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Preface

MACIEJ URBANIAK*

PREFACE

We have a great pleasure to pass the third issue of our magazine this year. The 
current issue is devoted to particularly important problems concerning human 
resource management.1

In the first article Anna Rogozińska-Pawełczyk presented her reflections on sig-
nificance of the psychological contract for the relationship between high effective 
human resource management systems and employee productivity. Based on the 
research, author has found that the high-effective human resource management sys-
tems (expressed by content, process and climate) affect employee productivity, both 
directly and indirectly – through the intermediary role of a psychological contract 
(expressed by the employer and employees through fulfilling mutual promises).

Agata Borowska-Pietrzak in her study points to determinants and conditions of 
the personnel function which shape a sense of professional satisfaction. Results of 
the empirical studies presented in this article indicate that the high-quality level of 
the modern personnel function determines the increase of the sense of professional 
satisfaction. Author also notices that sources of this satisfaction (subjective attributes) 
are quite diverse and do not depend directly on HRM quality in the organization.

Dariusz Turek tried to describe how and in what situations HRM practices may 
contribute to counterproductive behavior. Based on the cognitive framework of 
employee behavior in the organization, it was assumed that negatively perceived 
human resource management practices may indirectly affect the counterproductive 
behavior of employees. Author indicates, based on the results of empirical research, 
the important role of human resource management practices in counteracting 
counterproductive behavior and building a professional climate. He also indicates 
the need for longitudinal research, which will better explain the nature of the impact 
of the HRM system on the activity of employees in the professional environment.

* Maciej Urbaniak, Ph.D., Full Professor – Editor in Chief of “Organizaton and Management”, University 
of Lodz.
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Marcin Wnuk in his article presented the result of the study in which he verified 
the mechanisms of the impact of perceived support received from the organization 
and supervisor, gratitude and organizational loyalty on the affective commitment 
of employees and the desire to leave it. Research results confirmed the existence of 
mechanisms of impact of perceived support received from the supervisors and per-
ceived support received from the organization on the employee’s attitude towards the 
organization and the key role of gratitude and loyalty for shaping affective commitment.

In the last article, Katarzyna Januszkiewicz tried to describe the relationship 
between cognitive and behavioral aspects of the flexibility of organizational behavior 
of employees. In the course of interesting empirical analyzes, the author showed that 
there is a statistically significant relationship between the self-assessment of flexibility 
and the frequency of occurrence of a given behavior.

Enjoy your reading,
Maciej Urbaniak
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Significance of the psychological contract for the relationship between highly effective HRM...

ANNA ROGOZIŃSKA-PAWEŁCZYK*

SIGNIFICANCE OF THE PSYCHOLOGICAL 
CONTRACT FOR THE RELATIONSHIP 

BETWEEN HIGHLY EFFECTIVE 
HRM SYSTEMS AND EMPLOYEE 

PRODUCTIVITY

Introduction

The objectives of companies connected with generating profit and building 
competitive advantage constitute a topic of ongoing decisions about the mechanisms 
and determinants of effective and efficient ways of obtaining it [Ostroff, Bowen, 2016: 
196–214]. In the literature the organizations’ productivity has been classified in three 
fundamental groups [Jiang et.al., 2012: 1264–1294]: HMR results such as: employees’ 
skills, employees’ attitudes and behavior; operational results such as: productivity, 
growth and creativity [Wojtczuk-Turek, 2016]; as well as financial results such as: 
sale growth, return on equity, return on assets [Tsai, 2006: 1512–1530; Kątnik, 2011: 
143–160]. Literature emphasizes that the growth of organizational productivity 
level is possible thanks to individual employee’s productivity. This process refers 
to, among others, management by results, which, according to Pocztowski, may be 
considered from various points of view, the result of which are different definitions of 
efficiency such as efficiency, effectiveness, productivity and approach to the efficiency 
management process [Pocztowski, 2008].

The early research of the influence of HRM on financial results tried to assess 
statistically whether particular HRM practices and systems of practices have a direct 
influence on the results obtained by organizations. However, this research did 

* Anna Rogozińska-Pawełczyk, Ph.D., Full Professor – University of Lodz.
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not include mediating variables between HRM and employees’ results. Then, few 
models were suggested [Boselie, et al., 2005: 67–94] assuming that HRM results 
affect operational results and they have influence on financial results. Despite the 
fact that positive relationships were noticed between HRM and results obtained by 
organizations, discussions continue why this relationship may be efficient [Wright 
et al., 2005: 409–446].

HRM and in particular highly effective HRM systems are significant for stimulating 
employee productivity [Wall, Wood, 2005: 429–462]. It is so because functioning 
of a highly effective HRM system is directed not only on strengthening desired 
employees’ behavior but also on shaping opinions, attitudes and hierarchy of values. 
Shaping the attitudes and behavior of employees is determined by the psychological 
contract understood as unwritten agreement between an employee and an employer, 
idiosyncratic set of mutual promises, expectations and obligations of an employee 
and organization [Rousseau, 1989: 121–139].

The aim of this article is to analyze employee productivity in the area of independent 
and intervening variables. At the empirical level this aim was performed in a form 
of a quantitative research referring to the relationship between highly effective 
HRM systems and employee productivity. Both a direct influence of highly effective 
HRM systems on employee productivity as well as indirect influence by realizing the 
assumptions of the psychological contract, which is a mediator in a tested relationship, 
were assumed.

1.  Towards shaping employee productivity 
– theoretical and empirical frames

Theoretical concept of proposed research was based on a concept of shaping 
employee productivity presented by Guest [2011: 3–13] and Zhang and Morris [2014: 
68–90]. Taking into consideration the assessment of results obtained by employees at 
the work process, it is important to state that company productivity is also connected 
with the level of human capital. Therefore, the theories from the area of behavior and 
approach based on results [Aguinis et al., 2016: 3–66] constitute the basis to explain 
the selection of particular variables being measurable factors determining employee 
productivity. They refer to the measures of individual behavior as well as to indicators of 
collected results based on various groups obtaining employee productivity. According 
to test results of Delaney and Huselid [Delaney, Huselid, 1996: 949–969] and Klassen, 
Russel and Chrisman [Klassen et al., 1998: 1–18] following indicators should be used 
to assess individual productivity: productivity, efficiency, effectiveness and efficacy. 
Due to the fact that there are no precise and unanimous semantic borders in using 
the above terms, only efficiency was used as an element of employee productivity 
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assessment. The term of efficiency means the rate at which employee achieves aims 
indicated by an organization; productivity is the rate at which employee minimizes 
expenses and maximizes profits obtained at work process. As it was mentioned above, 
the attention is paid to subjective aspects and approach referring to characteristics, 
behavior and results connected with performed work [Pocztowski, 2008]. Therefore, 
three next measures to assess employee productivity are: development which equals 
the rate at which an employee develops in order to meet future chances and challenges; 
innovativeness means the rate at which an employee is able to create new ideas and 
process improvements in order to increase competitiveness and quality is the rate at 
which an employee is able to create the biggest number of ideas/products/services of 
the highest quality. The emphasis of the aspect of result and stressing the significance 
of values and benefits which the effects achieved by an employee bring confirms that 
it is justified to use these measures [Wojtczuk-Turek, 2016].

Highly effective HRM systems in organizations create HRM content, process 
and climate which are connected with each other [Bowen, Ostroff, 2004: 203–221]. 
HRM system content refers to policy and set of HRM practices thanks to which 
organizations may improve the choice, maintain, develop and use human capital 
in order to achieve strategic objectives of an organization [Boselie et al., 2005: 
67–94]. HRM content is mainly connected with HRM practices when it comes 
to attracting and employing suitable candidates, directed development of human 
resources, applying suitable remuneration policy in order to keep and motivate 
employees in an organization, as well as to maintain positive relationships with 
co-employees [Boxall et al., 2011: 1504–1532]. HRM process refers to the way 
in which particular HRM practices are submitted to employees [Li et al., 2011: 
1825–1842]. It means that although employers intend to provide HRM practices 
in order to obtain a particular aim, employees perceive the meaning of these personal 
practices in an individual way. According to Bowen and Ostroff [2004: 203–221], 
the system of proper submission of information about HRM practices should be 
characterized with three qualities in order to be effective, namely: distinctiveness, 
cohesion and consensus. Distinctiveness means a distinction of a relationship of 
events-effects in an organization in order to draw attention and interest of employees 
to an introduced HRM practice. Cohesion means a distinction of a relationship 
of events – effects in an organization in order to cause relationships between the 
time in which the practices are submitted to employees to whom the practices are 
directed and situational context. Consensus is connected with the features providing 
the agreement of employees’ views concerning the relationship event-effect of the 
introduction of particular HRM practices. Taking the above into consideration, 
highly effective HRM system may be regarded as strong in an organization if it has 
following features: distinctiveness, cohesion and consensus. Thus, the strong system 
provides employees with common understanding and interpretation of the initiated 
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HRM practices, shaping at the same time positive attitudes and behaviors which 
affects organizational results in a positive way.

Taking into consideration HRM content and process, the attention should be paid 
to HRM climate constituting real distinction between introducing HRM practice by 
an organization and the way how these practices are experienced/felt by employees 
[Kinnie et al., 2005: 9–29]. HRM climate reflects the type of atmosphere in the 
organizational environment felt and subjectively assessed by employees, oriented 
on organizational efficiency and effectiveness [Wudarzewski, 2016]. It suggests that 
employees may understand individual HRM practices, which means that they may 
interpret the same practices initiated by an organization in a different way. In the 
situation when the perception of practices is similar for employees and when there 
is strong HRM climate, it may be expected that the employees will present desired 
organizational behavior. Moreover, Bowen and Ostroff [2004: 203–221] suggest that 
the methods of submitting information about initiated HRM practices (i.e., HRM 
process) lead to the creation of relationships between current practices (i.e., HRM 
content) and experienced HRM practices (i.e., HRM climate). On the other hand, 
Li et al. [2011: 1825–184] suggest that HRM process inhibits relationships between 
current and experienced HRM practices, claiming that employees perceive events 
in a similar way in strong HRM systems, creating similar expectations concerning 
HRM practices.

The present knowledge refers to the set of key issues connected with the explanation 
of the relationship between HRM and organizational results. Some scientists emphasized 
the impact of particular HRM practices whereas the others tested particular HRM 
practices or systems. The supporters of system approach to HRM practices claimed 
that the sets of similar aggregate practices are more effective in obtaining better 
work results [Lepak, Shaw, 2008: 1486–1499]. The created systems concentrated 
on increasing employees’ involvement in organization and on adapting employees’ 
interests to company interests or raising employees’ skills and motivation (i.e., high 
effective work practices or high effective HMR systems) [Huselid, 1995: 635–672; 
Lepak et al., 2007: 180–194] in order to improve company results. Highly effective 
HRM systems are also connected directly with the effects of employees’ work and 
with results at organizational level [Boxall et al., 2011: 1504–1532; Katou, 2015: 
1012–1033]. Theoretically, the influence of highly effective HRM systems on both 
individual and organizational results [Bowen, Ostroff, 2004: 203–221] suggest that 
they constitute the mechanism which creates commonly shared opinions as well as 
shapes attitudes and behaviors among employees within satisfying the provisions of 
the psychological contract [Bowen, Ostroff, 2004: 203–221].

The subsequent theoretical concept used while carrying out research is fulfilling 
the psychological contract existing when an employer satisfies the promises which 
condition fulfilling the promises declared by employees. Social exchange between 
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employee and employer and the norm of mutuality accompanying it constitute 
theoretical frameworks of precising the scope of the psychological contract performance 
[Rousseau, 1989: 121–139]. The literature concerning the psychological contract 
indicates that the process of the psychological contract performance means creating 
a temporary cognitive scheme according to which employees and employers assess 
individually what is acceptable in the situations of change and which of possible 
deviations from previous arrangements exceed some cognitive borders of acceptance 
[Schalk, Roe, 2007: 167–182]. The state of balance which is obtained by the assessment 
of the rate at which mutually expectations and obligations are satisfied is desirable. 
Should both participants of the exchange appreciate what they receive in exchange, 
and should the employer fulfil his promises, the employees are satisfied, involved and 
motivated to work [Coyle-Shapiro et al., 2007: 166–179].

