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ORGANIZATIONAL BEHAVIOR OF 
ENTERPRISES AND RELATIONAL CAPITAL

Introduction1

Organizational culture is of fundamental significance in terms of the organizational 
identity of employees and the perception of the enterprise’s image. Organizational 
culture supports enterprises as a community of goals and interests of employees, 
integrating their activities aimed at creating value and mission, while simultaneously 
leading to the survival and success of the economic organization. The condition for 
such an activities’ existence, is the adherence to norms and patterns that are identi‑
fied with the organizational culture of an enterprise. Likewise, the role of employee 
teams in the creation of organizational culture is crucial. Within the framework of 
the required organizational culture and organizational behavior, with simultaneous 
support of relational capital, a superior and common goal of enterprises has been 
stipulated, namely to improve the efficiency of enterprises. Hence, organizational 
behavior should aid activities of enterprises that support this aim.

1.  Fundamental problems of organizational behavior 
in enterprises

The problematic issues of organizational behavior in an enterprise are significant 
subjects in economic theory and practice. Organizational behavior constitutes the 
subject of deliberations over a long‑term perspective, albeit the scope of interest dif‑
fers in the particular periods of development of management science. The concepts 
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of management in the first stages of the management science development focused 
on the issues of organizational behavior in a small range.

Organizational behavior currently plays a significant role in the identity of an 
organization as it involves elements which strengthen the cohesive image of enter‑
prises. The identification of employees with the enterprise determines interpersonal 
ties and the positive image of enterprises in the market environment. The principles 
of the functioning of enterprises on the market are shaped by organizational culture 
which is derived from the internal system of values. Thus, organizational behavior 
translates into a multitude of areas of activities of enterprises. The system of organ‑
izational behavior also includes following sections: personal contacts, appearance, 
while also the manner of conducting negotiations.

One can also separate elements of organizational behavior that support the effective 
motivational system at the employee and the enterprise levels. Consequently, these 
processes focus on shaping the image of the enterprise, as well as the identity of style, 
culture and communication activities. In this process, the integration of standardized 
methods of organizational behavior takes place in the enterprise and its environment 
[22]. In terms of the development of the organization, it is necessary to refer to the 
process of change which is a part of the transorganizational system (TS). The basis 
of the aforementioned concept is the problem of transorganizational development 
(TD), in which changes are planned and the TS is created with the aim of improving 
the efficiency of the organization.

Interest in the changes is determined by the necessity to adopt knowledge, skills 
and resources in organizations. The process of transorganizational development 
must ensure a positive response to the created activities, particularly in the sphere 
of costs and benefits. In organizational activities, it is essential to refer to leadership 
and indicate the streamlining of the organizational structure, while also the tasks 
in the sphere of communication. Hence, it is becoming crucial to prepare the policies 
of transformation and the necessary procedures. The basic aims of the evaluation 
activities include the improvement of the quality of ties and the satisfaction of the 
employees and the enterprise itself. A comprehensive analysis of organizational 
behavior was conducted by J. Buil, E. Martinez, J. Matute in which they indicated 
the relations between the Internal Brand Management, Organizational Identification 
and Work Engagement [5]. A total of 323 employees of the principal hotel chains 
operating in Spain were analyzed. Various dimensions of the internal management 
of the brand were displayed in this model, as well as the differentiated basis of organ‑
izational behavior. Based on the research, it is possible to formulate the conclusion 
that the Transformation Leadership avails of organizational identification and work 
engagement. Simultaneously, the research illustrates that the activities which have 
a significant impact on the opinions of clients with relation to the brands (Brand 
Training/Communication) do not directly evoke positive reactions and emotions 
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in the workplace. Level of involvement in tasks arising from the scope of duties is 
decidedly more effective stimulator of organizational behavior than the feeling of 
association with an organization (Figure 1).

