znaczeniu w procesie optymalizacji poziomu efek-
tywnoSci organizacyjnej (A1-A6). W modelu tym (rys. 1), w nastepstwie analizy
literatury przedmiotu, wyszczegdlniono takze sze$¢ miernikéw efektywnoSci orga-
nizacyjnej najczg¢Sciej wskazywanych jako kluczowe przez migdzynarodowe grono
badaczy (B1-B6).

4. Metodyka badan

W procesie badawczym wykorzystano autorski kwestionariusz ankiety, skonstru-
owany z uzyciem zidentyfikowanych zmiennych: niezaleznych (A1-A6) oraz zalez-
nych (B1-B6). W ankietach zastosowano pigciostopniowg skale Likerta, ktéra jest
skalg szacunkowa, zaleznoSciowa i jednowymiarowa, ale nalezy do ztozonych skal
pomiaru postaw. Badania empiryczne przeprowadzono na prébie reprezentatywnej,
jako zmienng moderujaca przyjeto wiek respondentéw. Wyrézniono pieé grup
wiekowych: do 25 lat, 2635 lat, 36—45 lat, 4655 lat i powyzej 55 lat. Przy wyzna-
czaniu optymalnego rozmiaru préby przyjeto nastegpujace zalozenia:

— analiza zostanie przeprowadzona w schemacie regresyjnym umozliwiajgcym
analizowanie wielu sktadnikéw klimatu organizacyjnego w jednym modelu staty-
stycznym,

— rozmiar proby powinien umozliwi¢ przeprowadzenie analiz dotyczacych
wszystkich dziesigciu sktadnikéw klimatu organizacyjnego,

— warto§¢ mocy wnioskowania statystycznego wynosi 0,80,
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— jako poziom istotnosci statystycznej przyjmuje si¢ wartos¢ 0,05,

— model statystyczny umozliwia detekcj¢ nawet niewielkich efektow,
tzn. o warto$ci 0,02 wedtug miary /2 Cohena.

Przyjety cel badawczy znalazt odzwierciedlenie w kryteriach doboru préby
badawczej. Diagnoza klimatu organizacyjnego wymagata objecia badaniami tych
podmiotéw, w ktérych prace Swiadczg co najmniej dwie osoby, poniewaz klimat
organizacyjny moze wytworzy¢ si¢ juz miedzy tymi dwoma osobami. Kazda osoba
miala takie same szanse dostania si¢ do proby badawczej. Do badaf wybrano probe
reprezentatywng przedmiotowo, czyli probe kwotowa. Préba badawcza liczyta 1348
respondentow. Wyselekcjonowano 1266 prawidtowo wypetnionych kwestionariuszy
i wykorzystano je w procesie analizy. Badania przeprowadzono za pomocg ankiety
zamieszczonej w internecie oraz przez bezpoSrednie badania ankietowe wsréd
respondentéw. Obliczenia wykonano w programie G*3.1.9.2. Strukturg¢ respon-
dentéw wedtug wybranych kryteriow zaprezentowano w tabeli 1.

Tabela 1. Struktura respondentéw ze wzgledu na wybrane kryteria

Kryterium N %
Ptec Kobiety 740 58
Mezczyzni 526 42
Wiek Do 25 lat 486 38
26-35 lat 362 29
36-45 lat 219 17
46-55 lat 119 9
55 lat i wigcej 80 6
Wyksztatcenie Podstawowe 8 1
Gimnazjalne 10 1
Zawodowe 63 5
Srednie 610 48
Wyzsze zawodowe (inzynier, licencjat) 282 22
Wyzsze magisterskie lub rownowazne 258 20
Stopien lub tytut naukowy 35 3
Branza Handel 169 13
Przemyst 239 19
Budownictwo 41 3
Rolnictwo 4 0
Ustugi 452 36
Inne 361 29

Zrédto: opracowanie wlasne.
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Zalezno$ci migdzy parami analizowanych zmiennych, tzn. kazdym sktadnikiem
klimatu organizacyjnego (A1-A6) a kazdym wskaznikiem efektywnoSci organiza-
cyjnej (B1-B6), poddano analizie, wykorzystujac w tym celu wspétczynnik kore-
lacji p Spearmana. Wyniki badafi przedstawiono w tabelach 2 i 3, gdzie p oznacza
poziom prawdopodobiefistwa testowego, ktéry poréwnuje si¢ z przyjetym poziomem
istotnoSci testu statystycznego i w ten sposéb okresla prawdopodobienstwo przy-
padkowosci wyniku. Jezeli prawdopodobienstwo jest mniejsze od 0,05, wynik jest
istotny statystycznie. Pogrubiong czcionkg oznaczono w tabelach wartoSci potwier-
dzajace istnienie zaleznoSci istotnych statystycznie migedzy zmiennymi. Pod tabe-
lami 2 i 3 zapisano réwniez drugi poziom istotnosci réwny 0,01 i przy omawianiu
wynikéw badan wzieto go pod uwage.