So as to understand the relationship between highly effective HRM systems and 
employee productivity in a better way, scientists started to consider intervening 
variables which connect personal practices and organizational results and help 
to explain this relationship [Ramsey et al., 2000: 501–531]. Boselie et al. [2005: 
67–94] suggested employees’ satisfaction, motivation, involvement, trust as well 
as social climate between employees and management as intervening variables. 
Ramsey et al. [2000: 501–531] tested employees’ involvement as intervening variable 
between HPWS and organizational efficiency but they did not manage to determine 
mediating effect. The research conducted so far showed connection of particular 
HRM practices or systems with the psychological contract [Uen et al., 2009: 215–223]. 
The psychological contract is also correlated positively with employees’ attitudes 
and behaviors [Rogozińska-Pawełczyk, 2016] and these, on the other hand, affect 
the obtained organizational results [Turnley et al., 2003: 187–206]. Taking this 
argumentation, it was assumed in the research procedure that the psychological 
contract may be an intervening variable which helps highly effective HRM systems 
to shape employee productivity.

2. Methodology of the conducted research

Research issues

The purpose of the quantitative research was to determine the relationship between 
highly effective HRM systems and employee productivity with the assumption of an 
intermediary role of the psychological contract. Following research questions were 
formulated in connection with the research issue:

 � Is there a positive relationship between highly effective HRM systems and employee 
productivity?
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 � Does satisfying psychological contract constitute a mediator in the relationship 
between highly effective HRM systems and employee productivity?
In order to verify the raised research questions and specify the dependencies between 

variables as well as to test the mediation effect, correlation and multiple regression 
analysis was performed with the use of QUADAS package. The significance level for 
correlation was p < 0.05 and p < 0.01. Regression models with 5,000 bootstrapping 
were used to quantify the effects of mediation. Also the SEM method (structural 
equation modelling) included in STATA package in version SE was used in the 
research procedure [Preacher, Hayes, 2004: 717–731].

Research sample

Research had a national character and its subjects were managers and employees 
employed in eight financial institutions including three banks, two pension societies, 
one insurance company and two brokerage houses. In total 364 persons were tested, 
including 193 women and 171 men. Average age of respondents was 35 years, 
SD = 10.16. Research included 287 employees of middle level, consisting of 167 women 
and 120 men and 77 managers including 26 women and 51 men, took part in the 
research.

Research tools

Research was conducted with the use of computer-assisted telephone interviewing 
(CATI) technique providing respondents with anonymity. Following set of diagnostic 
tools was used to measure the variables:

Highly effective HRM system – empirical indicators of highly effective HRM 
system such as: HRM content, process and climate were subject of the measurement. 
Construction of three research tools was connected with the conceptualization of 
high performance work systems [Lepak et al., 2007: 180–194].

Content – (currently applied HRM practices) the adaptation of statements coming 
from tools to test HRM practices were used to measure this variable [Tsai, 2006: 
1512–1530]. Following practices were separated on the basis of the exploratory 
factor analysis: motivating, training and professional development, remuneration 
based on results and assessment of employee productivity. Each of the mentioned 
practices consisted of three items. The system of giving response based on 5-point 
Likert scale is used in the tool, where 1 is “I strongly disagree” and 5 – “I strongly 
agree”. Parameters of the tool reliability amount to Cronabach’s α = 0.78.

Process – construction of this variable was based on three subscales: distinctiveness, 
cohesion and consensus [Bowen, Ostroff, 2004: 202–221]. Each subscale included 
respectively: for distinctiveness – thirteen items, for cohesion – eleven items and 
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for consensus – sixteen items. Adaptation of statements stemming from the tool 
measuring the strength of HRM system by Delmotte et al. [2007] was used at drawing 
up positions in each subscale. Positions for each subscale were measured on 5-point 
Likert scale, where 1 is “I strongly disagree” and 5 – “I strongly agree”. Cronabach’s 
α is characterized with high reliability and amounts to 0.89.

HR climate – (practices as experienced ones) the assessment of this variable 
was performed with the use of four subscales of HRM practices separated during 
the exploratory factor analysis: motivating, training and professional development, 
remuneration based on results and assessment of employee productivity to conceptualize 
the tool testing the level of employees’ satisfaction from HRM practices, drawn up by 
the research group led by Kinnie [Kinnie et al., 2005: 9–29]. Each of the mentioned 
practices consisted of three items which contrary to the content (using current 
HRM practices) referred to the assessment of employees’ satisfaction with the HRM 
practices initiated by an organization. Positions for each subscale were measured on 
5-point Likert scale, where 1 is “at all” and 5 – “at a very big rate”. Tool reliability was 
assessed with the Cronbach’s α amounting to 0.81.

Fulfilling the psychological contract – was assessed on the basis of the adaptation 
of ten items diagnosing two subscales: fulfilling employer’s promises and fulfilling 
employee’s promises. Classification was conducted on the basis of the categorization 
system used by Thompson and Hart [2006: 229–241]. System of providing responses 
was based on 5-point Likert scale, where 1 is “at all” and 5 – “at a very big rate”.

Employee productivity – diagnosed with the use of fifteen items (attributed to four 
subscales: efficiency, productivity, development, innovativeness and quality) done by 
the author in relation to the conceptualization of the measure of employee productivity 
by Delaney and Huselid [1996: 949–969] and Klassen et al. [1998: 1–18]. Parameters 
of tool reliability amount to Cronbach’s α = 0.89. System of giving responses based on 
5-point Likert scale was used, where 1 means “I strongly disagree” and 5 – “I strongly 
agree”.

3. Research results

Calculating the values of correlation indicators for particular variables constituted 
the starting point of the analysis of the obtained results. On the basis of the conducted 
correlation analysis it may be stated that employee productivity is connected with 
both highly effective HRM systems in aggregated approach (compare Table 1) as 
well as in division into particular subscales of tested variables and the strength of 
the connection of these relationships is at a moderate level.
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Table 1. Values of correlation indicators for tested variables

Variables

W
ES

-H
RM

Co
nt

en
t

Pr
oc

es
s

Cl
im

at
e

Fu
lfi

lli
ng

 th
e 

ps
yc

ho
lo

gi
ca

l c
on

tr
ac

t 
by

 e
m

pl
oy

ee
s

Fu
lfi

lli
ng

 th
e 

ps
yc

ho
lo

gi
ca

l c
on

tr
ac

t 
by

 e
m

pl
oy

er
s

Em
pl

oy
ee

 
pr

od
uc

tiv
ity

WES-ZZL 1

Content 0.43** 1

Process 0.51** 0.17** 1

Climate 0.64** 0.41** 0.39** 1

Fulfilling the psychological 
contract by employees 0.78** 0.54** 0.38** 0.32** 1

Fulfilling the psychological 
contract by employers 0.69** 0.45** 0.31** 0.24** 0.49** 1

Employee productivity 0.63** 0.69** 0.44** 0.39** 0.39** 0.33** 1

* p < 0.05; ** p < 0.01; *** p < 0.001.
Source: own study based on the conducted research.

Positive relationship of highly effective HRM systems with employee productivity 
was noticed (r = 0.63; p < 0.01). Taking into consideration the relationship of employee 
productivity with the elements of highly effective HRM systems, a significant connection 
with all their dimensions may be noticed: with content (r = 0.60; p < 0.01), process 
(r = 0.44; p < 0.01) and climate (r = 0.39; p < 0.01). Considering the particular variables 
of three dimensions of highly effective HRM systems, their relationship to the highly 
effective HRM systems is moderate. Taking the above into consideration, highly 
effective HRM systems connect positively with all tested variables: content (r = 0.43; 
p < 0.01), process (r = 0.51; p < 0.01) and climate (r = 0.64; p < 0.01). The research 
confirms the evidence of mutual connection of HRM practices (content) currently 
introduced by an organization with the way of submitting information about initiated 
HRM practices (process) with the significance which employees attribute to the 
introduced HRM practices (climate) [Katou, 2015: 1012–1033].

From the raised research questions perspective, also the relationships between an 
independent variable and mediators i.e., fulfilling the assumptions of the psychological 
contract, are significant. It turned out that the aggregated variable in a form of highly 
effective HRM systems correlates positively with both fulfilling the psychological 
contract by employees (r = 0.78; p < 0.01) as well as employers (r = 0.69; p < 0.01). 
Similarly, positive correlation of moderate significance was noticed between all variables 
of highly effective HRM systems and fulfilling the assumptions of the psychological 
contract by employees and employers; the positive relationship was noticed between 
fulfilling the psychological contract by employers and content (r = 0.45; p < 0.01), 
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process (r = 0.31; p < 0.01) and climate (r = 0.24; p < 0.01) as well as between fulfilling 
the psychological contract by employees and content (r = 0.54; p < 0.01), process 
(r = 0.38; p < 0.01) and climate (r = 0.32; p < 0.01). Simultaneously, the aggregated 
employee productivity is positively related with fulfilling the psychological contract by 
employers (r = 0.33; p < 0.01) and by employees (r = 0.39; p < 0.01). Moreover, fulfilling 
the psychological contract by employers has a moderately positive correlation with 
fulfilling the psychological contract by employees (r = 0.49; p < 0.01), which shows 
an existing equilibrium in fulfilling the assumption of the psychological contract by 
both parties of the contract and supports the existing evidence to the fact that when 
employees feel that the employer fulfills the promises made to them, then they are 
satisfied, involved and motivated to work [Coyle-Shapiro, Shore, 2007: 166–179].

In order to determine the type of dependencies between employee productivity 
and highly effective HRM systems and to test the mediation effect of fulfilling the 
assumptions of the psychological contract by employees and employers, stepwise 
regression analysis was performed. Additionally, a mediation model was constructed 
to test fulfilling the psychological contract being an intervening variable in relationship 
between highly effective HRM systems and employee productivity. Thus, the postulated 
model assumed both a direct influence as well as the indirect one of highly effective 
HRM systems on employee productivity. Table 2 presents the summary of the analysis 
results.

Table 2.  The results of the regression analysis to explain the increase 
in employee productivity

Variables Model 1 Model 2

Independent variable: highly effective HRM systems 0.495*** 0.621***

Mediating variable: fulfilling the psychological contract – 0.706***

R² 0.25 0.24

ΔR² 0.20 0.26

F 19.289*** 36.492***

* p < 0.05; ** p < 0.01; *** p < 0.001.
Source: own study based on the conducted research.

Two independent regression models were constructed to determine a direct and 
indirect influence of highly effective HRM systems on employee productivity. It turns 
out that both regression models are well adapted to the data and statistically significant 
(Model 1: F = 19.289; p < 0.01, Model 2: F = 36.492; p < 0.001). The direct and indirect 
influence was verified with the use of bootstrapping procedure. On the basis of the 
carried out analysis it is possible to state that highly effective HRM systems explain 
the increase in employee productivity in a direct and indirect way. Model 1 proves that 
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the increase in employee productivity of employees in an organization as a result of 
the action of highly effective HRM system is of direct character (β = 0.495; p < 0.01) 
i.e., the stronger the elements of highly effective HRM systems are expressed, the 
higher employee productivity gets. The mediator (fulfilling the psychological contract 
by employees and employers) was introduced to the model in the second step of 
regression. In this case, the increase in the value of highly effective HRM systems was 
noticed in relationship to employee productivity. The conducted mediating analysis 
indicates both the significant relationship of a mediator (fulfilling the psychological 
contract) with employee productivity as well as with highly effective HRM systems. 
Increase in employee productivity as an outcome of highly effective HRM systems’ 
functioning is performed indirectly (β = 0.706; p < 0.001) through a mediating role 
of fulfilling the assumptions of the psychological contract.

On this basis, it is possible to say that highly effective HRM systems have both 
direct and indirect effect, whereas an indirect influence has a significant effect. 
Thus, application of highly effective HRM systems induces employee productivity 
mainly in situations when the assumptions of the psychological contract are fulfilled 
by employees and employers. The above results make it possible to refer to raised 
research questions which were confirmed empirically and can be confirmed on the 
basis of the presented analyses.

Performed analysis with the use of structural equation modeling (SEM) also 
confirms the above outcomes. Estimating the model, highly effective HRM systems 
– as an explanatory variable, fulfilling the psychological contract – as an intervening 
variable and employee productivity – as an explained variable. The model is well 
adapted to the data (χ2 = 6.250, df = 1, p-value = 0.000, RMSEA =  0.026, NFI = 0.891, 
CFI = 0.911, GFI = 0.856, SRMR = 0.016) and particular variables explain the tested 
dependencies in a significant way. The graphic presentation of the dependency path 
between variables is presented in Figure 1.

Figure 1.  The model of tested dependencies between highly effective HRM systems 
and employee productivity with the consideration of fulfilling the 
psychological contract by employees and employers as a mediating variable

Fulfilling the
psychological contract 

Highly effective
HRM systems 

Employee
productivity 

0.590.65

0.43

Source: own study based on the conducted research.
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It is possible to state, based on the presented model, that employee productivity is 
directly connected with highly effective HRM systems. The significant mediation effect 
can be noticed – fulfilling the psychological contract by employees and employers 
mediates in the relationship between highly effective HRM systems and employee 
productivity.