Figure 1. Tasks in organization
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Figure 1 illustrates that it is possible to distinguish the institutional contex of 
organizational behavior. Processes of effective actions of institutions facilitate the 
realization of social expectations. Alongside the simultaneous achievement of a high 
level of conformance with the social principles, organizational behavior of an informal 
nature is also created. As a result of these actions, there exists a possibility of ensuring 
the predictability and efficiency of organizational behavior in enterprises, as well 
as in society [8]. The institutional context translates into the functional structure, 
which as a base for the integration of the processes of management determines the 
organizational behavior of enterprises. In their sphere, the costs of creating a friendly 
organizational vibe are to be found that constitute an element of the activation of the 
enterprise [11]. This activation subsequently translates into organizational creativity. 
Novelty and usefulness are fundamental dimensions of organizational creativity. 
Novelty relates to the extent to which an idea is new for the particular enterprise. 
However, in terms of usefulness, we identify the scope in which the new idea may be 
conducive to ensuring a higher degree of enterprise’s effectiveness [4]. In regard to 
organizational creativity which novelty relates to, it is necessary to point out that its 
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characteristic feature is bringing value to the stakeholder. Organizational creativity 
can also refer to the aggregate accumulation of personnel’s creativity that can be 
combined in a way that creates value for the enterprise [27]. The process of generating 
novelties must be bonded with the usefulness of the resources. The most justified here 
is a reference to the research by R. Krupski on the usefulness of resources.

Table 1.  Position due to importance of actual usefulness of resource for neutralization 
of threats

Position Large firms Medium-sized firms Small firms Micro-sized firms

1 Knowledge Employee attitudes 
and behaviors

Non-formalized relations Knowledge

2 Non-formalized 
relations

Knowledge Knowledge Source of financing

3 Employee attitudes 
and behaviors

Routine, inter-
organizational 
solutions

Employee attitudes and 
behaviors

Employee attitudes 
and behaviors

4 Routine, inter-
organizational 
solutions

Sector-based 
technologies

Formalized relations Location

5 Source of financing Non-formalized 
relations

Routine, inter-organizational 
solutions

Non-formalized 
relations

Source: [17].

It is necessary to underline that non‑formalized relations are of particular inter‑
est. Their positions differ due to the size of the enterprises. In large enterprises, they 
hold second place, whereas in medium enterprises they are in fifth/last place. The 
importance of non‑formalized relations is the highest in small enterprises. However, 
in micro enterprises they hold fifth place. The subsequent research assessed the 
usefulness of intangible resources in terms of available opportunities. Results show 
that non‑formalized relations are the most useful resource that enable seizing the 
opportunities. R. Krupski also studies the problem of the usefulness of intangible 
resources in the context enterprise’s actions. Non‑formalized relations appear in all 
enterprise’s activities. They can be found between the first and fourth positions. 
So, it is necessary to indicate the usefulness of non‑formalized relations. The third 
position is prevalent in this case. Moreover, the great value of employee attitudes and 
behaviors is pointed out. Knowledge was found to be the most important intangible 
resource [17]. People that acknowledge the usefulness of knowledge are more likely 
to accept the defined organizational behavior, which consequently influences the 
efficiency of the enterprise’s functioning. A similar nature of dependencies is indicated 
by T. A. Hart, J. B. Gilstrap, M. C. Bolino. They state that organizational behavior is 
connected with the indicators of the employees’ efficiency. Their model exemplifies 
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how the organizational behavior impacts the ability of an enterprise to adapt to new 
concepts. They argue that organizational behavior facilitates the relations between 
the routine procedures and the experimental processes [10].

