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EMPLOYEE INVOLVEMENT IN A MANUFACTURING COMPANY, OPERATING IN
CENTRAL POLAND

The paper presents the results of the study, aimed at identification of employees’ affective involvement to a
large Polish company, operating on cosmetics market for over 20 years. It employs more than 300 persons, and
distributes its products over 79 countries of the world. The analysis used research desk method and survey based
on individual questionnaires. The level of engagement was measured and analyzed on the basis of a staff survey.

In the course of analyzing the results, a change in the structure of the answers about the factors that form
commitment, was evaluated, in particular, depending on the length of seniority in the company and respondent’s
belonging to a certain professional group. Employees believe that they are committed to work and perform it
enthusiastically (75%), trust both their managers (more than 70%) and colleagues (more than 80%), they feel
appreciated and needed (about 70%). However, only 20% identify themselves with the company well enough to
participate in the meetings organized outside its headquarters.

The study has revealed a relationship between affective involvement and the length of seniority, as well as
between commitment and the respondent’s membership in a particular professional group. Employees with the
shortest seniority (< 1 year) are the most involved in their work and it is more inspiring for them. At the same time,
this group shows the smallest sense of identification with the company. The group with more than 10 years
seniority shows the least enthusiasm for work.The lowest affective involvement is demonstrated by production
workers.The obtained results allow us to formulate hypotheses, which verification requires further research. The
analysis should include the problem of effective tools to stimulate employment of the stuff with high experience
and of senior personnel.

Key words: affective commitment, questioning, professional group.

JEL Classification: A12, J29, M10.

AraTta BonyexoBcbka
Jloasbknn TexHIYHUIA yHIBEpcUTeT
Byn. XKepomcbkoro, 116, M. Jlloase, 90-924, MNonbla
E-mail: 211496@edu.p.lodz.pl, ORCID: https://orcid.org/0000-0002-1529-9004

3ANYYEHICTb MEPCOHANY Y BUPOBHWUYIA KOMMAHII, WO A€ HA TEPUTOPII
LEHTPANBHOI NONbLL

B poboTi npencTtaBneHi pesynbTaTy AOCNISKEHHS LWIOAO BUSIBMEHHS PiBHA adEeKTMBHOI 3arny4eHocCTi
nepcoHany BenuKoi KoMmnaHii, wo fie Ha TepuTopii LileHTpanbHoi Monbui. KomnaHia npeactaBneHa Ha puHKY
kocmeTukun Ginblie 20 pokis; B Hi npautoe noHag 300 cniBpobiTHUKIB, Npoaykuis peanidyeTbcs B 79 kpaiHax
cBiTy. B xoai aHanisy BukopucTtoByBaBcs MeTop research desk (kaGiHeTHe [oCNiAXEHHS) | ONUTYBaHHS HA OCHOBI
iHOMBiQyanbHNX aHkeT. PiBeHb 3anyuyeHocTi 6yno BUMIPSAHO | MpoaHani3oBaHO Ha OCHOBI OMUTYBAHHS
npauiBHUKIB.

B xogi aHanisy pesynbTaTiB OLiHIOBaANocs 3MiHa CTPyKTypu Bignosigen wono dakTopis, WO POpMyOTb
a@HraXXOBaHICTb, 30KpEMa, B 3aNeXHOCTIi Bi CTaxy poOOTV B KOMMAHIi i MPpUHaNeXHOCTi pecnoHAeHTa A0 NEBHOI
npodeciiHoi rpynu. Ak BBaxatTb cami cniBpobiTHMKK, BinbLiCTb iX BigaaHi poboTi i BUKOHYIOTH ii 3 eHTy3iadaMoM
(75%), poBipsaoTb Ak cBOIM kepiBHUKam (6inbwe 70%), Tak i koneram (Ginbwe 80%), BigdyBaloTb cebe
NOTPIGHNMK | TakMMK, AKMX LiHYIOTb (6nnsbko 70%). Mpote, Bcboro 20% OTOTOXHIOWOTL cebe 3 koMnaHielo
HacTinbku, Wob GpaTu yyacTb y 3ycTpivax, opraHi3oBaHux 3a Mexamu ii LTab-ksapTupu.