Conclusions

The presented analysis of the results of the carried out quantitative research 
confirmed the dependencies between highly effective HRM systems in an organization 
and employee productivity. In particular, this research, concentrating on the integrated 
approach to highly effective HRM systems which influence employee productivity, 
confirms the results of research carried out by other scientists: Bowen and Ostroff 
[2004: 203–221] and Katou [2015: 1012–1033]. It confirms the view that highly effective 
HRM systems constitute an important factor enforcing the mutual perception of 
employees towards the HRM practices in an organization, which in turn influences 
their productivity.

In conclusion, the direct relationship of highly effective HRM systems with 
employee productivity should be indicated, as well as the direct relationship in which 
fulfilling the assumption arising from the psychological contract is significant. 
The importance of fulfilling the psychological contract in obtaining employee 
productivity proved in the research suggests using this variable as a reliable mediator 
in the relationships of highly effective HRM systems and employee productivity. 
Moreover, shaping the employee productivity shows some dynamics in the way 
of employee’s functioning in an organization and that the changes in the area of 
resources and requirements are performed not only at an organizational level but 
also at an individual one.

The analysis of employee productivity in connection with testing its conditions 
may contribute to formulating the recommendations concerning human management. 
Due to the proved argument that HRM content, process and climate create an 
integrated HRM system which influences employee productivity, managers should 
pay greater attention to the fact that combinations of HRM practices within initiated 
systems would become clearer and more noticeable, understandable and univocal 
to understand its contents for employees and significant i.e., helpful in obtaining 
objectives by employees.

At the same time, highly effective HRM systems should become more important for 
employees and also particular HRM practices should be understood and interpreted 
similarly or equally, in accordance with the HR department intentions. The research 
fulfilled the expectations connected with management practices in companies where 
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the importance of psychological contracts in obtaining employee productivity is 
stressed and fulfilling the psychological contract may serve as an intervening variable 
in the relationships with highly effective HRM systems.

Summing up, this research paper may constitute a useful starting point for future 
research which would verify and extend the current results on a representative 
research sample.
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SIGNIFICANCE OF THE PSYCHOLOGICAL CONTRACT FOR 
THE RELATIONSHIP BETWEEN HIGH EFFECTIVE HRM SYSTEMS 
AND EMPLOYEE PRODUCTIVITY

Abstract

The aim of the article is to analyze employee productivity based on independent and 
intermediary variables. Both the literature and the empirical studies devoted to relations 
between the main predictor – the highly effective HRM systems and employee productivity, 
including mediation of fulfilling the assumptions of the psychological contract, were used 
to achieve the goal. Based on the research, it was found that the highly effective HRM systems 
(expressed by content, process and climate) affect employee productivity, both directly and 
indirectly – through the intermediary role of a psychological contract (expressed by employer 
and employees as part of mutual promises fulfillment).

Keywords: highly effective hrm systems, employee productivity, 
psychological contract, fulfillment of the psychological 
contract

Jel classification codes: M12, M51, G41
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ZNACZENIE KONTRAKTU PSYCHOLOGICZNEGO DLA 
ZWIĄZKU MIĘDZY WYSOCE EFEKTYWNYMI SYSTEMAMI ZZL 
A WYDAJNOŚCIĄ PRACY PRACOWNIKÓW

Streszczenie

Celem artykułu jest analiza wydajności pracowniczej na podstawie zmiennych nieza-
leżnych i pośredniczących. Realizacji celu służą zarówno studia literatury przedmiotu, jak 
i przeprowadzone badania empiryczne poświęcone relacjom pomiędzy wysoce efektywnymi 
systemami ZZL a wydajnością pracowników, z uwzględnieniem efektu mediacji wypełnie-
nia założeń kontraktu psychologicznego. Na podstawie przeprowadzonych badań własnych 
stwierdzono, że wysoce efektywne systemy ZZL (wyrażone zawartością, procesem i klima-
tem) wpływają na zwiększanie wydajności pracowników zarówno w sposób bezpośredni, 
jak i pośredni – poprzez pośredniczącą rolę kontraktu psychologicznego (wyrażonego przez 
pracodawcę i pracowników w ramach spełnienia obopólnych obietnic).

Słowa kluczowe: wysoce efektywne systemy zzl, wydajność pracy 
pracowników, kontrakt psychologiczny, wypełnianie założeń 
kontraktu psychologicznego

Kody klasyfikacji jel: M12, M51, G41
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DETERMINANTS AND CONDITIONS 
OF THE PERSONNEL FUNCTION 

WHICH SHAPE A SENSE 
OF PROFESSIONAL SATISFACTION 

– A COMPARATIVE ANALYSIS

Introduction

Contemporary determinants of changes in the functioning of the organization 
are closely related to the transformation in the area of human resource management. 
In the human capital model, when discussing these changes, attention is paid to the 
integration of organizational goals with individual goals and the needs of employees 
[Listwan, 2010: 23–32]. The strategic approach to achieving this dependence is 
manifested in the implementation of modern and highly efficient HR management 
processes, HPWS or HPO. Within the scope of these approaches, the quality of 
personnel function implementation should be reflected in a wide range of indirect 
and direct organizational goals, and through high levels of personnel controlling 
indicators [Nowak, 2014]. One of such areas should involve satisfaction of employees. 
This is a long-term strategic goal of the personnel function based on an increase 
in engagement associated with a positive perception of their professional role in the 
context of appropriate incentives [Juchnowicz, 2012: 11–12]. However, very often 
in practice and in the literature, the identification of the level of professional satisfaction 
is limited to the diagnosis of the impact of certain motivating tools [Borowska-Pietrzak, 
2014: 57]. In the systemic approach, assessing the impact of HRM policy on the level 
of commitment or job satisfaction [Dyduch, Bratnicka, 2014: 65–57] becomes an 
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important issue. The aim of this research is an attempt to diagnose the level of job 
satisfaction in the context of wider determinants that may indicate a holistic evaluation 
of the personnel strategy in a given organization.

This article presents a comparative analysis of the results of employee satisfaction 
study in the context of selected HRM determinants in various types of organizations 
and industries. It was assumed that objective attributes of the sense of professional 
satisfaction (in the form of variables shaping the nominal quality of the personnel 
function) affect the perception of the subjective feeling of satisfaction with work. 
On the basis of this assumption, the following research problems were posed – does 
the potential high quality of the personnel function translate into a high sense 
of employee satisfaction? Therefore, the main cognitive objective of the adopted 
research was an attempt to identify the occurrence of the potential impact of selected 
determinants of the quality of the personnel function on the results and distributions 
of the acquired indicators of job satisfaction. Satisfaction level study was conducted 
in the following types of organizations: municipal company of services for the city, 
university, secondary education school, business organizations (trade, finances, 
production), nationwide law firm, cultural institution (choirs in the operas), and 
poviat local government office. The selected determinants based on the HPWS and 
HPO concepts were assumed as the foundation of the contractual assessment of the 
personnel function value. Against this background, the analysis of differences and 
similarities between the surveyed entities in the context of obtained satisfaction 
indicators was interpreted in the last part of the paper. For this measurement, the 
methodology for the identification of the attributes of the sense of satisfaction was 
used – according to the author’s P. A. S. Z. tool [Borowska-Pietrzak, 2014].

1.  Evaluation of the quality of the personnel function 
based on the HPWS concept

In the light of the above premises, the conceptual scope of selecting the criteria for 
assessing the level of HRM implementation will be briefly outlined. Only such resources 
that are difficult to imitate can be a source of competitive advantage, in addition with 
a high level of satisfaction. The approach that falls under the trend of such conditions 
– that can potentially shape high quality of human resource management is the concept 
of High Potential Work Systems (HPWS), based on high work efficiency while satisfying 
the needs of employees [Borkowska, 2007: 33–37]. The HPWS process can be defined 
as a combination of multidimensional HR practices, coherent organization of work and 
processes that allow one to maximize employee knowledge and skills. Summing up the 
HPWS concept, it should be emphasized that there are concepts of High Performance 
Organization (HPO), which correspond with the evaluation of the organization in the 
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context of the new economy. According to its creators [Waal, Covert, 2007; Lawler, 1996; 
Holbeche, 2003], a modern organization that wants to achieve a competitive advantage 
based on high work efficiency should be characterized by:

 � Adjustment of strategies and management methods, harmonization of the 
main attributes of the organization: strategy, structure, processes, people and 
remuneration,

 � Teamwork in an open organizational culture, organization based on values (CSR), 
building a trust relationship between employees based on the “walk the talk” 
philosophy, type of fair play with employees,

 � Controlling of personnel decisions, employee opinion survey, collecting data 
allowing to quickly and effectively evaluate personnel and business practices,

 � Focus on results and speed of decision-making, stimulating employees to achieve 
a stable level of results,

 � Talent management in order to trigger creativity and increase the professional 
potential of employees,

 � Openness to changes and flexibility of behavior, adaptability, building organizational 
structures without borders, using the diversity of organizations,

 � Focus on communication and knowledge sharing, developing innovative attitudes,
 � Creating a friendly environment in order to match the expectations and needs of 

the employer and employee,
 � Reorientation in the field of leadership, increased importance of the leadership 

role, emphasis on seeking a balance between focusing on results and people,
 � Developing involvement and co-participation and inclusion of employees in the 

decision-making processes (High Involvement Organization) through an even 
distribution of information, knowledge, power and rewards in the organization, 
promoting practices related to shaping awareness and understanding of business, 
organization strategies, creating motivation systems based on the results of the 
organization and with building participative decision systems.
Assuming the understanding of the effectiveness of the personnel function as 

the optimal and related achievement of the organization’s and employee’s goals 
[Listwan, 2010: 12–15], the systemic approach to HRM, understood as the whole 
of a well thought-out program of achieving measurable results, is emphasized. The 
features that distinguish this approach from the personnel function are the strategic 
integration of personnel activities with the organization’s strategy, triggering the 
commitment and attachment of employees to the organization, and consequently, 
achieving high results, flexibility based on the multifunctionality and adaptability of 
employee qualifications and the quality of the final effects.

Therefore, HPWS means a specific combination of HRM practices, forms of work 
organization and processes that increase employee knowledge, skills, commitment 
and flexibility [Snell, Bohlander, 2004: 690]. This approach to human resource 
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management in the organization becomes unique and resistant to imitations of the 
achieved practices. HRM is the most difficult system to copy, as a source of achieving 
competitive advantage, when it is accompanied by a high level of job satisfaction 
[Strużyna, 2005: 36]. Based on the above considerations, a synthetic research model will 
be presented below, in which an attempt was made to indicate objective determinants of 
the implementation of a personnel function in an organization that could be the basis 
for a synthetic generalization of the quality assessment of personnel practices. Against 
this background, the results of satisfaction surveys in nine surveyed organizations 
will be discussed and interpreted.

2.  Research model – determinants of the quality  
of the personnel function

In connection with the adopted HPWS assumptions, we proposed the following 
model of quality assessment of the implementation of the personnel function in the 
surveyed organizations. On the basis of interviews with the management staff and 
selected employees in the surveyed organizations, the following set of organizational 
factors established in the HPWS, HPO concepts, or relating to the human capital 
management model was adopted. The author is aware that the representative and 
finite set of factors shaping the effectiveness of human resource management is 
much more complex and ambiguous in simple definition, if possible for precise 
quantification [Kawka, 2014: 96–138; Listwan, 2008: 23–37]. Hence, a list of selected 
(and identifiable) determinants is proposed, which do not exhaust the entire set of 
possible attributes, but nevertheless fit into the assumptions for the measurement of 
the quality of human capital model in the organization [Kunasz, 2007: 263].

Referring to the normative assumptions of shaping the HRM quality in the adopted 
models, a generalized division into the low and high impact range can be made, 
granting them an arbitrarily low and high level. Due to the large scope of declarations 
of data obtained from the respondents, and thus a high level of generality of the data 
so obtained, the simplest dichotomous rating scale of the given factor was introduced 
– in the high = [1] and low = [0] scope. On this basis, eight determinants [DN], were 
adopted, because so many variables based on the HPWS philosophy were identified 
during the interviews with the managerial staff of the companies and institutions 
under study. The criteria for the assessment of the personnel function accepted in the 
studies are presented below, together with a descriptive scale of their assessment 
[value DN low = 0, value DN high = 1]:
1. – CRS approach in the surveyed organization’s development strategy [exists, does 

not exist],
2. – formalized and implemented personnel strategy [lacks, exists],
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3. – importance of the HR departments in the organizational development strategy 
[low, high],

4. – instrumental dimension of the personnel function [non-advanced, advanced],
5. – implementing methods of personnel controlling [low level, high level],
6. – level of expenditures and involvement in the employee development [low, high],
7. – organization based on knowledge [low level, high level],
8. – trade unions [exist, do not exist].