2. Relational capital of enterprises

Relational capital is becoming the prevalent problem in the functioning of enter‑
prises in the 21st century. The development of enterprises in conditions of the rapid 
growth of the globalization and competitiveness is based on the systematically chang‑
ing list of premises influencing functioning of the economic entities. In any case, 
the premises that were important for enterprises in the 20th century are becoming 
increasingly less valid. If we refer to the importance of capital, in the 20th century 
tangible capital was inherent. However, at the end of the previous century, particu‑
larly in the highly developed countries, changes occurred in terms of the importance 
of capital in the economic processes. The role of tangible capital decreased in favor 
of intangible capital. This position of capital encompasses a multitude of elements 
whose level of importance has also undergone intensive changes over the past few 
years. The structure of relational capital is presented in Figure 2.

Figure 2. Elements of relational capital
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In the presented structure of relational capital a multitude of different elements has 
been distinguished. The ones that unequivocally identify the enterprises, clients and 
cooperation with other economic entities are worth mentioning. The aforementioned 
cooperation is realized in the form of various agreements or networks of business 
ties. The key aspects of relational capital ensure competitiveness of the enterprises. 
A similar line of thinking is adopted by M. Rzemieniak with regard to the relational 
capital of clients. During the expansion of the resource area, organizational capital is 
also distinguished, in which fundamental role is played by the infrastructure assets 
encompassing the following [22]:

 � processes of management, together with their philosophy,
 � activities in the sphere of organizational culture,
 � IT system with specified relations,
 � finances of the enterprise.

When indicating the presented elements of relational capital, it is fully justifiable 
to refer to the environment of the enterprises. Business entities treat their relations 
concerning the ongoing interaction processes with special attention. Within the 
framework of the relational capital, the specific perception of the environment 
in which business units’ function is created, is evident.

It is purposeful to cite M. Romanowska and J. Cygler, according to whom contem‑
porary researchers may “…follow the process of blurring and erasing the boundaries 
and intricate relations between the elements of the organization and its environment 
that are formed during this process” [9]. The boundaries of the organization determine 
the scope of the impact of enterprises. This process defines the mechanism of the 
integration of enterprises with the environment. Within this framework actions are 
taken which facilitate the survival and development of business entities [7]. Relational 
capital leads to the optimization of organizational behavior of groups of consumers, 
suppliers and clients [14]. Economic practice reveals that there is a significant level of 
interest among enterprises in the creation of relations with the market environment. 
Creating long‑lasting relations facilitates the development of enterprises in the pro‑
cesses of the codependences with the environment, both formal and informal [26]. 
In the enterprise that uses relational capital it leads to the achievement of the specific 
skills enabling the utilization of resources according to the expected results [16]. The 
herein context is also indicated by the results of research on Hungarian enterprises. 
Relational capital was acknowledged there as a significant element in the increase 
of the efficiency of an enterprise [13]. Hence, relational capital is also becoming an 
important element of the activities of enterprises that are forced to meet the chal‑
lenges of a competitive market. Likewise, relational capital constitutes an important 
resource in the strategies of enterprises.
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3. Organizational culture in organizational behavior

Organizational culture of an enterprise plays a significant role in organizational 
behavior. Literature indicates the increasing scope of organizational culture in an 
enterprise. Its nature is determined by a multitude of varied factors, of which it is 
possible to distinguish the following: the type of production and service operations 
of enterprises, the level of education of employees and their involvement in the exe‑
cution of their work tasks, as well as the standards designated for the personnel with 
the aim of realizing the strategies of operations of the particular economic entities. 
Thus, in each enterprise a specific and unique culture prevails that is of fundamental 
importance in terms of the organizational identity of the employees, as well as for the 
perception of the organizational image. In this context, the fact of existence of the 
culture of the hierarchy and the occurrence of a moderate level of the organizational 
identity of the employees are underlined (Figure 3).

Figure 3.  Hatch and Schultz’s model of relationships between organizational culture, 
identity and image
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Therefore, it is possible to assume that “… organizational culture is a profound, 
subconscious and abstract phenomenon that has an impact on the behaviors and 
relations of employees, whereas the organizational vibe is more conscious, specific 
and is visible in the customs prevailing in the organization, in behavior and in the 
feelings of the employees” [18].