5. Wyniki badan empirycznych

W ramach przeprowadzonych badaf:

1) respondenci podzieleni na poszczeg6lne kategorie wiekowe ocenili wybrane
sktadniki klimatu organizacyjnego (A1-A6) i parametry efektywnoSci organiza-
cyjnej (B1-B6),

2) przeprowadzono analize korelacji migdzy wszystkimi sktadnikami klimatu
organizacyjnego (A1-A6) i wszystkimi kryteriami oceny efektywnoSci organiza-
cyjnej (B1-B6).

W procesie badawczym zgromadzono bardzo obszerny materiat faktograficzny.
W artykule zaprezentowano jednak tylko te wyniki, ktére dotyczyty analizy kore-
lacji migdzy obiema grupami parametréw z uwzglednieniem wieku respondentéw,
wedtug ponizszej specyfikacji:

— tabela 2 — wspdlczynniki korelacji p Spearmana migdzy wiekiem oséb bada-
nych a ocenami wybranych sktadnikéw klimatu organizacyjnego (A1-A6),

— tabela 3 — wspotczynniki korelacji p Spearmana miedzy wiekiem os6b bada-
nych a ocenami wybranych kryteriéw efektywnoSci organizacyjnej (B1-B6).

Z analizy danych zaprezentowanych w tabeli 2 wynika, ze wystgpita:

1) dodatnia korelacja pomiedzy wiekiem os6b badanych a oceng aktualnego
systemu wynagradzania stosowanego w dziale/zespole (A3B), to znaczy, ze wraz
z wiekiem respondentOw rosty wartoSci tych ocen. Im respondent byt starszy, tym
korzystniej ocenial system wynagrodzef panujgcy w dziale/zespole;

2) staba ujemna korelacja pomigdzy wiekiem oséb badanych a oceng:

— rownego traktowania pracownikdw przez przetozonego (Al),

— relacji interpersonalnych w organizacji (A4A),

— relacji interpersonalnych w dziale/zespole (A4B),

— poziomu skutecznoSci komunikowania si¢ w organizacji (ASA).

Wraz z wiekiem respondentéw obnizaty si¢ wartoSci tych ocen. Oznacza to, ze
im respondent ankiety byt starszy, tym krytyczniej postrzegat:
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— sposéb stosowania zasady rownego traktowania pracownikéw przez przetozo-
nego,

— relacje interpersonalne w organizacji i w dziale/zespole,

— skuteczno§¢ komunikowania si¢ w organizacji.

Wszystkie przypadki korelacji przedstawione w tabeli 2 majg niski poziom.

Tabela 2. Wsp6tczynniki korelacji p Spearmana miedzy wiekiem oséb badanych a ocenami
wybranych sktadnikéw klimatu organizacyjnego (A1-A6)

Sktadnik klimatu organizacyjnego Wiek

Al. Réwne traktowanie pracownikéw -0,061*
A2A. Zaufanie do informacji otrzymywanych od przetozonego —-0,035
A2B. Zaufanie do informacji otrzymywanych od wspétpracownikéw -0,029
A3A. Ocena systemu wynagradzania stosowanego w organizacji 0,034
A3B. Ocena systemu wynagradzania stosowanego w dziale/zespole 0,062*
A4A. Ocena relacji interpersonalnych w organizacji —-0,103**
A4B. Ocena relacji interpersonalnych w dziale/zespole -0,067*
AS5A. Ocena poziomu skutecznosci komunikowania si¢ w organizacji -0,059*
A5B. Ocena poziomu skuteczno$ci komunikowania si¢ w dziale/zespole -0,021
A6. Ocena aktualnego poziomu zaangazowania w prace W organizacji 0,029

*p<0,05,* p<0,0l.
Zrédto: opracowanie wiasne na podstawie wynikéw badaf.

Z danych zaprezentowanych w tabeli 3 wynika, ze wystapita dodatnia korelacja
pomiedzy wiekiem os6b badanych a ocena:

— wptywu wspétpracownikéw na zwigkszenie motywacji pracownikéw do
dalszego rozwoju (B2B),

— stopnia zdolnoS§ci pracownikéw do realizacji zadaf zgodnie z przyjetymi
w organizacji zasadami (standardami) (B4).