The research was carried out, taking care of diversification in terms of industry, 
structure and market in the period of two years 2016–2018 in the following institutions 
and enterprises. These are large organizations with a very diverse nature of activities, 
organizational structures and represent a wide range of generic industries. The 
surveyed sample included institutions and companies located in various parts of 
Poland, in majority in large cities1. In total, about 750 employees were studied, both 
executive and managerial, structured as follows:

 � Trade company (FH) – 133 employees,
 � Chemical production company (FC) – 88 employees,
 � Financial services company (FF) – 82 employees,
 � Institution of culture (IK) – 70 employees,
 � Municipal company of services for the city (SK) – 92 employees,
 � Law firm (KP) – 78 employees,
 � Secondary education school (SP) – 55 employees,
 � University (UW) – 76 employees,
 � Self-government office (US) – 73 employees.

The table below presents the contractual level of quality assessment of personnel 
function implementation in the surveyed organizations in accordance with the 
principles of the proposed research model. This is the sum of the obtained valuation 
points of eight selected DN determinants in the assumed research model. Indication 
of a particular value took place on the basis of the expert panel method based on 
interviews with the management staff or representatives of the ownership bodies of 
the surveyed organizations. The obtained results on the possible point scale [0–8] 
ranged from [2 to 6], which gave rise to a division into two sets with a conventional 
low and high quality of the personnel function.

In the perspective of the obtained results, it was possible to categorize the examined 
entities with a certain caution to two separate subgroups:

 � Group (A) of the organization with high potential HRM value, where companies 
obtained [6 and 5 points] – i.e., FF, FC, KP and FH organizations,

 � Group (B) of the organization with low potential HRM value, where companies 
obtained [4 and less points] – i.e., SK, UW, IK, SP, US.

1 Warsaw, Gdańsk, Wrocław, Poznań, Legnica, Bydgoszcz, Elbląg, Bolesławiec, Wejherowo.
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Table 1.  Contractual potential level of quality of personnel function implementation 
in the surveyed organizations according to the adopted research model

HRM determinant
Organization D1 D2 D3 D4 D5 D6 D7 D8 Result

FC – group B 1 1 1 1 0 1 0 0 5

FF–group B 1 1 0 1 0 1 1 1 6

FH–group B 1 1 1 1 1 1 0 0 6

IK – group A 0 0 0 0 0 1 1 0 2

KP–group B 1 0 1 0 1 1 1 1 6

SK –group A 0 0 1 1 1 1 0 0 4

SP–group A 0 0 0 0 1 0 1 0 2

US– group A 0 0 1 0 0 0 1 0 2

UW –group A 1 0 0 0 0 1 1 0 3

Source: own study.

Significant attention should be paid to the fact that in such a division of the 
surveyed entities (according to the HRM quality), a very characteristic feature of 
“secondary division” can be distinguished for subgroups A and B. Group A only 
includes commercial companies of the trade law. Group B on the other hand deals only 
with the state’s non-commercial institutions. This is an important premise indicating 
the potential additional conditions (objective attributes) of the satisfaction felt, in the 
form of the nature and area of activity in the surveyed organization. Therefore, 
in the next step of the analysis, the aggregation of the satisfaction test results will be 
proposed to the above two categories: group A – commercial law companies with 
high potential quality of HRM, group B – state and local government institutions 
with potential low quality of HRM.

3.  Comparative analysis of the level of employee 
satisfaction

As it was already mentioned, research goal analyses were carried out based on the 
research results conducted by the author in the years 2014–2018 using the original 
P. A. S. Z. tool2. Measurement concerned the two-component subjective validity of a given 
satisfaction attribute in a single employee’s life, and the evaluation of its application by 
the given employer in the current workplace. Following variables were selected as the 
essential indicators for the comparative analysis of the relationship between the potential 
quality of HRM solutions in the organization and the employee satisfaction level:

2 The detailed research methodology is described, among others, in: Borowska-Pietrzak [2014: 46–62].
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a) The average result of a sense of satisfaction for a given organization, calculated as 
the arithmetic average of the final result of the indicator of the sense of satisfaction 
for all employees surveyed in a given organization3,

b) The highest indicated partial satisfaction attribute for a given organization, 
calculated as the highest value of the obtained product of indicators for a given 
satisfaction attribute in the assessment of its validity in the given employee’s life, 
and evaluation of its application level by the current employer, Table 2 lists the 
number of position of the given attribute in the original P. A. S. Z. questionnaire4,

c) The lowest evaluated partial satisfaction attributes for a given organization, 
calculated as the lowest value of the obtained produce of indicators for a given 
satisfaction attribute in the assessment of its validity in the life of a given employee, 
and evaluation of its application by the current employer, Table 2 lists the number 
of position of the given attribute in the original P. A. S. Z. questionnaire,

d) Diversification of the results of the sense of satisfaction, calculated as a standard 
deviation from the obtained average sum of the sense of satisfaction in the surveyed 
organization, indicating the potential large/small dispersion of results,

e) Max. and min. individual level of the sense of satisfaction for a given organization, 
analyzed as borderline indications, illustrating the width and volatility of attitudes 
(responses) within one organization.
The table below presents a summary of the abovementioned indicators divided 

into two separate groups of the surveyed organizations. Each group was assigned 
with the surveyed subjects in accordance with the adopted value of classification 
points for the class with the nominal high (A) or low (B) level of quality of human 
resource management processes.

For the sake of clarity of the presented data, the wording of individual satisfaction 
attributes, which have been calculated, as those that have the greatest impact (positive and 
negative) on shaping the sense of job satisfaction, are shown. From the comprehensive 
set of 23 items in the questionnaire, 14 dominant factors were identified for the set of 
determinants revealed in the disclosed comparative studies with the numbers:

 � n. 2 – Adequacy of remuneration for the job performed and position held,
 � n. 4 – Non-wage income bonuses obtained on the position (their diversity and 

availability),
 � n. 6 – Leadership style of the supervisor (the way he works),
 � n. 5 – Expressing recognition to an employee on the part of supervisors and 

organizations,
 � n. 8 – Organization of the whole company and its arrangement,
 � n. 11 – Personal direct relations with own supervisor,

3 The range of nominal results of the satisfaction index varies between [–207, +207].
4 In the P. A. S. Z. questionnaire, there are 23 subjective attributes in parts A and B.
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 � n. 12 – Personal direct relations with own colleagues,
 � n. 13 – Variety of tasks performed at the employee’s position,
 � n. 14 – Sense of tasks performed at the employee’s position,
 � n. 15 – Validity of tasks performed at the employee’s position,
 � n. 16 – Level of individual responsibility for the results and manner of the employee’s 

work,
 � n. 19 – Level of independence and autonomy in the work process of the given 

employee,
 � n. 21 – Possibilities of promotion in the structure of the organization,
 � n. 23 – Achieved achievements and professional successes at the position.

Table 2.  Summary of the results of achieved satisfaction levels in the context  
of the research subgroups of the high (A) and low (B) potential quality  
of the personnel function

Dimensions of the analysis of a sense of satisfaction

Medium level 
of satisfaction 

(p.) 

Strengthening 
attributes 
(no. in the 

questionnaire) 

Limiting 
attributes
(no. in the 

questionnaire) 

Intensity of variability of 
results dispersion (p.)

Standard deviation
Mean

Max/Min
(p.) 

Group A +63 n. 14, n.16, n.19 n.2, n.4 69% +175/–168

FF 60 n.12, n. 19 n.2. n.8 78% +175/–69

FC 92 n. 8, n. 19 n. 4, n. 5 36% +160/+8

KP 47 n. 14, n. 16 n. 2, n. 4 95% +150/–53

FH 53 n. 14, n. 16 n. 4, n. 21 92% +170/–168

Group B +41 n. 11, n. 12, n. 19 n.2, n. 4, n. 21 102% +183/–113

SK 45 n. 13, n.15 n. 5, n. 21 95% +183/–63

UW 49 n. 19, n. 23 n.1, n.2 93% +150/–53

IK 13 n. 6, n. 12 n.2, n. 4 400% +119/–113

SP 38 n. 11, n. 19 n. 8, n. 21 81% +132/–44

US 60 n.11, n. 12 n. 4, n. 21 40% +147/–10

Source: own study.

Interpretations of results

Considering the differences in the basic indicator of satisfaction between groups 
A = [+63 p.] and B = [+41 p.], it should be assumed that this is a fairly clear difference 
in the level of declared satisfaction between the surveyed subjects. Therefore, it is 
acceptable to conclude on this basis that the conditions for the implementation 
of modern HRM solutions have a noticeable relationship with the shaping of 
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employee satisfaction. In addition, it should be stated that the factor responsible 
for such a division (into employees more and less satisfied with their work) also 
includes the industry and the form of the surveyed organization. In non-commercial 
institutions owned by the state or local government – on average, the indicator of 
satisfaction was lower than in the case of strictly business organizations, where the 
capital is of private origin. The only exception is the [US] organization, – the poviat 
authority office, which achieved a level of satisfaction at the medium level for group 
A, approx. +60 p. In this particular case, it may result from the fact of a specific 
“clan” organizational culture based on the stability and retention of employment 
unchanged for years. It is also significant that the study took place after the autumn 
local government elections, where the political situation from before the elections was 
maintained, and thus a high sense of employment security appeared for the next few 
years. The opposite conclusions can be drawn by analyzing the results of a sense of 
satisfaction in the same group [B] e.g., in the case of the [IK] organization, in which 
artists and choristers employed full-time in state operas were surveyed. Here, in turn, 
a very low sense of satisfaction with the job was visible. This is an example of an 
organization where a very low level of HRM practices is declared (or even missing) 
by the managers of these entities. This is reflected in a very low average level of 
satisfaction [+13], with the addition of an example of an organization in which up 
to 40% of unite negative indicators of professional satisfaction were obtained. For 
comparison, not even one negative result was obtained in the company producing 
chemical materials included in group [A] [0 indications]! Therefore, it is a company 
which, in the opinion of its managers, is professionalized from year to year in the 
implementation of modern HRM concepts (e.g., it measures human capital value). On 
the other hand, the example of a law firm [KP], which was included in the category 
of entities that implement methods and personnel tools well, indicates the level 
of satisfaction of employed lawyers slightly higher than the average level for non-
business institutions with low prestige of personnel function. This distribution can 
be explained by a specific type of the organization and legal form of such a law firm, 
where the possibility of promotion and raising own value in the formal organizational 
hierarchy is very limited. Nevertheless, in order to achieve a certain generalization, 
the distribution of average satisfaction results for both groups A and B can be the 
evidence of the existence of a relationship between the quality of HR processes in the 
practice of managing employee teams and the perception of their satisfaction with 
employment in such a company or institution.

In addition, when analyzing the distribution of single, individual attributes that 
shape a sense of satisfaction, it should be emphasized that they are rather diversified 
due to the two research groups proposed. In the case of companies with a potential 
high-quality personnel function, the satisfaction factors based on the incentives 
related to responsibility, sense and independence of the performed work dominate 
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positively. Determinants that limit satisfaction in this group of surveyed companies 
included most often inadequate non-wage benefits, lack of recognition or restriction 
of promotion. In turn, in the case of a synthetic assessment of the indicated unit 
attributes for group B, they firstly constitute a different set, and secondly, they are much 
more diverse in relation to each other. This takes place both in the case of the most 
positive and negative indications of the shaping of satisfaction. The factors affecting the 
high level of satisfaction of employees of companies included in the subset of public 
low quality of HRM (group B), may include relations with the supervisor, diversity 
and importance of tasks, achieved successes and independence at work. The most 
daunting attributes included lack of promotion in the structure, lack of adequacy 
of remuneration for the job and position held, or faulty organization of work in the 
surveyed institution. An important additional observation is also the larger (but only 
slightly) degree of differentiation of the indicated attributes in the case of group B, 
especially in the category of sources that increase dissatisfaction. This may prove the 
relationship between effective human resource management, which limits the scope 
of factors that reduce job satisfaction.