[ocnimkeHHst BUSIBUNO HasIBHICTb B3aEMO3B'sI3KY MiXX a(pEKTUBHOIO 3anyyYeHHsIM i CTaxkeM poboTu, a Takox
MDK HUM i NMPUHANEXHICTIO pecrnoHAeHTa A0 NeBHOI npodecinHoi rpynu. MokasaHo, Wwo adekTuBHe 3any4yeHHs
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3HUXYETBCA 3 POCTOM CTaxy poboTu. CniBpoBGIiTHWMKM 3 HaWMEHLUM cTaxeM pobotn (£ 1 poky) € HawbinbLu
BigAaHMMK poboTi. Y TOM e vac usi rpyna AEMOHCTPYE HAUMEHLUUIA piBEHb OTOTOXHEHHSI 3 KoMnaHiet. pyna 3
Ginbw Hixx 10-piYHNM CTaxXeM NPOSIBNSE HaMMEHLUMIA eHTYy3ia3M Mo BiAHOLIEHHIO A0 poboTi. HalHwkuuii piBeHb
ahbeKTNBHOI 3any4yeHOCTi y NpPeACcTaBHUKIB BUPOGHM4YOro nepcoHany. OTpumaHi pe3ynbTatv [[03BONSHOTH
dopmynioBaTh rinoTe3an, nepesipka skux noTpebye nopanbluMx AocnifkeHb. AHami3 MOBUHEH BKMHOYATW
npobnemy epeKkTUBHUX IHCTPYMEHTIB CTUMYTIOBaHHS 3aMHATOCTI CNIBPOBITHMKIB 3 BUCOKUM CTaXeM i NpaLiBHUKIB,
3aNHATUX Ha KepiBHUX nocajax.

KnroyoBi cnoBa: adekTMBHe 3arnyyeHiCTb NepcoHarny, aHkeTyBaHHs, npodeciiHa rpyna.

JEL Classification: A12, J29, M10.
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BOBJIEHEHHOCTb NEPCOHAIA B I'IPOI/I3BO,E|,CTBEHH951 KOMNAHUN,
AOEUCTBYIOLLEN HA TEPPUTOPUN LLEHTPAJIbHOU MNMOJIbLLUA

B pabote npeacTaBneHbl pesynbTaTbl WCCNEAOBaHWS MO  BbISBMEHUIO YpPOBHS  adddeKTUBHON
BOBMEYEHHOCTN MepcoHana KpymHOW KOoMMaHwuu, AencTByowen Ha Tepputopum LleHTpanbHon [lonbLun.
Komnanua npepacTtaBneHa Ha pblHKe kocmeTukn Gonee 20 net; B Hel paboTtaetr Gonee 300 coTpydHMKOB,
npoaykums peanudyetca B 79 cTpaHax mupa. B xoge ananu3a wcnomb3oBanca Mmetof research desk
(kabuHeTHOe wnccnedoBaHNWEe) M ONpoC Ha OCHOBE WHAMBMAYanbHbIX aHKeT. YPOBEHb BOBMEYEHHOCTWU Obin
M3MepeH 1 NpoaHanM3nMpoBaH Ha OCHOBE aHKETUPOBaHWS COTPYAHUKOB.

B xope aHanu3a pe3ynbTaToB OLEHMBANOCb M3MEHEHMEe CTPYKTypbl OTBETOB MO MOBOAY haKTopoB,
HOPMVPYIOLLUMX @HTaXMPOBAHHOCTb, B YacTHOCTM, B 3aBMCUMOCTW OT CTaxa paboTbl B KOMNaHuM W
NpVYHaANeXHOCTN pecrnoHAeHTa K onpefeneHHon npodeccrmoHansHon rpynne. Kak nonaraioT COTPYAHWKWU, OHM
75% npuBepxeHbl paboTe 1 BbINMOMHAOT ee C 9HTy3nasMoMm (75%), AOBEPSIOT Kak CBOMM pyKoBoautensm (bonee
70%), Tak n konneram (6onee 80%), YyBCTBYOT cebsi BOCTpeboBaHHbIMY U LeHuMbIMK (0kono 70%). Tem He
meHee, Bcero 20% wpeHTMUUMPYIOT cebs C KoMMaHWew HacTonbKo, 4YTOoObl yyacTBOBaTb BO BCTpevax,
OpraHn3oBaHHbIX 3a Npefenamu ee LWTab-kBapTUpbI.