The aforementioned definitions reveal that organizational culture should aid the 
efficient functioning of each enterprise as a community of its parts. With regard to the 
fact that all employees integrate their activity for the purpose of building common 
values, mission and aims, the survival and success of the economic organization is 
possible. However, this activity should be realized in conditions of cultural norms 
and patterns that favor the realization of these values [21].
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In the area of the norms regulated by culture, prevail issues such as: trust and open‑
ness, undertaking challenges set by the enterprises and a simultaneous involvement 
at the workplace. Similarly, support and space [20] are important for the realization 
of new ideas, the appropriate involvement in conflict situations with the aim of their 
proper resolution. In the literature, a mediatory role of organizational culture is 
mentioned. The approach to work and behavior in relation to the pro‑social services 
between employees can be distinguished. The approach to risk taking and level of 
autonomy of the employees are essential aspects of the organizational culture. In this 
manner, organizational culture may stimulate “… the behavior of employees and con‑
stitute a context for the formation of new ideas and their execution” [15]. Employee 
teams resolve the problems of the enterprises’ organizational culture. Their actions 
have social, technical, organizational and economic nature and relate to the field 
of management. Employee teams, within the framework of organizational culture, 
concentrate on the compliance of the aims of the employees and the enterprise. In 
this process, the level of satisfaction among employees is important [24]. Therefore, 
it is justifiable to refer to the research results on the identification of the employee 
with the enterprise, while also the level of job satisfaction. In empirical research on 
the functioning of the employee teams, A. J. Baruk provided a verification of two 
research hypotheses:
H1 – assuming the existence of a positive dependency between the level of employee 
satisfaction with relation to the identification with the organization;
H2 – assuming the existence of a positive dependency between the level of satisfaction 
in the context of the degree of the identification of the employee with the organi‑
zation [2]. On the basis of the research results, it was claimed that “…the majority 
of respondents were at least satisfied, while 17.48% of the total analyzed felt a very 
high level of satisfaction, almost 1% of the people surveyed was very dissatisfied and 
a total of 18.45% of people indicated dissatisfaction, namely slightly more than the 
percentage of those very satisfied” [12].

With regard to the indicated research results, managers should create the conditions 
for the identification of the employee with the organization, otherwise their attitudes 
and behaviors might be in opposition to the goals of the enterprise [23]. In terms 
of professional development, apart from increasing the qualifications, it is essential 
to ensure satisfaction from the assigned tasks [19]. Managers should concentrate on 
consumer culture and relations. Enterprise is forced to first and foremost become 
familiar with the principles of the cultural behavior of clients and society [12]. It is 
necessary to ask questions regarding the level of education, social relations and the 
system of values prevalent in society [11]. Efficiency in meeting requirements of the 
competition, within the framework of the required organizational culture, as well 
as the appropriate organizational behavior, is a necessity. It is important to indicate 
factors determining the organizational environment that is displaying increasingly 
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greater intricacy in the context of the strategies of enterprises. These factors are 
perceived through the prism of their strategic values, encompassing the relations 
between organizational culture and the efficiency of the enterprise [6]. Organizational 
culture therefore, comes down to ensuring the appropriate effectiveness of the enter‑
prise. Effectiveness is the economic category that changes over time. If we conduct 
an evaluation of, for instance, effectiveness before and after the global crisis, then 
we acquire a list of necessary actions in the sphere of organizational culture that are 
essential for the enterprise. The literature on the subject describes new concepts of 
business activities in this area. They were presented by P. Wachowiak and S. Winch, 
who conducted a very interesting research analysis on the organizational culture of 
chosen capital groups.

They compared different dimensions of the organizational culture before and 
during the global crisis [28]. These dimensions included: individualism, universalism, 
maintaining a distance from the authorities, collectivism and particularism.