It is worth noting that the level of income by principle was not indicated in the 
surveyed organizations as a key attribute. On the other hand, low income has always 
been indicated as an important source of dissatisfaction, but it was recognized 
only once as crucial, and what is interesting – it concerned a specific institution 
[UW] – a university. Attributes directly related to the level of income, both in the 
case of groups A and B were, however, relatively rarely indicated as the first choice 
incentives. This can prove a very wide spectrum of impacts based on non-material 
tools for attitudes and employee behavior in terms of triggering satisfaction or, more 
broadly, towards motivation and commitment systems. What is worth emphasizing, 
in each of the examined cases, attributes related to material gratifications, were 
always included in the category of factors destabilizing the sense of satisfaction at 
a particular employer. No professional group in any of the surveyed organizations 
indicated the level of remuneration as a variable that increases job satisfaction. This 
is the conclusion that justifies e.g., the assumption of a two-factor concept of the 
theory of motivation by F. Herzberg.

The distribution of results in terms of variation and obtained variances of responses, 
in both A and B groups, was in most cases high or very high. Calculating the intensity 
of the variability of satisfaction results, calculated as the quotient of the standard 
deviation in percent, for group A it amounted to over 60%, and for group B even 
over 100%. This proves a very scattered and strongly subjectified assessment of one’s 
own sense of professional satisfaction. It can be assumed that generating averages 
at the level of a given organization, generalizes the results too much. It is better, 
probably to aggregate average satisfaction levels, broken down by occupational, age 
or dependent on other demographic or organizational data. In addition, in each case 
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similar widths of the real ranges of satisfaction scores were obtained (approx. from 
– 150 to + 230 points of differentiation). This may indicate that regardless of the model 
of the personnel function and its quality, or the nature of the company – assessing 
the sense of satisfaction is very subjective in the perspective of a given employee 
and it is sometimes difficult to generalize these results. Standard deviation in both 
groups A and B (and thus high indexes of intensity of differentiation) at a level close 
to the average for a given set proves a quite considerable diversification of individual 
employees’ feelings in this respect. In the case of companies with a higher quality 
personnel policy, there is a smaller diversification. Therefore, it can be assumed that 
through an efficient use of personnel function, a fairly uniform set of attitudes and 
pro-efficiency behaviors can be obtained.

Conclusions

Bearing in mind the accepted constraints and design assumptions of the presented 
research, the author is aware – of quite a large conventionality and declaration of the 
comparative conditions of creating professional satisfaction carried out in this way. On 
the other hand, the results obtained demand a certain range of determinants dividing 
a given set of organizations into different levels of job satisfaction (potentially high 
and low). Thus, the collected data can be considered as objective material in terms 
of inspiration for discussion, further research or the idea of promoting the model of 
human capital, especially in public, local government or state institutions.

Recapitulating the presented results, we can synthetically assume that:
 � there is a connection between the implementation of a modern personnel function 

in the organization and a potential increase in the satisfaction level of employees,
 � individual attributes (sources of perception of well-being) that shape the subjective 

total sense of satisfaction are more diverse than the attributes responsible for 
dropping and limiting contentment,

 � the higher the quality of human resource management, the lower the diversity of 
satisfaction sources, which may indicate a more rational impact of the personnel 
function in the case of its high quality,

 � diversification of the satisfaction levels within the surveyed organizations is 
not significantly dependent on the level of quality of HRM processes, and the 
nature and industry of the organization,

 � in the overall assessment it can be concluded that there is a large diversity of 
individual employee satisfaction levels in each of the surveyed organizations5, while 

5 The rate of differentiation intensity ( × 100%) for the surveyed groups was, respec-
tively, for A = 70%, B = 102%.

Standard deviation
Mean
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positive responses dominate (in low ranges of points), which may be the basis 
for the conclusion that satisfaction is highly subjective and difficult to generalize,

 � income does not determine the satisfaction level in a key way, but the relationship 
between the decrease in satisfaction in the case of becoming aware of the lack 
of adequacy of received wages in relation to the job and position held has been 
confirmed.
Summarizing the above, the model of human capital management generates 

sources of competitive advantage of the organization by triggering effective employee 
attitudes in the work process. Results of the described research indicate that it is 
possible to achieve professional satisfaction with a high degree of certainty. This is 
why it is worth taking care of it, and with full confidence promote solutions in practice 
that enhance and strengthen the positive increase in the sense of satisfaction with 
own workplace. Effective and strategic human resource management is one of the 
best ideas to achieve this.

References
[1] Borkowska S. [2007], Remuneration for effects in highly effective HRM systems, in: 

Systems of highly effective work, IPiSS, Warsaw.

[2] Borowska-Pietrzak A. [2014], Measurement of the sense of professional satisfaction. 
The results of pilot studies, in: Success in HR management. Diversity in human capital 
management – approaches, methods, tools, vol. 2, M. Stor, A. Fornalczyk (eds.), Management 
and psychological problems, University of Economics Publishing House in Wroclaw.

[3] Dyduch W., Bratnicka K. [2014], A re-look at the social capital of the organization, 
Organization and Management 1A.

[4] Holbeche L. [2003], Understanding Change, Butterworth-Heinemann, Oxford.

[5] Juchnowicz M. [2012], Employees’ commitment. Ways of assessment and motivation, 
PWE, Warszawa.

[6] Kawka T. [2014], Remuneration in the organizations of the new economy. Conditions. 
Functions. Configuration, University of Economics Publishing House in Wroclaw, Wrocław.

[7] Kunasz M. [2007], Personnel function measurement system in a company – a set of 
individually selected measures and indicators, in: J. Poteralski (ed.), Changes of the labour 
market in the context of social and economic processes, Department of Microeconomics, 
University of Szczecin, Szczecin.

[8] Lawler E. E. [1996], From the Ground up. Six Principles for Building the New Logic 
Corporation, Jossey-Bass, San Francisco.



37ORGANIZATION AND MANAGEMENT • no. 3 / 2019 (186)

Determinants and conditions of the personnel function which shape a sense of professional satisfaction...

[9] Listwan T. [2008], Contemporary tendencies in the management of the organization’s 
personnel, in: T. Borys, P. Rogala (eds.), Personnel management as a criterion of excellence, 
PN University of Economics in Wroclaw no. 31, University of Economics Publishing 
House in Wroclaw.

[10] Listwan T. [2010], Human resources management, CH Beck, Warsaw.

[11] Nowak M. [2014], Personnel controlling in the company, House Wolters Kluwert.

[12] Snell S., Bohlander G. [2004], Managing Human Resources, Thomson South-Western, 
New York.

[13] Strużyna J. [2005], Outside the norm of human resources management, Publishing House 
of the Higher Banking School in Dąbrowa Górnicza, Dąbrowa Górnicza.

[14] Waal de. A., Coevert V. [2007], The effect of performance management on organizational 
results of a bank, The International Journal of Productivity and Performance Management 
56 (5–6), Emerald Publishing, Bingley.

DETERMINANTS AND CONDITIONS OF THE PERSONNEL 
FUNCTION WHICH SHAPE A SENSE OF PROFESSIONAL 
SATISFACTION – A COMPARATIVE ANALYSIS

Abstract

This article describes the comparative analysis of employee satisfaction level in the context 
of selected HRM determinants in various types of organizations and industries. The assumption 
was made that the objective attributes of the sense of professional satisfaction (in the form of 
variables shaping the nominal quality of the personnel function) influence the perception of 
the subjective feeling of job satisfaction. On that basis, the following research problems were 
posed – does the potential high quality of the personnel function translate into a high sense 
of employee satisfaction? Therefore, the main cognitive objective of the adopted research was 
an attempt to identify the occurrence of the potential impact of selected determinants of the 
quality of the personnel function on the results and distributions of the obtained indicators of 
job satisfaction. The basic conclusion from the research is the statement that the high quality 
level of the modern personnel function determines the increase of the sense of professional 
satisfaction, however the sources of this satisfaction (subjective attributes) are quite diverse 
and do not depend directly on the impact of HRM quality in the organization.
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DETERMINANTY I UWARUNKOWANIA FUNKCJI PERSONALNEJ 
KSZTAŁTUJĄCE POCZUCIE SATYSFAKCJI ZAWODOWEJ 
– ANALIZA KOMPARATYWNA

Streszczenie

W niniejszym artykule opisano analizę porównawczą wyników poczucia satysfakcji pra-
cowników w kontekście wybranych determinant ZZL w różnych typach organizacji i branż. 
Przyjęto założenie, że atrybuty obiektywne poczucia satysfakcji zawodowej (w postaci zmien-
nych kształtujących nominalną jakość funkcji personalnej) mają wpływ na postrzeganie 
subiektywnego odczuwania zadowolenia z pracy. Na bazie takiego założenia postawiono 
następujący problemu badawczy: czy potencjalna wysoka jakość funkcji personalnej prze-
kłada się na wysokie poczucie satysfakcji pracowników? W związku z tym głównym celem 
poznawczym przyjętych badań podjęto próbę zidentyfikowania występowania potencjalnego 
wpływu wybranych uwarunkowań jakości funkcji personalnej na wyniki i rozkłady uzyska-
nych wskaźników poczucia zadowolenia z pracy. Zasadniczą konkluzją z badań jest wnio-
sek, że wysoki poziom jakości nowoczesnej funkcji personalnej determinuje wzrost poczucia 
satysfakcji zawodowej, niemniej źródła powstawania tego zadowolenia (atrybuty subiektywne) 
są dość znacznie zróżnicowane i nie zależą wprost od wpływu jakości ZZL w organizacji.

Słowa kluczowe: zarządzanie zasobami ludzkimi, kapitał 
ludzki, satysfakcja zawodowa, jakość funkcji personalnej, hpws, 
zaangażowanie pracownicze

Kody clasyfikacji jel: M12, O15
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When HRM practices malfunction, ‘evil is born’. HRM role in explaining counterproductive behaviors

DARIUSZ TUREK*

WHEN HRM PRACTICES MALFUNCTION, 
‘EVIL IS BORN’. HRM ROLE IN 

EXPLAINING COUNTERPRODUCTIVE 
BEHAVIORS1

Introduction

The positive role of human resource management (HRM) system for stimulating 
both employee attitudes and behaviors, and companies’ economic results, is a fact 
quite well documented in academic literature [Subramony, 2009; Saridakis et al., 2017; 
Tzabbar et al., 2017]. It might be stated that the total of activities comprising human 
resource management i.e., recruitment and selection, motivating and remunerating, 
assessment, development and de-recruitment, constitutes one of the key factors 
that increase the effectiveness of work performance. This is the case, in particular, 
when HRM practices are combined with adequate fit to strategy and objectives of an 
organization, fair application by the management, as well as flexibility and adjustment 
to employee expectations and needs.

Over recent years numerous authors have also attempted to understand the ‘dark 
side’ of HRM. Research they have conducted focuses on pathological or unethical 
character of the functioning of those practices [Wooten, 2001; Lewicka, 2014; Simões 
et al., 2019], their political leverage [Drory, Vigoda-Gadot, 2010], and their potentially 
harmful influence on employee wellbeing – mostly on stress, emotional exhaustion and 
intention to leave the organization [Jensen et al., 2013; Oppenauer, Van De Voorde, 
2018]. On the basis of to-date analyses it may be concluded that the observable 

* Dariusz Turek, Ph.D. – SGH Warsaw School of Economics.
1 The article was created as part of a project financed from the National Science Centre sources: Kontrpro-

duktywne organizacje. Jak i kiedy firmy niszczą wydajność swoich pracowników? (NSC grant, UMO-2016/21/B/
HS4/03050).
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negative effects of HRM are present when these practices are used as methods for abuse 
and exploitation of employees, for manipulation of employees, or as a tool to create 
pathological intra-organizational relations that are not oriented at work results. A good 
example of such a situation are studies on the phenomenon of organizational politics 
[Kacmar et al., 1999], which to a significant extent is a consequence of poor functioning 
of the HRM system [Atinc et al., 2010]. Politicking may result in deterioration of 
employee morale and a decrease of behaviors directed at realization of professional 
tasks, while a number of destructive phenomena may simultaneously occur, including 
stress, aggression or avoidance of performing work [Miller et al., 2008; Chang et al., 
2009], which behaviors are described as counterproductive (Counterproductive Work 
Behavior – CWB) [Turek, 2012]. Another example of potentially negative influence of 
HRM systems on employees is creating the climate of incivility. Pichler et al. [2016] 
demonstrate that HRM, due to intensification of expectations towards employees, may 
trigger off rivalry and conflicts. Higher expectations towards employees together with 
leaders’ need to enforce them, may, in consequence, lead to the climate of incivility, 
which ultimately affects the tendencies for counterproductive behaviors.