VccrnepoBaHve BbISABUMO HaNM4mMe B3anMocBsa3n mexay addekTMBHbIM BOBIIEYEHNEM U CTaxeM paboThl, a
Takke Mexgy HUM U NpuHaAnexXHOCTbI0 pecnoHAeHTa K onpeaeneHHon npodgeccmoHansHoi rpynne. MNokasaHo,
4YTO adheKTUBHOE BOBMEYEHME CHWKAETCS C POCTOM CTaxa paboTbl. COTPYAHUKM C HAaUMEHBLUMM CTaXem
pabotbl (£ 1 roga) sBnsATCS Hanbonee npedaHHbiMu paboTte. B To xe Bpemsi aTa rpynna AeMOHCTpupyeT
HaVMeHbLUMIA YpOBEHb OTOXAECTBNEHWUSA C KomnaHwew. I'pynna ¢ 6onee yem 10-neTHMM cTaxem nposBnsieT
HauMeHbLUUA SHTY3Mas3M Mo OTHOWeHuto pabote. Cambli HU3KUA ypoBEHb addPEKTMBHON BOBIIEYEHHOCTU Y
npeactaBuTenen MNpou3BOACTBEHHOrO mnepcoHana. [lonyveHHble pesynbTaTbl MO3BOMAT hopmynupoBaTh
rMnoTesbl, MpoBepka KOTOpbIX TpebyeT AdanbHenwWwux uccrnefoBaHwii. AHanu3 [OMKeH BkovaTb npobnemy
3 DEKTUBHBIX MHCTPYMEHTOB CTUMYMMPOBaHUSI 3aHATOCTUM COTPYAHWMKOB C BBLICOKMM CTaXeM W pPaboTHUKOB,
3aHATbIX HA PYKOBOASALLMX JOIMKHOCTSX.

KnioyeBble cnoBa: addeKT1BHOE BOBNEYEHNe nepcoHana, aHkeTupoBaHve, npodeccroHansHas rpynna.

JEL Classification: A12, J29, M10.

Introduction. High work efficiency is one of competitive advantages. Its achievement is
possible due to construction and sustaining long-term employee commitment/involvement. The aim
of this study is to present the results of research, the purpose of which is to evaluate affective
employees’ involvement in a Polish industrial enterprise, dealing on cosmetic market. The research
was carried out using research desk method and survey technique with individual questionnaires
given to respondents.

Analysis of recent research and publications. Attitude towards work may be different.
However, one of the most interesting and initiating the largest number of studies is devoted to
"organizational involvement"*®. It could be generally defined as attachment, commitment or affection
of a person to an organization.

Commitment doesn’t indicate employee’s happiness. It is possible to be happy at work, but this
isn’t an equivalent of hard and effective work for the good of organization. Some facilities, offered by

**In internet search engine entry ,organizational involvement” has 11 000 000 positions in Polish and 201 000 000 in English.
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companies could make their workers joyful, but it does not affect the increase in their commitment to
what they do.

The concept of involvement is not the same as job satisfaction, which is "a pleasant or positive
emotional state resulting from the assessment of your own work or work experience.” (Locke, 1976).
It is possible to measure it regarding five aspects such as satisfaction from: salary, job, opportunity of
promotion, chief as well as workmates.

So what is employees involvement? It's an emotional employee’s commitment to a company
and its goals. This employee’s commitment is valuable for business. It means that worker doesn’t
work only for money or promotion opportunity, but in the name of achieving purposes by the
enterprise. Worker’s attention to a company causes that he/she voluntarily takes additional effort in
favour of an enterprise (What Is Employee Engagement.., 2012).

Employee involvement is extremely crucial, because it leads to market-based results
improvement through increase of quality and services effectivity. It also leads to the growth of
customers’ satisfaction, which brings increase in sales caused by the fact that a satisfied customer
willingly uses the service again and recommends it to friends. As a result, the level of profit of an
organization increases, which results in the return of shares, i.e. increase in share prices (What Is
Employee Engagement.., 2012).