In the Budimex capital group, the only cultural change that occurred related 
to maintaining distance from the authorities. Prior to the crisis, the distance was 
small, while during the crisis it was described as large. No changes concerning 
organizational culture occurred in Impexmetal and Ciech in the analyzed period. 
However, significant changes occurred in Marvipol. Collectivism was replaced by 
individualism during the crisis; while the small distance towards authorities changed 
to a large one [25].

In my research, I have presented managers of enterprises with a hierarchy of 
aims determining organizational behavior. Economic efficiency was decided the 
most important (83% of indices). Second place was taken by the nature of organi‑
zational culture, specified as individualism (11%). However, third place was given 
to organizational collectivism (4%). Hence, the research results illustrate the high 
degree of convergence in the sphere of the economic efficiency as a consequence of 
organizational behavior, primarily the organizational culture.

In the next study, I have analyzed employees from 145 enterprises in order 
to evaluate organizational identity, as well as the level of loyalty towards the enter‑
prise. Complete identity was declared by over 50% of the respondents, while 26% 
indicated a lack of identity (Figure 4). Answers regarding loyalty of employees were 
as follows: 21% of employees are characterized by a very high level of loyalty, aver‑
age loyal – 24%, slightly loyal – almost 46%, while disloyal answer was indicated by 
almost 9% of employees (Figure 5).
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Figure 4. Structure of employees’ answers with regard to organizational identity
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Figure 5. Structure of employees’ answers with regard to level of loyalty
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Figure 6.  Structure of employees’ answers with regard to level of loyalty and 
organizational identity
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With relation to the aforementioned research of the areas under analysis, it is 
necessary to ask the following question:

Does a relation exist between the evaluation of organizational identity and the level 
of loyalty of employees? In order to answer that, the following research hypotheses 
have been formulated:
H0: The level of loyalty of employees does not depend on the level of their organi‑
zational identity.
H1: The level of loyalty of employees depends on the level of their organizational 
identity.

The chi‑square statistic has been utilized for the measurement of the dependency 
between the qualitative variables presented in the correlation table as follows:

 χ 2 =
nij
2

n̂ijj=1

k

∑
i=1

r

∑ −n  (1)

whereby:

 n̂ij =
ni . ⋅n. j

n
 (2)

n – number of attempts,
ni. – sum of numbers in i‑this line (i = 1,…,r),
n.j – sum of numbers in j‑column (j = 1,…,k),
nij – empirical numbers,
n̂ij  – theoretical numbers.

Table 2.  Results of survey research relating to the evaluation of organizational identity, 
employees, enterprises and their level of loyalty towards the enterprise

Evaluation of 
organizational identity

Evaluation of level of loyalty
Total

Very loyal Average loyal Slightly loyal Disloyal

Complete identity 2.91 (4.98) 10.68 (5.66) 8.74 (10.64) 0.98 (2.04) 23.31

Partial identity 12.62 (10.78) 9.71 (12.25) 24.27 (23.04) 3.88 (4.41) 50.48

Lack of identity 5.82 (5.60) 3.88 (6,36) 12.63 (11.96) 3.88 (2.29) 26.21

Sum 21.35 24.27 45.64 8.74 100

* The theoretical numbers have been provided in brackets for the chi‑square statistics
Source: own study.

On the basis of the empirical and theoretical values presented in Table 2, the chi‑
square statistic has been set in accordance with the equation (1):

χ 2 = 9.2937.
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The critical value is derived from the distribution table of chi‑square for the level 
of significance of 0.05 and 6, while the degree of freedom amounts to 12.5916.

At the level of significance of 0.05, there are no grounds for rejecting the zero 
hypothesis, namely the level of loyalty of an employee does not depend on the 
organizational identity.

The results of calculations confirm the H0 hypothesis, namely that the level of 
loyalty of employees does not depend on the level of their organizational identity.