The aim of this paper is to demonstrate how and in which situations HRM 
practices can contribute to counterproductive behaviors, and thus, behaviors which 
are detrimental for organizations and professional activities of personnel they employ. 
On the basis of the assumptions of the cognitive manner of functioning of employees 
in an organization [Gandz, Murray, 1980], it was assumed that negatively perceived 
HRM practices may indirectly influence counterproductive behaviors of employees. 
This takes place when employees, judging the HR policy of an organization as 
ineffective, begin to display political behaviors. Therefore, organizational politicking 
forms a mediator between HRM and employee behavior. The relationships between 
these variables may be the stronger, the more visibly present is the climate of incivility 
in an organization. In other words, the climate of incivility moderates the relationships 
between politicking and CWB.

1. Conceptual framework and research hypotheses

1.1. HRM practices and organizational politicking

As stressed by scholars, it is the universal objective of HRM to provide value 
for stakeholders through achieving and maintaining high work effectiveness and 
increasing the value of human capital in accordance with overall organizational goals 
[Pocztowski, 2008: 34]. This objective is realized by creating and implementing a variety 
of practices (e.g., recruitment and selection, work assessment, or remuneration) 
which are, finally, to lead to a coherent system of human resource management, 
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connected with organizational goals. In numerous cases, however, HRM practices do 
not realize these goals, which often leads to the occurrence of various dysfunctions 
in the organizational environment. Drory and Vigoda-Gadot [2010] demonstrate 
that should these practices be strongly linked to organizational politics within 
which managers (decision-makers) realize their own particular interests, this may 
lead to the destructive and potentially harmful functioning of the said practices. It 
can be exemplified by the phenomena of nepotism or promotions for the chosen 
candidates who are in some way connected with the managerial staff. HRM practices 
become then an instrument for realization of particular goals and not the goals of 
the organization as a whole.

Analogical conclusions result from the research of Simões et al. [2019], who 
demonstrated that in numerous cases HRM practices may favor persons holding 
power, lead to discrimination or disregard employees’ individual needs.

When organizational practices function in that manner, as a result a conviction 
that ‘normal’ rules of personnel management do not function in the organization 
often appears in employees’ opinions. This is because employees, observing what is 
happening in the organization, in what way resources are distributed, what procedures 
are designed or actions undertaken, formulate individual judgments on the subject 
of organizational politics. These judgments later find their reflection in various 
employee behaviors: constructive – when the judgment is consistent with individual’s 
expectations and needs, or destructive – when the evaluation is negative.

As a result of malfunctioning HRM practices – which are, naturally, a consequence 
of organizational culture, managerial activities and company politics – a tendency for 
organizational politicking can be observed. This phenomenon is most often defined 
as individual activities of employees that consist in socially influencing (flattery, 
manipulation, ingratiation, etc.) the persons who hold power in the organization, in 
order to gain or maintain privileges [Kacmar et al., 1999]. In situations when HRM 
system malfunctions, employees may display a tendency to look for other ways to 
construct their professional position and career development than those included 
in the formal organizational system.

Organizational politicking is characterized by three elements. The first one consists 
in general political behaviors, which comprise the use of power to achieve one’s own goals 
and maximize personal gains that are not necessarily consistent with organizational 
goals [Kacmar et al., 1999]. According to Fandt and Ferris [1990], typical political 
behaviors are: manipulation of information, misstating facts and circumstances of 
events, or passing incomplete information to coworkers or supervisors, by the same 
token assuring that privileges and praise would be granted to a particular person. This 
creates a destructive image of the organization, but for the individual who manipulates 
this information it is especially significant, as they mostly care about their own goals, 
potential rewards or perspectives for a prompt promotion.
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The second element of politicking is silent approval for organizational practices 
(go along to get ahead). It is displayed through a lack of undertaking activities and 
a silent acceptance of the past practices so as to protect one’s own position. The third 
element, on the other hand, is formed by perceiving organizational practices and 
politics in terms of pay and promotion policies. Unclear rules and procedures serving 
a chosen employee group trigger tendencies for individuals to display behaviors 
connected with fostering their own image and pursuit of rivalry with other employees, 
so as to achieve individual goals [Kacmar et al., 1999]. Therefore, the more destructive 
or pathological are the practices in the area of personal function, the stronger is the 
employee tendency towards organizational politicking.

Atinc et al. [2010] attempted to explain in what situations organizational politicking 
occurs, as well as what affects it directly and reinforces it. While conducting meta-
analyses of predictors of this phenomenon, they considered organizational and 
environmental factors. After reviewing several dozen of independent studies, they 
established that politicking occurs most often when organizational structures have 
centralized character, or there is a lack of: procedural justice, trust, opportunities for 
personal growth, participation in decision-making, good relations with supervisors, 
autonomy and receiving feedback.

On the basis of the above analyses, a hypothesis was assumed, stating that:
H1. Negative perception of HRM practices correlates positively with organizational 
politicking.

1.2.  Organizational politicking and counterproductive 
work behaviors

As indicated by a significant number of authors, organizational politicking has 
destructive character and causes negative outcomes in the form of, for instance, 
a high level of fear and stress at work, professional burnout among other employees, 
or a tendency towards changing or leaving a job [Randall et al., 1999]. Convincing 
studies were presented by Rosen et al. [2006], who stated that political behaviors 
expressly translate into a decrease in job satisfaction among other participants of 
organizational life and, moreover, trigger off unethical organizational behaviors 
among other employees [Valle et al., 2019].

Meta-analyses of 59 independent studies related to the consequences of politicking 
demonstrate that this phenomenon strongly limits job satisfaction and organizational 
commitment, as well as job performance, while reinforcing job-related stress and the 
intention to leave [Miller et al., 2008; Chang et al., 2009].

Similar relationships were also indicated for counterproductive behaviors i.e., 
for a number of destructive activities on the part of employees, directed at other 
employees (e.g., aggression), or directly towards organizational processes (e.g., 
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absenteeism, ignoring the regulations, sabotage, embezzlement) [Wiltshire et al., 
2014; Baloch et al., 2017].

Although, as indicated by some researchers, political behaviors may also have 
a positive/functional side and lead to proactivity for the sake of organization [Eldor, 
2017] e.g., through creating non-formal coalitions, non-formal communication 
and reinforcing trust during the process of organizational changes, in the situations 
when employees experience destructive functioning of HRM practices, what is to be 
expected are negative employee behaviors, rather than positive ones. In relation to the 
above, a hypothesis was formulated, stating that:
H2. Organizational politicking positively correlates with counterproductive employee 
behaviors.

1.3.  The role of incivility climate in reinforcing counterproductive 
work behaviors

The incivility climate is most often defined as deviant behaviors of other persons 
characterized by low intensity (impolite and rude behaviors), which violate the 
norms applicable in the workplace and undermine dignity of, and respect for, a given 
employee or a group of employees [Pearson et al., 2005: 179]. It often occurs as a result 
of malfunctioning human resource management processes in an organization and of 
organizational politicking [Miller et al., 2008], as a result of which we may observe the 
occurrence of ostracism, exclusion of other employees or gossiping on their subject.

While pro-social behaviors are typical and desired within social relations, 
manifested by treating other actors of the organizational life with consideration, 
decorum and recognition, as well as respecting their emotions and differing opinions, 
in the case of the climate of incivility we are faced with transgressions of the 
above mentioned norms. This is why such situations are sometimes described as 
inappropriate, improper or rude behaviors [Cortina et al., 2013]. Examples of such 
practices are: claiming credit for other people’s contributions, dissemination of 
gossip, biased criticism of others’ work, or disregarding people when passing on 
information or exchanging personal greetings. Negative consequences of uncivil 
working climate, although seemingly fairly harmless for work execution, with time 
lead to the occurrence of interpersonal conflicts which impinge on behaviors and 
work outcomes. Numerous studies on the subject of this phenomenon indicate 
that experiencing incivility in the workplace strongly projects onto employees’ 
functioning, including:

 � The emotional dimension – experiencing stress, exhaustion, low level of energy, 
negative emotions, depression, anger, fear or conflicts outside the workplace;

 � Employee attitudes – job satisfaction, engagement, organizational commitment, 
professional motivation, psychological wellbeing;
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 � Behaviors – counterproductive behaviors, task execution, creativity, citizenship 
behaviors, withdrawal, intention to leave, absenteeism [Schilpzand et al., 2016].
The meta-analyses of 36 independent studies performed by Yang et al. [2014] 

demonstrated that the climate of incivility is related in a statistically relevant way 
to the following effects: decrease in motivation for work, organizational commitment, 
job satisfaction, intention to leave, emotional exhaustion, physical exhaustion and 
work performance.

We may thus assume the occurrence of an interaction between politicking 
and the climate of incivility. In other words, in a situation when politicking is 
present in organizations, but the work climate is affable for the employed persons, 
counterproductive behaviors are displayed less often. However, experiencing the 
climate of incivility leads to a more frequent occurrence of behaviors which are harmful 
for the organization and its employees. Thus, a hypothesis was assumed stating that:
H3. The incivility climate moderates the relationship between organizational politicking 
and employee counterproductive behaviors.

2. Method

2.1. Sample

The study was conducted with the help of the Computer Assisted Telephone Interview 
– CATI. The study covered 816 persons from mid-sized enterprises (50–249 employees) 
– 74%, large enterprises (250–1,000 employees) – 22%, as well as corporations (above 
1,001 employees) – 4%. The selection of companies for the study had representative 
character for the whole Poland and PKD (Polish Classification of Activities) section. 
The group of companies under study was dominated by enterprises from the sector 
of industrial processing (41%), construction (17%) and wholesale and retail trade 
(9%). The most companies recruited for the study were located in Wielkopolskie 
Region (13%) and Mazowieckie Region (9%).

Out of every enterprise, two persons who evaluated HRM practices were selected 
for the study – an employee (specialist) and their direct supervisor. Adopting two 
separate sources of empirical material for the study is connected with methodological 
recommendations related to testing empirical models [Snijders, Bosker, 2012]. This 
is because it is indicated that at least one of the variables in the model (predictor or 
moderator) should have exogenous character. Specifically, empirical material should 
come from different groups of respondents or independent sources. The sole use 
of self-description questionnaire (where the respondents answer all the questions) 
generates errors in quantification of the evaluated effect.
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Within the criteria of specialist selection, it was assumed that they should be 
characterized by at least medium level education, have at least five years of work 
experience and minimum of one year experience with the current employer. The group 
of specialists was dominated by women (61%), persons with university education (74%) 
holding non-executive positions (81%). The age of the respondents most frequently fell 
within the range of 36–45 years (36%) and 26–35 years (32%), whereas professional 
experience of the respondents was represented proportionally to individual categories. 
Among persons in executive positions, the majority were women (59%) and persons 
with university education (87%). The largest group of the respondents in the study 
consisted of employees aged 36–45 (41%), and 46–55 (25%), with work experience 
of 11–20 years (39%) and above 20 years (25%). The largest group of executives was 
comprised by heads of units with up to five subordinate employees (47%) and above 
thirty one employees (26%).

2.2. Procedure

The empirical material collected from questionnaire based interviews was entered 
in the database and subjected to statistical inference. The analyses were performed 
in SPSS statistical package, version 24. For each tool used in the study, in SPSS package 
the coefficient of internal consistency α-Cronbach was established and in AMOS 
software, version 24, CFA (Confirmatory Factor Analyses) were conducted.

Within the procedure of estimation of CFA models, the Maximum Likelihood 
method was applied, measures of goodness of fit were selected from the indices 
recommended by authors [Kline, 2011]: RMSEA (Root Mean Square Error of 
Approximation), CFI (Comparative Fit Index), TLI (Tucker Lewis Index) and SRMR 
(Standardized Root Mean Square Residual), as well as Chi-square test (χ2).

The testing of hypotheses and the analysis of correlations between variables were 
conducted in SPSS software, version 24 with macro PROCESS, version 3.1. [Hayes, 
2018]. The materiality threshold for the correlation was p<0.05 and p<0.01. For the 
quantification of the effects of mediation and moderation, regression models with 
sampling 5,000 bootstrapping were used.

2.3. Measures

In the study, the following questionnaires were used, in which the respondents 
chose statements from Likert-type 7-item scale, where 1-Never; 7-Always.
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HRM practices

For the measurement of HRM practices, the 34-item version of the questionnaire 
of Boon et al. [2011] was used, diagnosing seven major HRM practices (job crafting, 
recruitment and selection, training and development, work safety, cooperation, 
assessment and remuneration, and work-life balance). Due to the need to diagnose 
the negative side of HRM, the scale of questions was reversed. After verification of 
the reliability of the tool α=0.95 and after conducting CFA (χ2 = 598,506, df = 470; 
p = 0.001; RMSEA = 0.037; CFI = 0.968; TLI = 0.962; SRMR = 0.165), the potential for 
using this tool in the diagnosis of HRM practices was confirmed. Example statements 
were, among others: In my organization there is: Lack of opportunity to participate 
in decision-making processes; Lack of possibility to work in a team; Lack of fair appraisal 
of my performance.