The biggest contribution to research on organizational involvement should be attributed to
Mowday and his associates (Mowday, Porter, & Steer, 1982). In their opinion organizational
involvement is individual’'s preoccupation with organization as well as identification with it. This is
reflected in the questions included in the questionnaire OCQ (Organizational Commitment
Questionnaire). Questions involve three areas: strong confidence in organization’s goals and their
acceptance, willingness to sustaining efforts in favour of organization as well as strong desire
concerning organizational membership maintenance. Involvement transformation in a
multidimensional scale was accompanied by studying other work aspects than those, on which
Mowday and his associates concentrated their research. Crucial investment in development
multivariate approach to organizational engagement is attributed to Meyer and his co-workers
(Meyer, Allen, & Smith, 1993). Meyer detected, that Becker's understanding of engagement is similar
to Mowday’s conception. Becker perceives engagement in the context of extra benefits such as
pensionable privilege or dependence of reward on job seniority. These benefits are acquired during
work and their consequence is making it difficult to leave the organization. Meyer and his co-workers
have combined two mentioned above components, giving two involvement dimensions and have
added a third one. In this way they received three dimensions called: affective, continuance
(duration) and normative ones.

“Affective engagement is connected with level, how individual identifies with the organization.
The commitment of duration is more calculated and concerns individual need to continue working for
organization. _Normative engagement is conditioned by some social conventions determining the
appropriate degree of devotion for the organization. Summarise, people remain in enterprise,
because they want this (affect), they need this (continuing) or because they feel, that they should
stay there (norm).” (Meyer, Allen, & Smith, 1993).

“Affective engagement is — in Meyer’s view — conditioned by the level of satisfaction individual
needs and expectations of organizations. This kind of engagement remains in close association with
psychology contract.” (Makin, Cooper, & Cox, 2000). The latter is taken by Schein as unwritten
expectations repertory, which function all the time between every member of the company and
different managers and other people in this organization.

Factor, which builds affective engagement is doubtlessly an implementation in practise of
empowerment conception, which states, that employee engagement in making decisions processes
enables him/her as well taking responsibility for own activities. As a result the meaning of belonging
is built and strengthened, relationship is improved, employees’ commitment and productivity
increase. Introduction and application of empowerment conception requires both organizational
climate based on trust and undertaking such actions, as informing about company results, awarding
prizes related to results, or submitting knowledge on an ongoing basis, which allows understanding
the firm situation (Stankiewicz-Mréz, 2015).

“The most important affective engagement determinant is level of individual meeting
expectations considering organization. Equally important determinants are opportunity of reference in
company, having confidence in organization and clarity of the role. Research also shows, that
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individual experience while first few months of employment is the most crucial element in affective
engagement developing.” (Makin, Cooper, & Cox, 2000). Thus a conclusion that affective
engagement of employees depends on positive experiences in organization, especially in early stage
of professional job.

Engagement in work in effect is a lack of occupational burnout and emotional exhaustion, which
the symptom is depersonalization, cynicism and negative feelings about work. Building and
maintenance of long-run affective engagement is very important in case of sectors and
organizations, whose workers in a specific way are at risk of occupational burnout syndrome
(Stankiewicz-Mréz, 2018).

The goal and the main results of the study. The main goal of the study was identification the
level of affective employee involvement in cosmetic industry production enterprise, functioning in
central Poland, which is operating on the market for more than 20 years, employs over 300 workers
and keeps the distribution of its offered products in 79 countries around the world.

This research checks a hypothesis H.1: in the examined enterprise workers are distinguished
by high level of affective engagement. Research was conducted using survey technique with
individually given questionnaires. Research sample involved 83 employees, which didn’t meet
a representativeness requirement. Selection of respondents depended on their accessibility.

Social-demographic _analysis of respondents. 83 questionnaires were distributed among
employees, and the same number was returned. However initial analysis showed that only 65
guestionnaires contain complete information and therefore only those were subjected to further
analysis.

A research analysis of a given sample was carried out in terms of stadnard socio-demographic
features such as gender, age, work experience in the company, affiliation to the professional group,
and education. The results are presented in fig. 1-4. From 65 survey participants there were 39
women and 26 men.

The second point in the metric was the range of respondents’ age. We can see, that 12
examined persons were less than 30 years, 22 — were of 31— 40 years, 14 were between 41 and 50,
and 17 were older than 50 (fig. 1).

25

14

Turnout

[

30 31-40 41-50 >50
Age

Fig. 1. Structure of studied population on account of age.
Source: Own study

The third point in the metric was to determine the length of seniority in the company.