Organizational culture is subject to specific changes, while at the same time it 
seems possible to state that the threats changed the behavior of enterprises. Employee 
teams were mobilized to take action that ensured the survival of the enterprises. The 
search for new solutions in this area of organizational culture should be a part of 
operational and strategic actions, and they should be connected with organizational 
behavior which is characterized by a high level of efficiency of action.

Conclusion

Theory and the empirical research conducted by multiple researchers confirm 
the growing significance of organizational behavior in the process of the functioning 
of an enterprise. It is possible to assume that knowledge and informal relations as 
a part of organizational behavior have a strong impact on competitiveness. In the 
paper, I have analyzed the existing studies on the subject and conducted a research 
on the organizational culture. It was possible then to verify the research hypotheses. 
I assumed that the level of loyalty of employees does not depend on the level of their 
organizational identity. Empirical research confirms the significance of organizational 
culture in the behavior of the employees in the enterprise. Moreover, relational capital 
is created in enterprise‑clients contacts which facilitate the growth of competitiveness. 
Hence, the increase in the level of competitiveness is one of the primary aims of the 
enterprise, and organizational behavior and relational capital play a crucial role in it.

References
[1] Baruk A. J., Poziom zadowolenia i poziom satysfakcji pracowników a rynkowy potencjał 

organizacji – od kryzysu do sukcesu, “Organizacja i Kierowanie” 2015, No. 3.

[2] Baruk A. J., Relacje między przełożonymi i pracownikami vs gotowości do rekomendowa-
nia przez nich pracodawcy, in: Organizacja inteligentna. Perspektywa zasobów ludzkich, 
C. Suszyński, G. Lesniak‑Łebkowska (eds.), Warsaw School of Economics Press, Warsaw 
2016.

100_OiK_4A 179 2017.indb   106 08/12/2017   12:26



107ORGANIZATION AND MANAGEMENT • nr 4A / 2017 (179)

Organizational Behavior of Enterprises and Relational Capital

[3] Bingöl D., Sener I., Cevic E., The effect of organizational culture on organizational image 
and identity: evidence from a pharmaceutical company, “Procedia – Social and Behavioral 
Sciences” 2013, No. 99.

[4] Bratnicka K., Twórczość organizacyjna: zdefiniowanie i operacjonalizacja nowego kon-
struktu, in: Nowe kierunki w zarządzaniu przedsiębiorstwem – wiodące orientacje, 
J. Lichtarski, S. Nowosielski, G. Osbert‑Pociecha, E. Tabaszewska–Zajbert (eds.), “Prace 
Naukowe nr 340 Uniwersytetu Ekonomicznego we Wrocławiu” 2014.

[5] Buil I., Martinez E., Matute J., From internal brand management to organizational cit-
izenship behaviours: evidence from frontline employees in the hotel industry, “Tourism 
Management” 2016, No. 57.

[6] Cicek E., Kryak I. M., The effect of organizational culture on organizational efficiency: the 
moderating role of organizational environment and CEO values, “Procedia Social and 
Behavioral Sciences” 2011, No. 24.

[7] Cyfert S., System granic architektury procesów organizacji determinanty kształtowania 
i dysfunkcje w definiowaniu, in: Nowe kierunki w zarządzaniu przedsiębiorstwem – wiodące 
orientacje, J. Lichtarski, S. Nowosielski, G. Osbert‑Pociecha, E. Tabaszewska‑Zajbert 
(eds.), “Prace naukowe nr 340 Uniwersytetu Ekonomicznego we Wrocławiu” 2014.

[8] Gruszewska E., Ewolucja instytucji w Polsce – dryf do ładu czy dryf ładu?, in: Spontaniczne 
i stanowione elementy ładu gospodarczego w procesie transformacji – dryf ładu czy jego 
doskonalenie?, P. Pysz, A. Grabska, M. Moszyński (eds.), PTE, Warsaw 2014.

[9] Granice zarządzania, M. Romanowska, J. Cygler (eds.), Warsaw School of Economics, 
Warsaw 2014.