Wraz z wiekiem respondentow rosty wartosci tych ocen. Oznacza to, ze im
respondent ankiety byt starszy, tym korzystniej oceniat:

— wptyw wspdtpracownikow na zwigkszenie motywacji do dalszego rozwoju,

— stopiefi zdolnoSci pracownikéw do realizacji zadafi zgodnie z przyjetymi
w organizacji zasadami (standardami).

Wystagpifa réwniez istotna statystycznie, choc¢ staba, ujemna korelacja pomigdzy
wiekiem oséb badanych a oceng:

— wplywu subiektywnej (suwerennej) decyzji pracownika, niezwigzanej z sytu-
acja w organizacji, na zwigkszenie motywacji do dalszego rozwoju (B2C),

— stopnia zdolnoSci organizacji do szybkiego przystosowania si¢ (adaptacji) do
zmian (B3).
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Tabela 3. Wspotczynniki korelacji p Spearmana migdzy wiekiem oséb badanych a ocenami

efektywnosci organizacyjnej (B1-B6)

w organizacji

Kryteria efektywnoSci organizacyjne;j Wiek
B1A. Stopiefi realizacji celéw organizacji -0,004
B1B. Stopiefi realizacji celéw pracownika —0,051
B2A. Poziom rozwoju kadr ksztattowany przez wptyw przetozonego -0,007
B2B. Poziom rozwoju kadr ksztaltowany przez wptyw wspétpracownikéw 0,058*
B2C. Poziom rozwoju kadr ksztaltowany przez subiektywng (suwerenng) decyzje -0,082"*
pracownika niezwigzang z sytuacja w organizacji
B3. Stopien zdolnosci organizacji do szybkiego przystosowania si¢ (adaptacji) -0,072*
do zmian
B4. Stopiefi zdolnoSci pracownikéw do realizacji zadan zgodnie z przyjetymi 0,057*
w organizacji zasadami (standardami)
B5A. Indywidualna wydajno$¢ pracownikéw oceniona przez przetozonego 0,027
B5B. Indywidualna wydajnos$¢ pracownikéw wedltug samooceny pracownika 0,032
B6. Stopien zbieznoSci warto$ci pracownika z warto$ciami premiowanymi —-0,004

*p<0,05,* p<0,0l1.
Zrédto: opracowanie wtasne na podstawie wynikéw badan.

Wraz z wiekiem respondentéw obnizaty si¢ wartoSci tych ocen. Oznacza to, ze

im respondent ankiety byt starszy, tym krytyczniej postrzegat:

— site wptywu subiektywnej (suwerennej) decyzji pracownika, niezwigzanej
Z sytuacja w organizacji, na zwigkszenie motywacji do dalszego rozwoju,
— stopief zdolnoSci organizacji do szybkiego przystosowania si¢ (adaptacji) do

zmian.

W przypadku pracownikéw w wieku powyzej 46 lat dodatkowo zidentyfiko-
wano zalezno$¢ migdzy stopniem realizacji celow organizacji a poczuciem réwnego

traktowania.

Wszystkie przypadki korelacji przedstawione w tabeli 3 majg niski poziom.

6. Whioski z badan

W nastgpstwie przeprowadzonych badafi mozna sformufowac wiele interesuja-
cych i waznych z punktu widzenia teorii oraz praktyki biznesowej wnioskéw.

1. Menedzer nastawiony na realizacj¢ celéw organizacji niezaleznie od wieku
pracownikéw, ktérymi zarzadza, powinien dofozy¢ staraf, by pracownicy:

— ufali informacjom przekazywanym przez przetozonego i wspdtpracownikow,

— pozytywnie oceniali system wynagradzania stosowany w organizacji,



148 Anna Wzigtek-Stasko, Olena Krawczyk-Antoniuk

— pozytywnie oceniali relacje interpersonalne i skuteczno$¢ komunikowania si¢
w organizacji oraz w dziale/zespole,

— byli zaangazowani w prace w organizacji.

2. Niezaleznie od wieku pracownikéw poziom rozwoju kadr (B2A), szybkos§¢
adaptacji do zmian (B3) Iub zblizenie wartoSci pracownika z warto$ciami premio-
wanymi w organizacji (B6) nie s3 uzaleznione od oceny systemu nagradzania
stosowanego w organizacji, jak rowniez w dziale/zespole, sa natomiast zalezne od
wszystkich pozostatych sktadnikéw klimatu organizacyjnego, takich jak:

— réowne traktowanie pracownikéw, ktére powinno znalezé odzwierciedlenie
we wszystkich aspektach zycia organizacji, w tym réwniez w sposobie oceniania
pracownikéw i nagradzania ich za wyniki pracy,

— zaufanie do informacji przekazywanych przez przetozonego i wspétpracow-
nikoéw,

— ocena relacji interpersonalnych i skutecznos$ci komunikowania si¢ w organi-
zacji oraz w dziale/zespole,

— zaangazowanie w prac¢ w organizacji.