Organizational politicking perception

This variable was studied with the help of 13-item questionnaire Perceptions of 
Politics Scale (POPS) by Kacmar and Carlson [1997]. In the process of the tool’s 
adaptation, verification of reliability α=0.94 and CFA (χ2 = 61,997, df = 52; p = 0.162; 
RMSEA = 0.031; CFI = 0.994; TLI = 0.992; SRMR = 0.096) were conducted. However, 
factor analysis did not confirm the postulated model of three factors (i.e., general 
political behaviors, silence and acceptance of organizational practices, perception of 
practices and organizational politics in the area of remuneration and promotion), 
but the one factor model. Example statements were, among others: When it comes 
to pay raises and promotion decisions, policies are irrelevant; Sometimes it is easier to 
remain quiet than to fight the system; Rewards such as pay raises and promotions do 
not go to those who work hard.

The incivility climate

Measurement of this variable was conducted with the help of 12-item questionnaire 
Workplace Incivility Scale (WIS) by Cortina et al. [2001]. In the process of adaptation of 
this tool for realization of own study, factor analysis was conducted, confirming good 
fit to data (χ2 = 48,353, df = 33; p = 0.041; RMSEA = 0.048; CFI = 0.992; TLI = 0.984; 
SRMR = 0.022) and α-Cronbach coefficient of internal consistency was verified 
(α = 0.94). Example statements were, among others: Doubted your judgment on 
a matter over which you had responsibility; Accused you of incompetence; Addressed 
you in unprofessional terms, either publicly or privately.
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Counterproductive behaviors

This variable was diagnosed with the help of six items from Individual Work 
Performance Questionnaire (IWPQ) by Koopmans [2014]. After verification of 
the tool’s reliability α = 0.72 and conducting CFA (χ2 = 10,294, df = 9; p = 0.327; 
RMSEA = 0.019; CFI = 0.997; TLI = 0.994; SRMR = 0.045), the possibility to use this 
tool for own study was confirmed. Example statements were, among others: I behaved 
rudely towards someone at work; I purposely left my work so that someone else had 
to finish it; I purposely worked slowly.

3. Results

During the first stage of analyses descriptive statistics and analyses of correlations 
of the tested variables were presented (Table 1).

Table 1. Descriptive statistics and values of correlation coefficients for tested variables

Variables M SD 1 2 3

1. HRM Practices 2.72 0.92 1

2. Organizational politicking (OP) 2.87 1.38 0.162** 1

3. Climate of incivility (CI) 1.37 0.68 –0.025 0.403** 1

4. Counterproductive behaviors (CWB) 2.19 0.89 0.050 0.351** 0.307**

* p < 0.05; ** p < 0.01;
Source: own study.

HRM practices evaluated by managerial staff positively correlate only with 
organizational politicking (r = 0.162; p < 0.01), however, they do not correlate with 
either the climate of incivility or counterproductive behaviors. The discussed behaviors 
are, on the other hand, explained by the climate of incivility (r = 0.307; p < 0.01), and 
by organizational politicking (r = 0.351; p < 0.01).

In order to perform the testing of hypotheses, a regression model was constructed 
in which HRM practices were the predictor, organizational politicking – the mediator, 
and the climate of incivility – the moderator of the relationship. Counterproductive 
behaviors constituted the output variable (Table 2).

The results of the analysis presented in Table 2 demonstrate that none of the control 
variables (gender, education, age, etc.) explained CWB. It is also visible that HRM 
practices do not explain counterproductive behaviors directly, but they explain them 
via the mediating role of organizational politicking (β = 0.082; 95% CI: 0.054; 0.126). 
At the same time, the climate of incivility explains CWB both directly (β = 0.579; 
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95% CI: 0.207; 0.950), and as a moderator of the relationship between politicking and 
CWB (β = –0.169; 95% CI: –0.284; –0.055). The graphic presentation of the results 
of the interaction is presented in Figure 1.

Table 2. Results of regression model for CWB

coeff. SE t P 95% CI

Constant –1.608 0.438 3.667 0.001 0.741; 2.468

HRM 0.01 0.075 0.028 0.978 –0.145; 0.149

OP 0.159 0.054 2.974 0.003 0.053; 0.265

CI 0.579 0.188 3.075 0.002 0.207; 0.950

Education
Gender
Age
Work experience

0.162
0.113

–0.019
0.101

0.144
0.147
0.073
0.058

1.124
0.789

–0.256
1.747

0.263
0.431
0.799
0.082

–0.122; 0.446
–0.169; 0.396
–0.163; 0.126
–0.013; 0.214

PO × KN –0.169 0.058 –2.914 0.040 –0.284; –0.055

R² 0.236

F 5.630 (9.190)***

Mediatory role of OP 0.082 0.031 – – 0.054; 0.126

Source: own study.

Figure 1.  Results of analysis of interaction between politicking and climate of incivility 
for the variable CWB
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Source: own study.

On the basis of Figure 1 it is possible to state that in the situations when high level 
of the climate of incivility is present in organizations, the occurrence of politicking 
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does not change the tendency for counterproductive behaviors. However, in the 
organizations where a low level of climate of incivility is observable, with the increase 
of politicking an increase of the tendency for CWB is visible.

The to-date analyses allow to draw conclusions as to the postulated research 
hypotheses. Hypothesis 1 indicated that malfunctioning HRM practices may trigger 
a tendency for organizational politicking. This hypothesis found empirical support. 
This is because employees engage in politicking more frequently when personnel-
related processes in organizations do not fill their constructive and stimulating 
role. Hypothesis 2 suggested that organizational politicking is a direct predictor of 
employee behaviors which are detrimental to the organization. The results of the 
analyses confirm these assumptions, thus allowing to confirm this hypothesis. Finally, 
Hypothesis 3 predicted that the climate of incivility may diversify the reactions 
of the employees to the influence of politicking on CWB. The tested interactions 
confirmed the validity of this prediction. Graphic representation of the results is 
presented in Figure 2.

Figure 2. Graphic representation of analysis results

–0.169*

CI

0.242*

HRM 
practices OP CWB

0.159**

0.579**

* p < 0.05; ** p < 0.01.
Source: own study.

Conclusions

The conducted statistical inference allows to formulate several conclusions 
in the context of current knowledge of the influence of HRM architecture on 
employee functioning. Poorly developed or ineffectively functioning personnel 
policy does not translate directly into behaviors of the personnel. It is consistent 
with the to-date knowledge indicating that HRM influences employee attitudes the 
most (commitment, engagement, satisfaction, etc.) [Boon et al., 2011]. However, 
these practices may influence employee activity through triggering other negative 
organizational phenomena. For instance, Werbel and Balkin [2010] demonstrate that 
HRM practices may reinforce tendencies for rivalry and, ultimately, lead to deceit 
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in the area of the generated professional outcomes. Thus, a mediating mechanism 
is present here. The study presented here demonstrated that such a phenomenon, 
explaining the negative effects of HRM practices, may be the occurrence of the tendency 
for politicking. When transparent rules of recruitment, remuneration, rewarding, 
or professional development are not applied, this may increase the tendencies for 
building non-formal relationships with the supervisors or claiming credit for other 
people’s contribution. The purpose of such behaviors is connected with an opportunity 
for gaining promotion to a higher position, or receiving a higher salary. Thus, 
a conviction that the organization which employs us is ‘politicized’ triggers tendencies 
for behaviors that affect both the wellbeing of other employees, and the functioning 
of the organization itself – which is to say, to counterproductive behaviors [Wiltshire 
et al., 2014; Baloch et al., 2017]. In such environments more aggression, conflicts or 
prejudices appear in interpersonal relations. As a result, employees devote less time 
to realization of tasks, and more to dealing with difficulties and creating various 
inter-organizational coalitions. Politicking does not always, however, result in an 
increase of counterproductive behaviors. It happens when the climate of incivility 
is also observable in the organization, and when employees perceive this climate 
as harmful to their professional functioning. Incivility becomes then a predictor of 
CWB [Schilpzand et al., 2016], and it interacts with politicking.

Therefore, the mechanism which explains counterproductive behaviors, presented 
in this study, allows to understand the intensity of (when politicking occurs) and 
circumstances in which (when the climate of incivility is present) HRM practices 
cause the occurrence of negative organizational phenomena.

Although the presented studies fill in a gap in the modern understanding of the 
negative consequences of HRM, they are not without certain weak points which are 
worth mentioning.

Firstly, longitudinal analyses, which might reveal a more precise and fuller 
perspective on the influence of HRM on employee behaviors, were not conducted. 
The nature of cross-sectional studies may lead to evaluations which are not fully 
credible, especially with regard to phenomena where ‘chains’ of causal relations are 
present (e.g., studies with mediation of variables). It is recommended here to apply at 
least three reference moments (separately for independent variables, mediators and 
moderators) and to guarantee an interval between them [Timmons, Preacher, 2015].

Secondly, the presented direction of the relationships between the variables is 
not fully clear. Despite numerous cited studies indicating the correct theoretical 
conceptualization of the research model, it might be presumed that there is a feedback 
loop between the phenomena. In other words, organizational politicking, the climate 
of incivility, and behaviors displayed by employees might impinge on the functioning 
of HRM practices and their effective influence on the professional environment.
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Therefore, in the future studies it might be worthwhile to perform longitudinal 
analysis, diagnose the feedback loop of individual phenomena, as well as understand 
– by conducting qualitative studies – in what way employees perceive and evaluate 
the effectiveness of the personnel policy in the organization.
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WHEN HRM PRACTICES MALFUNCTION, ‘EVIL IS BORN’. 
HRM ROLE IN EXPLAINING COUNTERPRODUCTIVE 
BEHAVIORS

Abstract

The purpose of this article is to describe how and in what situations the HRM practices 
may contribute to counterproductive behavior. Based on the cognitive framework of employee 
behavior in the organization, it was assumed that negatively perceived HRM practices may 
indirectly affect the counterproductive behavior of employees. Organizational politics became 
the mediator of the relationship, and the incivility climate was adopted as a moderating 
variable. The research covered 816 employees of medium-sized, large enterprises as well 
as corporations. The selection of companies for the study was representative of the entire 
Poland and the PKD sections. Regression models were used to test hypotheses and quantify 
the effects of mediation and moderation. The results show that HRM practices indirectly 
explain counterproductive behaviors, through the mediating role of organizational politics. 
At the same time, it has been shown that in situations where there is a high incivility climate, 
the organizational politics does not increase the tendency to counterproductive behavior. 
Research has shown the important role of HRM practices in counteracting counterproductive 
behavior and building a professional climate. It also indicates the need for longitudinal 
research, which will better explain the nature of the impact of the HRM system on the activity 
of employees in the professional environment. Ineffectively functioning personnel policy 
does not translate directly into counterproductive employee behavior. On the other hand, it 
may contribute to the emergence of a tendency to organizational politicization and incivility 
climate, which explain the negative behavior of the employed staff. It can be indicated that 
properly functioning personnel policy of the company not only leads to a better professional 
climate, but indirectly can reduce the tendency of employees to counterproductive behavior.

Keywords: hrm practices, organizational politicking, incivility 
climate, counterproductive work behaviors

Jel classification codes: J24, L29, M12, D91



55ORGANIZATION AND MANAGEMENT • no. 3 / 2019 (186)

When HRM practices malfunction, ‘evil is born’. HRM role in explaining counterproductive behaviors

KIEDY NIE FUNKCJONUJĄ PRAKTYKI ZZL „RODZI 
SIĘ ZŁO”. ROLA ZZL W WYJAŚNIANIU ZACHOWAŃ 
KONTRPRODUKTYWNYCH

Streszczenie

Celem artykułu jest opisanie sytuacji, w których praktyki zarzadzania zasobami ludz-
kimi (ZZL) mogą się przyczyniać do pojawiania się kontrproduktywnych zachowań u pra-
cowników. Na podstawie kognitywnego wyjaśniania zachowań pracowników w organizacji 
przyjęto, że negatywnie postrzegane praktyki ZZL mogą w sposób pośredni oddziaływać 
na kontrproduktywne zachowania pracowników. Jako zmienną pośredniczącą przyjęto poli-
tykowanie organizacyjne, klimat nieuprzejmości potratowano jako moderator relacji pomię-
dzy zmiennymi. Badania przeprowadzono na 816 pracownikach przedsiębiorstw średnich, 
dużych i korporacji. Dobór przedsiębiorstw miał charakter reprezentatywny dla województw 
w Polsce i branż PKD. Do analizy wyników i testowania hipotez zastosowano modele regre-
syjne mierzące pośrednie efekty (mediacyjne i moderacyjne). Otrzymane wyniki wskazują, 
że praktyki ZZL w sposób pośredni wyjaśniają tendencję do zachowań kontrproduktywnych 
u pracowników, poprzez mediacyjną rolę politykowania organizacyjnego. Ukazano jednocze-
śnie, że w sytuacjach, gdy występuje wysoki poziom klimatu nieuprzejmości, politykowanie 
organizacyjne nie zwiększa tendencji do zachowań kontrproduktywnych. Badania ukazały 
istotną rolę praktyk ZZL w przeciwdziałaniu zachowań kontrproduktywnych i budowaniu 
odpowiedniego do pacy klimatu zawodowego. Wskazano także, że warto przeprowadzić 
podłużne badania terenowe, które pozwolą lepiej zrozumieć i wyjaśnić relację pomiędzy sys-
temem ZZL a aktywnością pracowników w środowisku zawodowym. Nieefektywna polityka 
personalna nie przekłada się bezpośrednio na zachowania kontrproduktywne pracowników. 
Może ona jednak przyczynić się do pojawienia się tendencji do politykowania organizacyj-
nego i klimatu nieuprzejmości, co wyjaśnia negatywne zachowania zatrudnionych pracowni-
ków. Można zatem wskazać, że właściwie funkcjonująca polityka personalna firmy nie tylko 
prowadzi do lepszego klimatu zawodowego, ale pośrednio może zmniejszyć skłonność pra-
cowników do zachowań kontrproduktywnych.