[10] Hart T. A., Gilstrap J. B., Bolino M. C., Organizational citizenship behavior and the enhance-
ment of absorptive capacity, “Journal of Business Research” 2016, No. 69.

[11] Hodgetts R. M., Management: theory, process and practice, USA 1982.

[12] Høngsmark Knudsen G., Lemmergaard J., Strategic serendipity: how one organization 
planned for and took advantage of unexpected communicative opportunities, “Journal 
Culture and Organization” 2014, Vol. 20, Iss. 5.

[13] Hurta H., Dunay A., Trust as a social capital in Hungarian small and medium – size 
enterprises. People, knowledge and modern technologies, in: Management of contemporary 
organizations, C. B. Illés, F. Bylok Göddölö (eds.), 2013.

[14] Kaplan R. S., Norton D. P., Alignment using the balanced scorecard to create corporate 
synergies, “Harvard Business School” 2006.

[15] Krasnicka T., Związki proinowacyjnej kultury organizacyjnej z innowacyjnością techno-
logiczną przedsiębiorstw – problemy pomiaru i wyniki badań, “Organizacja i Kierowanie” 
2015, No. 4.

100_OiK_4A 179 2017.indb   107 08/12/2017   12:26



108 ORGANIZATION AND MANAGEMENT • nr 4A / 2017 (179)

Beata Skowron-Grabowska   

[16] Krawczyk‑Sokołowska I., Rola zasobów w kształtowaniu strategii rozwojowych przedsiębi-
orstwa innowacyjnego, in: Zarządzanie przedsiębiorstwem inteligentnym, S. Gregorczyk, 
W. Mierzejewska (eds.), Warsaw School of Economics Press, Warsaw 2016.

[17] Krupski R., Identyfikacja ważnych strategicznie zasobów przedsiębiorstwa w świetle 
badań empirycznych, in: Zarządzanie – kontekst strategiczny, kulturowy i zasobowy, AE 
we Wrocławiu, No. 1187, Wroclaw 2007.

[18] Laguna M., Purc E., Rozmus W., Błaszczyk M., Gawrońska K., Podejmowanie szkoleń 
a kultura i klimat organizacyjny, “Organizacja i Kierowanie” 2015, No. 2.

[19] Michalak M., Możliwości rozwoju jako jeden z elementów warunkujących satysfakcję 
zawodową, “Organizacje i Zarządzanie. Zeszyty Naukowe Politechniki Śląskiej” 2013, 
No. 67, Gliwice, p. 26.

[20] Pachura P., Management and space – introduction to conceptualization, “Przegląd Organ‑
izacji” 2016, No. 1.

[21] Piotrowska K., Analiza porównawcza kultury organizacyjnej polskich i portugalskich 
przedsiębiorstw, “Organizacja i Zarządzanie. Kwartalnik Naukowy” 2015, No. 3, Silesian 
University of Technology, Gliwice.

[22] Rzemieniak M., Zarządzanie niematerialnymi wartościami przedsiębiorstw, Dom Organ‑
izatora, Torun 2013.

[23] Sikorski Cz., Organizacyjne uczenie się jako forma kształtowania kultury organizacyjnej, 
in: Organizacyjne uczenie się w rozwoju kompetencji przedsiębiorstwa, A. Sitko‑Lutek, 
E. Skrzypek (eds.), BECK, Warsaw 2009.

[24] Tsai Y., Relationship between organizational culture, leadership behavior and job satisfac-
tion, “BMC Health Services Research” 2011, No. 11, p. 98, http://www.biomedcentral.
com/1472–6963/11/98

[25] Wachowiak P., Winch S., Kultura organizacyjna w czasie kryzysu, in: Przedsiębiorstwo 
odporne na kryzys, M. Romanowska, W. Mierzejewska (eds.), Wolters Kluwer business, 
Warsaw 2016.