3. W przypadku checi budowy zespotu zdolnego do szybkiego przystosowania
sie do zmian (B3) menedzer powinien zwrdci¢ uwage na to, ze dla pracownikéw
w wieku do 45 lat szczeg6lnie istotne znaczenie ma ocena systemu wynagradzania
stosowanego zaréwno w organizacji, jak i w dziale/zespole, natomiast dla pracow-
nikéw w wieku 46-55 lat znaczenie ma tylko system wynagradzania stosowany
W organizacji.

4. Menedzer, ktdry chce zbudowaé zesp6t realizujacy zadania zgodnie z przyje-
tymi w organizacji zasadami (B4), powinien mie¢ na uwadze, ze dla pracownikéw,
niezaleznie od ich wieku, istotne sg:

— ocena relacji interpersonalnych i skutecznoSci komunikowania si¢ w dziale/
zespole,

— zaangazowanie w prace w organizacji.

Ponadto stwierdzono, ze:

— dla pracownikéw w wieku do 35 lat znaczenie ma zaufanie do informacji
przekazywanych przez przetozonego i wspétpracownikéw oraz ocena relacji inter-
personalnych i skuteczno$ci komunikowania si¢ w organizacji,

— dla pracownikow w wieku 36—45 lat znaczenie ma zaufanie do informacji
przekazywanych przez wspétpracownikéw oraz ocena relacji interpersonalnych
i skutecznoSci komunikowania si¢ w organizacji,

— dla pracownikéw w wieku 4655 lat znaczenie ma ocena skutecznosci komu-
nikowania si¢ w organizacji,

— dla pracownikéw w wieku powyzej 55 lat znaczenie ma zaufanie do informacji
przekazywanych przez przetozonego i wspotpracownikéw.
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5. Indywidualna wydajno$¢ pracownikéw (B5B) w réznym wieku oceniona
przez przetozonego jest zalezna od:

— réwnego traktowania pracownikéw,

— zaufania do informacji przekazywanych przez przetozonego,

— systemu nagradzania stosowanego w organizacji,

— oceny relacji interpersonalnych w organizacji,

— oceny skuteczno$ci komunikowania si¢ w organizacji i w dziale/zespole,

— zaangazowania w prace w organizacji.

Ponadto w przypadku pracownikéw w wieku do 35 lat i powyzej 55 lat zidenty-
fikowano réwniez zalezno$¢ miedzy BSB a zaufaniem do informacji przekazywa-
nych przez wspétpracownikow.

6. Majac na uwadze rosngcg rol¢ i znaczenie organizacji uczacej si¢, mozna
podjaé probe zdefiniowania istotnych skfadnikéw klimatu organizacyjnego zwigk-
szajacych wplyw wspdtpracownikéw na poziom rozwoju kadr organizacji (motywo-
wanie przez wspotpracownikéw i poleganie na ich sugestiach w zakresie dalszego
rozwoju) we wszystkich grupach wiekowych (B2B). Wsréd nich wymieni¢ nalezy:

— oceng relacji interpersonalnych w dziale/zespole,

— oceng skuteczno$ci komunikowania si¢ w organizacji i w dziale/zespole,

— zaangazowanie w prace w organizacji.

Ponadto stwierdzono, ze:

— dla pracownikéw w wieku do 35 lat znaczenie ma réwne traktowanie pracow-
nikéw, zaufanie do informacji przekazywanych przez przetozonego i wsp6tpracow-
nikow oraz system wynagradzania stosowany w organizacji,

— dla pracownikéw w wieku 36—45 lat znaczenie ma system wynagradzania
stosowany w organizacji,

— dla pracownikéw w wieku powyzej 55 lat znaczenie ma zaufanie do informacji
przekazywanych przez przetozonego i wspétpracownikéw.