7 respondents had seniority shorter than a year, 14 — worked one year or two, 23 —worked in the
company from 3 to 5 years, 10 — from 6 to 10 years, and 11 people over 10 years (fig. 2).
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Fig. 2. Structure of studied population on account of seniority in company.
Source: Own study

In the fourth position of the questionnaire respondents specified their affiliation to an
occupational group, which they belong to. In this research the dominant category were production
workers — 44 employees. In comparison with the group of administration employees (13 members)
and management team to which only 8 people belonged (fig. 3).

45

35 —

25 ——

Turnout

13

employee
Occupational group

Fig. 3. Structure of studied population on account of occupational group.
Source: Own study

One of the crucial social-demographic features, related to the examined subject is education.
The structure of education is presented on fig.4 Answers were as follows: 19 people had university
degree, 10 — secondary education, 23 — secondary vocational, 12 — basic vocational and only one —
elementary education.
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education education

Education

25
20 23
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2 15 19
E 10
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= 12
10
1
higher secondary professional vocational elementary
learning education secondary secondary education

Fig. 4. Structure of studied population on account of education.
Source: Own study

The above-described group has passed the survey, based on the questionnaire containing 9
guestions and based on Likert scale of answers to express the extent to which they agree with the
statements given in the questionnaire. Employees were asked about selected factors influencing the

level of affective involvement in the company.
Basic assumption was that the factors, building involvement are:
e inspiring work;
e enthusiasm for work;
e trust in superiors;
e trust in associates;
o undertaking non-obligatory actions for the good of the company;

« identification with the firm by participation in the meetings, organized outside its walls;

e sense of supervisor’s care about employees and of respect of their rights;
e sense of being appreciated and needed;

e personal contacts between workers.

The structure of respondents’ answers in presented in Table 1.

Table 1
Structure of replies concerning engagement building factors
i 0,
Selected factors building affective Structure of replies [%]
engagement completely partly no partly completely
agree agree judgement | disagree disagree
Inspiring work 26% 48% 15% 11% 0%
Enthusiasm for work 45% 32% 14% 9% 0%
Trust in superiors 34% 40% 15% 6% 5%
Trust in associates 31% 51% 11% 8% 0%
Undertaking non-obligatory actions for the 65% 29% 3% 20 206
good of the company
Identification with the firm by participation in o o o o o
the meetings, organized outside its walls 9% 18% 26% 23% 23%
Sense of supervisor’s care about employees 320 34% 17% 6% 11%
and of respect of their rights
Sense of being appreciated and needed 14% 52% 12% 12% 9%
Personal contacts between workers 26% 32% 38% 3% 0%

Source: Own study

The above results show that the majority of employees agree (partly or completely) with the
statement that in their workplaces there are factors building affective engagement. The most workers
partly agreed with occurrence factors i.e.: inspiring work, trust in superiors and associates along with
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a sense of supervisor's care about employees and of respect of their rights. The percentage of
employees, who were of this opinion fluctuate between 34% and 52%. As for enthusiasm for work
and undertaking non-obligatory actions for the good of the company, the majority of workers
completely agree with the statement about the presence of these factors. The percentage of such
answers was high and amounted to 45% and 65% respectively. Employees’ opinions on
identification with the firm by participation in the meetings, organized outside its walls and personal
contacts between workers, are divided. The percentage of respondents’ choices wasn’t as varied as
in the previous cases and no clear trends are visible. The majority of workers had no opinion about
these aspects.

Comparative analysis. Two comparisons were made to check how the structure of the answers
on the questions about the factors, which build affective engagement, will change depending on the
length of seniority in the company (Table 2) and on affiliation to occupational group (Table 3). For
that purpose the sum of the answers “completely agree” and "partly agree” in relation to the amount
of respondents from the relevant group (occupational group or on particular length of seniority in
company) was calculated. The result was presented in the percentage form.