[26] Wereda W., Rola relacji międzyorganizacyjnych w kreowaniu rozwoju przedsiębiorstwa 
w warunkach niepewności, in: Procesy formowania więzi organizacyjnych we współczesnej 
gospodarce. Integracja – Kooperacja – Klastering, R. Borowiecki, T. Rojek (eds.), Cracow 
University of Economics, Cracow 2011.

[27] Wright P., McMahan G., Exploring human capital: putting ‘human’ back into strategic 
human resource management, “Human Resource Management Journal” 2011, Vol. 21, Iss. 2.

[28] Van Wart M., Kapucu N., Crisis management competencies, the case of emergency man‑
agers in the USA, “Public management review” 2011, Vol. 13, Iss. 4.

100_OiK_4A 179 2017.indb   108 08/12/2017   12:26



109ORGANIZATION AND MANAGEMENT • nr 4A / 2017 (179)

Organizational Behavior of Enterprises and Relational Capital

ORGANIZATIONAL BEHAVIOR OF ENTERPRISES 
AND RELATIONAL CAPITAL

Abstract

The organizational behavior of enterprises constitutes a significant aspect in terms of eco‑
nomic theory and practice. This behavior translates to a multitude of varied areas of activities 
of enterprises. These areas are featured by activities aimed at the identification of the employ‑
ees with the enterprise with the aim of strengthening a cohesive and positive image of the 
enterprise at hand. The process of change identified with Transorganizational Development 
has been taken into account in terms of organizational behavior for the enhancement of the 
efficiency of the enterprise. The basic aims of these processes are as follows: increasing the 
level of the quality of relations and the satisfaction of employees and the enterprise. The author 
introduced the hypothesis and verified them. In the paper it was assumed that relational cap‑
ital has become a significant element in the business activities of enterprises that are subject 
to the challenges of a competitive market. In the paper relational capital was acknowledged 
to be an important resource in the strategies of enterprises. Indicating the significance of 
organizational behavior in terms of various aspects requires the expansion of the problematic 
issues to include organizational culture. The increasingly greater scope of organizational cul‑
ture in an enterprise, as well as its specifics have been underlined in the last part of the paper.

Key words: organizational behavior, relational capital, 
enterprise

ZACHOWANIA ORGANIZACYJNE PRZEDSIĘBIORSTW 
A KAPITAŁ RELACYJNY

Streszczenie

Zachowania organizacyjne przedsiębiorstw stanowią istotne zagadnienie w  teorii 
i w praktyce gospodarczej. Przekładają się one na wiele różnorodnych obszarów działalno‑
ści przedsiębiorstw. Obszary te charakteryzują się działaniami zmierzającymi do identyfikacji 
pracowników z przedsiębiorstwem w celu umacniania spójnego i pozytywnego wizerunku 
przedsiębiorstwa. Opisując zachowania organizacyjne, uwzględniono procesy utożsamiane 
z rozwojem transorganizacyjnym, umożliwiającym poprawę efektywności przedsiębior‑
stwa. Procesy te mają na celu przede wszystkim zwiększanie poziomu jakości relacji między 
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pracownikami i interesariuszami oraz uzyskanie satysfakcji z tych relacji. W artykule przed‑
stawiono hipotezy i zweryfikowano je. Przyjęto, że kapitał relacyjny jest istotnym elemen‑
tem działalności gospodarczej przedsiębiorstw podlegających wyzwaniom konkurencyjnego 
rynku. Uznano, że kapitał relacyjny jest ważnym zasobem wpływającym na strategie przed‑
siębiorstw. Dążąc do wskazania znaczenia zachowań organizacyjnych, w artykule poruszono 
zagadnienia problemowe wpływające na kulturę organizacyjną, która obecnie nabiera waż‑
nych cech dla przedsiębiorstwa.

Słowa kluczowe: zachowania organizacyjne, kapitał relacyjny, 
przedsiębiorstwo
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