7. W przypadku gdy celem menedzera jest spowodowanie, by pracownicy
(w kazdym wieku) sami dazyli do podnoszenia wtasnych kwalifikacji, istotnym
czynnikiem stymulujgcym ich do tego okazuje si¢ ocena poziomu zaangazowania
organizacyjnego. Ponadto stwierdzono, ze:

— w przypadku pracownikéw w wieku do 25 lat istotne sg ocena poziomu
zaufania do informacji przekazywanych przez przetozonego, ocena relacji inter-
personalnych w organizacji i w dziale/zespole oraz ocena skuteczno$ci komuniko-
wania si¢ w dziale/zespole,

— w przypadku pracownikéw w wieku 46-55 lat istotne jest réwne traktowanie
W pracy,

— w przypadku pracownikéw w wieku powyzej 55 lat istotne jest rowne trakto-
wanie w pracy oraz zaufanie do informacji przekazywanych przez przetozonego.



150 Anna Wzigtek-Stasko, Olena Krawczyk-Antoniuk

7. Podsumowanie

Gltéwnym celem rozwazan podjetych w artykule bylo zwrdcenie uwagi na istot-
no$¢ problematyki zwigkszania efektywnosci pracy personelu w réznym wieku.
Umiejetne zarzadzanie réznorodnymi pracownikami wcigz pozostaje duzym
wyzwaniem dla menedzeréw ze wzgledu na znaczng trudno$¢ w definiowaniu ich
cech, kompetencji, ale przede wszystkim potrzeb i preferencji w Srodowisku pracy.
Bez posiadania nalezytej wiedzy na ten temat trudno optymalizowaé skuteczno$é
podejmowanych dziatafi oraz prawidfowo formutowac cele.

Rola i odpowiedzialno§¢ menedzeréw w podkreSlaniu wagi odpowiednich
elementéw proefektywnoSciowego modelu klimatu organizacyjnego jest znaczna.
Powinni oni pamigtac, Ze psychologiczny wymiar pracy moze by¢ tak samo istotny
jak jej funkcja ekonomiczna, ktéra identyfikuje prace jako Zrédto dochodéw
i akcentuje osiggnigcie okreS§lonego wyniku finansowego.

Zaprezentowane wyniki autorskich badan przyczyniajg si¢ do wypelnienia luki
badawczej zidentyfikowanej na poczatku artykutu, pozwalajg bowiem poznaé ocze-
kiwania pracownikéw z réznych grup wiekowych. Poczynione spostrzezenia mogg
sta¢ si¢ zachetg do dalszych poszukiwan naukowych. Nalezy zaznaczy¢, ze kazde
pokolenie ma do zaoferowania co$§ wyjatkowego. Istotna jest umiejetno$¢ identy-
fikacji atutow pracownikéw i ich wiaSciwe wykorzystanie. Celem badan, ktérych
wyniki zaprezentowano w artykule, byto znalezienie odpowiedzi na pytanie, czy
wiek respondenta determinuje strukture proefektywnoSciowego modelu klimatu
organizacyjnego. Na podstawie zebranego materiatu faktograficznego mozna sfor-
mutowaé nastgpujace wnioski:

— wszystkie wyszczeg6lnione w modelu skfadniki klimatu organizacyjnego
(A1-A6) oddziatywaly na kryteria efektywnosci organizacyjnej (B1-B6), cho¢ nie
wszystkie zaleznosci okazaty sig¢ istotne statystycznie,

—dla kazdej grupy wiekowej mozna skonstruowaé model proefektywnoS$ciowego
klimatu organizacyjnego — modele réznych grup nie beda tozsame,

— sktadniki klimatu organizacyjnego i kryteria efektywnoSci organizacyjnej dla
wszystkich pieciu grup wiekowych respondentéw (do 25 lat, 2635 lat, 36—45 lat,
46-55 lat i powyzej 55 lat) czgSciowo sie pokrywaty, a czgSciowo byty rozbiezne.

Znajomo$¢ szerokiego zakresu sktadnikéw klimatu organizacyjnego oraz umie-
jetnos¢ identyfikacji tych o szczegdlnym znaczeniu dla pracownikéw reprezentu-
jacych okre§long grupe wiekowa w konkretnej organizacji Swiadczy o poziomie
profesjonalizmu wspodtczesnego menedzera, a zarazem stanowi jedno z najwigk-
szych wyzwan, jakie przed nim stoja. W podjetych rozwazaniach autorki staraty
sie zwrdci¢ uwage na odmienne preferencje zwigzane z modelowaniem struktury
proefektywnosciowego klimatu organizacyjnego respondentéw w réznym wieku.
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Zidentyfikowanie w konkretnej organizacji pozadanych przez pracownikow
sktadowych klimatu organizacyjnego i wykorzystanie tej wiedzy w praktyce moze
Swiadczy¢ o tym, ze menedzer nabyl wyjatkowo cenne umiejetnosci.
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