Table 2
Structure of replies concerning engagement building factors depending on the length of
seniority in the company

Structure of replies depending on the length of seniority in the company
Selected factors building affective [in years]
engagement <1 1-2 3-5 6-10 210
[n=7] [n=14] [n=23] [n=10] [n=11]
Inspiring work 86% 71% 70% 80% 73%
piring (9%) (15%) (25%) (12%) (12%)
Enthusiasm for work 86% I3% 83% 80% 45%
(9%) (20%) (30%) (12%) (8%)
Trust in superiors 86% 78% 78% 40% 3%
P (9%) (17%) (28%) (6%) (12%)
. . 86% 86% 87% 70% 73%
Trust in associates (9%) (18%) (31%) (11%) (12%)
Undertaking non-obligatory actions 100% 86% 96% 90% 100%
for the good of the company (11%) (18%) (34%) (14%) (17%)
organized outside its walls (2%) (6%) (11%) (5%) (5%)
employecs and of respectof their | 71 64% 60% 70% 64%
righas Y P (8%) (14%) (22%) (11%) (11%)
Sense of being appreciated and 86% 78% 43% 80% 73%
needed (9%) (17%) (15%) (12%) (12%)
Personal contacts between 100% 71% 52% 60% 55%
workers. (11%) (15%) (23%) (9%) (9%)

Source: Own study

Due to irregular amount of people in the relevant groups symbol “n” is used to indicate the
number of respondents in a given group. In order to facilitate the comparison of received results the
percentage amount was added in brackets under each value, showing the proportion of answers in
relation to the number of all respondents.

The analysis allows estimating the relationship between the preference of the factors, building
employees engagement and seniority. Workers who had seniority lower than one year made up the
least numerous group consisting of only 7 persons. They agreed with the statements about
occurrence of all the factors listed above. The percentage of their answers ranged from 71% to even
100%. Probably such a result is triggered by the emotions connected with a new job. However we
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could observe in this group a clear deviation in case of answering on questions about identification
with firm by participation in the meetings, organized outside its walls. In this case the proportion of
answers is extremely small and amounts only 14%. It seems to be a normal situation caused by
beginning job in a new place, environment and with newly-met people.

In this research there were 14 employees, whose seniority ranged from 1 to 2 years. Here we
could see slight changes compared to the first workers group. In case of almost all the factors we
may mark a decline in the answers percentage. It could be caused by the fact, that a worker loses
his enthusiasm associated with getting a new job and slowly gets used to perform duties. An
employee may also think that supervisors pay less attention to him/her than when he/she was a
newly employed worker. On the other hand we observed increase of the answer’s percentage for
such factors, as enthusiasm for work and identification with the firm by participation in the meetings,
organized outside its walls. Growth of enthusiasm could be a result of worker’s proficiency in fulfilling
professional duties, whereas greater identification may be explained by the desire to establish
relationships with associates in the company.

The largest group consists of employees with seniority between 3 and 5 years. In this group is
recorded a decrease in the number of the answers on questions about such factors as inspiring
work, enthusiasm for work, trust in superiors, sense of supervisor's care about employees and of
respect of their rights, sense of being appreciated and needed, personal contacts between workers.
We can conjecture that it has to do with routine at work and as for relationships with other associates
— there could appear some misunderstandings or disputes. Whereas we can observe increase in
case of such factors, as trust associates, undertaking non-obligatory actions for the good of the
company and identification with the firm by participation in the meetings organized outside its walls. It
could be caused by establishing good relations with associates as well as by feeling oneself a part of
a team.

The next group contains 10 persons with the seniority between 6 to 10 years. We can observe
here further downside trend in percentage for such factors as enthusiasm for work, trust in supervisor
and associates, undertaking non-obligatory actions for the good of the company — in comparison with
the previous group (3-5 years of seniority). On the other hand we see an increase in the percentage
of responses for the factors: inspiring work, sense of supervisor's care about employees and of
respect of their rights, sense of being appreciated and needed, personal contacts between workers.
The reason of that could be sophisticated positive contact with other employees and management
due to acquired knowledge, which an employee can share with others.

In the last group there are 10 persons with seniority longer than 10 years. Comparing the
answers of these respondents with the previous ones we see a drop in the percentage of responses
in the case of such factor as inspiring work, enthusiasm for work, identification with the firm by
participation in the meetings organized outside its walls, sense of supervisor's care about employees
and of respect of their rights, sense of being appreciated and needed, personal contacts between
workers. It is caused probably by monotony and routine work. On the other hand we observe an
increase in the percentage of responses about such factors, as trust in supervisor and associates
and undertaking non-obligatory actions for the good of the company. This can also be caused by a
habit, because these employees will not look for a new workplace. More comfortable for them is to
stay in current company, where they know their duties, workmates and supervisors.

From the viewpoint of research goals it was crucial to establish the relationship between the
assessment of factors that build commitment and affiliation to a given professional group in the
company. It should be noted, that there are much larger disproportions in the number of people
included in each group compared to the previous list (Table 3).

Respondents belonging to management staff (8 persons) agreed with the statement about the
occurrence of such factors as inspiring work, enthusiasm for work, trust in supervisor and associates,
undertaking non-obligatory actions for the good of the company, sense of supervisor's care about
employees and of respect of their rights. The percentage of employees, who were of this opinion
ranged from 75% even to 100%. A little lower result (63%) was for the last two factors. The fewest
respondents agreed with the identification with the company by participating in the meetings,
organized outside its walls. It was only 37%. But as we can see, analysing further results it was a
general trend for all respondents regardless of their affiliation to a certain professional group.
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Table 3
Structure of replies concerning engagement building factors depending on respondents’
affiliation to a given professional group

Structure of responses depending on respondents
i 0,
Selected factors building the affective professljon.allgtrottjp [%] quch
engagement management staff administrative production

In =8 employees workers

B [n=13] [n =44]
Inspiring work 100% 1% 68%
piring (12%) (15%) (46%)
. 75% 92% 75%
Enthusiasm for work (9%) (18%) (51%)
Trust supervisor 100% 69% 68%
P (12%) (14%) (46%)
Trust in associates 87% 92% 1%
(11%) (18%) (52%)
Undertaking non-obligatory actions for the 100% 100% 91%
good of the company (12%) (20%) (62%)
Identification with the firm by participation in 37% 38% 23%
the meetings, organized outside its walls (5%) (8%) (15%)
Sense of supervisor’s care about employees 87% 7% 57%
and of respect of their rights (11%) (15%) (38%)
. ! 63% 62% 68%
Sense of being appreciated and needed (8%) (12%) (46%)
63% 92% 55%
Personal contacts between workers (8%) (18%) (B7%)

Source: Own study

Administration stuff (13 people) considered their work to be less inspiring compared to the
responses of the management group, but they think that they put more enthusiasm into their work
performance. Similarly to production workers people who work in administration, have less trust in
supervisor than the management staff does — about 69%. The biggest percentage of trust in
associates (92%) among the groups, may be a result of that their work is connected with accuracy
and big responsibility for the company’s fortune. Sense of supervisor's care about employees and of
respect of their rights is 77%. Sense of being appreciated and needed is similar for each group and
varies within 62—68%. However, this is the group of administration employees that shows the highest
percentage of responses regarding personal contacts between employees (92%).

The most numerous group is that of production workers. It includes 44 persons. Moreover it is a
group with the lowest percentage of answers with regard to other groups, if we consider all the
studied factors except for the sense of being appreciated and needed. It is probably due to the
awareness, that they are the foundation of the company, because they are responsible for enterprise
production.

Conclusions. The majority of employees are involved in work and do it with enthusiasm. They
trust their supervisors as well as their associates. They feel appreciated and needed. They undertake
non-obligatory actions for the good of the company. Supervisors respect their rights and care about
them. Rarely, however, the respondents agreed with their identification with the firm by participation
in the meetings organized outside its walls. It was also difficult for them to specify their personal
contacts with other employees (Table 1).

The study has shown that there is a relationship between the length of seniority and
commitment (Table 2). Employees with the shortest seniority (< 1 year) are the most involved in their
work and it is more inspiring for them. At the same time, this group shows the smallest sense of
identification with the company. Probably the reason is the fact that they are a part of company for a
short time, they know few associates and they had no time for emotional attachment to a workplace.
The group with more than 10 years seniority shows the least enthusiasm for work. We can presume
that it is caused by a habit and routine.

In its turn, management staff considers their work to be inspiring (Table 3), which may be due to
the fact that in this position people face new challenges, thanks to which their work is not
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monotonous. They almost absolutely trust their supervisors. This trust between executives is
important for the functioning of the whole organization. Administration employees put into their work
a lot of energy, but they feel underappreciated in the company. As for production workers, most of
them do not feel themselves a part of the company and they do not think that supervisors take care
about employees and respect their rights.

To sum up, affective involvement decreases with seniority increasing, and the lowest affective
involvement is demonstrated by production workers. This we may hypothesize, on the basis of the
present research, however it requires deeper research of the subject.
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