Słowa kluczowe: praktyki zzl, politykowanie organizacyjne, klimat 
nieuprzejmości, zachowania kontrproduktywne

Kody klasyfikacji jel: J24, L29, M12, D91
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SOCIAL EXCHANGE AS A KEY FACTOR 
IN SHAPING EMPLOYEES’ ATTITUDES 

TOWARDS THE ORGANIZATION

Introduction

Relationship between an employee and an employer is in nature an exchange 
transaction under which the organization, through remuneration, fulfills employee’s 
living needs and creates conditions for professional development as well as satisfies 
socio-emotional needs, such as the need for belongingness, respect, recognition, 
acceptance or emotional support [Armeli et al., 1989]. Organization expects from the 
employee to engage his mental, emotional, intellectual and interpersonal resources 
in order to achieve its goals and that he will act for its good, being devoted, loyal 
and honest towards it. In turn, employee expects that he will be properly treated 
by the employer, who will take care of his well-being. He will also expect that his 
involvement in the development of the organization and the results of his work will 
be appreciated and properly rewarded.

Theory of organizational support [Eisenberger et al., 2002; Eisenberger et al., 
1986] explains the relationship between the employee and the organization from the 
social exchange perspective [Blau, 1964], in which, according to the rule of gratitude 
[Gouldner, 1960], employee should repay the organization for what, according to his 
perception and feelings, he received from it. In the presented context, gratitude 
to the organization will be a consequence of the desire to preserve the image of the 
person paying his debts, to avoid social stigmatization resulting from violation of the 
reciprocity principle and to maintain positive attitude on its part [Eisenberger et al., 
2001]. This means that if the employee has the conviction that the organization is 
taking good care of him, he will repay it with his commitment to his actions, focus 
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on achieving its goals and lack of willingness to change his job. Employee’s attitude 
towards the organization will be a consequence of the perception of the organization 
based on relations with the supervisor, who, according to the assumptions of the 
theory of organizational support, is the personification of the organization by acting 
as its agent and representative [Levinson, 2001]. Authenticity of the organizational 
support theory has been repeatedly verified, confirming that the assessment of 
the organization’s intentions towards the employee made from his perspective is 
determined by the quality of his relationship with his supervisor, which shapes his 
attitude towards the organization. According to previous studies results, perceived 
organizational support (POS) mediates totally between perceived supervisor support 
(PSS) and affective commitment and the desire to leave the organization [Eisenberger 
et al., 2002; Rhoades, Eisenberger, 2002].

In the DeConinck and Johnson’s [2009] sales managers study POS mediated 
between PSS and employees’ affective commitment. Among employees and students 
from China, POS mediated between PSS and the desire to leave the organization 
[Zhanga et al., 2012]. According to the results of Wnuk’s research, which involved 
802 employees employed in various organizations located in Poland, PSS had only 
an indirect impact, through POS, on affective commitment and the desire to leave 
it [Wnuk, 2017a].

First hypothesis: POS fully mediates between PSS and affective commitment.
Second hypothesis: POS fully mediates between PSS and the desire to leave the 

organization.
Literature on the subject describes the remaining mechanisms identified so far 

of POS influence on affective commitment based on the theory of social exchange.
According to the results of studies conducted so far, POS directly and indirectly 

affects employees’ affective commitment through identification with the organization 
[Kurtessis et al., 2015] and self-esteem based on being a member of the organization 
[Fuller et al., 2003].

Employee’s perception of the organization as one that cares for his well-being results 
in a sense of commitment to it, which is accompanied by a positive mood, which 
in turn is increases affective commitment [Eisenberger et al., 2001]. Also in Wnuk’s 
research, variables that partly mediated between POS and the employees’ affective 
commitment included gratitude to it and concern for its positive image [Wnuk, 
2017a]. This means that employees who have the conviction that the organization 
supports them in their activities and cares about their well-being, in exchange for good 
treatment feel gratitude towards it and care about its positive image, which results 
in increased affective commitment. One decided to check whether these mechanisms 
also function in a group of employees of one organization.

Third hypothesis: Gratitude partly mediates between POS and affective commit-
ment.
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Fourth hypothesis: Caring about the image of the organization partly mediates 
between POS and affective commitment.

POS is another source of gratitude to the organization and care about its image. 
According to research by Wnuk [2017a], both gratitude and care about a positive 
image of the organization are full mediators between PSS and affective commitment. 
This is a proof of the role of variables other than POS for the indirect impact of PSS 
on the employees’ affective commitment. Supervisor’s support plays an important 
role for shaping employee’s gratitude towards the organization and care about its 
image, leading to greater affective commitment.

Second aspect of loyalty, apart from care about a positive image of the organization 
in the form of a willingness to make sacrifices for it, is not subject to reciprocity and 
is not an effect of social exchange, which means that this type of attitude is not an 
expression of gratitude for the support offered by the organization and the supervisor 
as its representative. Being a virtue resulting from the processes of socialization and 
internalization of norms and values, it is rather a permanent disposition independent 
of how one is treated by the organization and its representatives [Chirkowska-Smolak, 
Wnuk, 2018]. It was assumed that while one aspect of loyalty – care about a positive 
image of the organization will mediate fully between PSS and affective commitment, 
so much its other manifestation – tendency to make sacrifices for the organization 
will influence affective commitment regardless of whether the employee will have 
a sense of support received from his supervisor and organization.

Fifth hypothesis: Gratitude mediates fully between PSS and affective commitment.
Sixth hypothesis: Care about the positive image of the organization fully mediates 

between PSS and affective commitment, while the tendency to make sacrifices for 
the organization is not a consequence of POS and PSS, being also a predictor of 
affective commitment.

Another mechanism of shaping employees’ affective commitment is based 
on the impact of gratitude towards the organization, which, both directly and 
through organizational loyalty, fosters the bond between employee and organization 
[Wnuk, 2017a].

Employee can express gratitude to the organization as an emotional response 
to good received in various forms, which is accompanied by commitment and the 
need to give back conditioned socially by the rule of reciprocity [Wnuk, 2017b]. It is 
a consequence of a generalized belief that one should be grateful for everything that 
one receives and experiences, making it easier to perceive good that has been given 
to us [Wnuk, 2017b] and at the same time arouses one’s moral obligation to settle 
the account and to pay back to the one that gives. Gratitude to the organization takes 
real shape by engaging in achieving its goals and caring for its welfare, which is the 
case when the employee is committed to it. One of the ways to repay the organization 
is a loyal attitude towards it, leading to greater affective commitment. This means 
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that employee who feels gratitude towards the organization due to reciprocity rule 
will care about its positive image and will be willing to make sacrifices for it as 
a result of which he will become more emotionally committed to it. This regularity 
was confirmed among a heterogeneous group of employees employed in various 
organizations in Poland [Wnuk, 2017a]. We decided to verify it on a homogeneous 
group consisting of employees of one large organization.

Seventh Hypothesis: Loyalty partly mediates between gratitude and affective 
commitment.

1. Research methodology

Description of the research group

Survey was anonymous. All respondents agreed to participate in the study. Average 
age of participants equaled 30.15 years (SD = 8.30). Survey participants were divided 
into three groups according to their work experience. Employees employed for 
1–12 months (short work experience) constituted 17% of the whole sample, those 
employed for 12–48 months (average work experience) – 42.4% and employees with 
more than 48 months of work experience (long work experience) – 40.6%. Women 
constituted 19.9% of respondents and men 80.1%. Managers represented 16.8% of 
respondents, while other employees – the remaining 83.2%.

Research tools

Affective commitment was tested based on the questions from the Polish adaptation 
of the Organizational Commitment Scale by Allen and Meyer [Wnuk, 2017d]. This 
tool consists of three dimensions: affective commitment, normative commitment and 
continuance commitment. Study used statements regarding emotional commitment 
to the organization. Reliability of the used tool, measured by the Cronbach coefficient, 
amounted to α = 0.80.

Intention to leave organization was measured with the use of a tool consisting of 
three questions [Yücel, 2012]. Survey participants responded on a 5-point Likert scale 
– from “I strongly disagree” to “I strongly agree.” Cronbach’s α reliability equaled 0.95.

POS study was conducted using the Polish version of the Perceived Organizational 
Support Review consisting of 8 questions [Wnuk, 2017c]. Questions were answered 
on a 5-point scale from ‘I strongly disagree’ to ‘I strongly agree’. This tool consisted 
of one factor, and its reliability was α = 0.90.

PSS was measured using the Perceived Supervisor Support Scale consisting of 
three questions [Eisenberger et al., 1986]. Respondents provided answers on a 5-point 
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scale from “I strongly disagree” to “I strongly agree”. The reliability of this measure 
was Cronbach’s α = 0.93.

Gratitude to the organization was verified by the Gratitude Scale towards the 
Organization [Wnuk, 2017b]. It is two-dimensional. Four out of eight statements 
about the dimension of conditional gratitude based on the reciprocity rule were used 
in the research. Answers were given on a 5-point scale from “I strongly disagree” 
to “I strongly agree”. Reliability amounted to Cronbach’s α = 0.93.

Loyalty to  the organization was examined through the Loyalty Scale to an 
Organization consisting of two factors. The first one is care about the positive image 
of the organization, and the second one is the tendency to make sacrifices for the 
organization [Chirkowska-Smolak, Wnuk, 2018]. Short version of the scale was 
selected consisting of eight questions (four for each dimension). According to the 
factor analysis with promax rotation, both factors explained 75.66% of the variance 
of organizational loyalty. Respondents gave answers on a 5-point Likert scale from 
“I strongly disagree” to “I strongly agree”. The reliability of this tool was 0.83. For the 
dimension of care about a positive image of the organization, Cronbach’s reliability 
was 0.91, and for the dimension, a tendency to make sacrifices for the benefit of 
organization it amounted to 0.86.

2. Results

Descriptive statistics are presented in Table 1. Pearson’s r correlation coefficients 
are presented in Table 2. Verification of the degree of fit of the model was carried 
out using the Amos program, using the analysis of structural equations with the 
most probability method. The initial model is presented in Figure 1, while the final 
model in Figure 2. Tables 3, 4 and 5 present overall, direct and indirect effects of the 
individual variables studied.

Table 1. Descriptive statistics of variables used in the study (N = 443)

N Minimum Maximum M SD Skewness Kurtosis

Willingness to leave the organization 443 3 15 8.17 3.64 0.39 –0.92

Affective commitment 443 6 30 18.60 4.63 –0.22 –0.13

PSS 443 3 15 11.83 2.92 –1.01 0.61

POS 443 8 40 23.55 6.69 –0.05 –0.32

Gratitude to the organization 443 4 20 13.33 3.64 –0.42 –0.16

Willingness to sacrifice 443 4 20 11.54 3.83 –0.22 –0.54

Caring about the image of the 
organization 443 4 20 17.63 2.50 –0.92 0.36

Source: own study.
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Table 2. Correlation coefficients between the variables used in the study (N = 443)

1 2 3 4 5 6 7

Willingness to leave the organization

Affective commitment –0.62**

PSS –0.47** 0.40**

POS –0.70** 0.61** 0.50**

Gratitude to the organization –0.63** 0.80** 0.46** 0.71**

Willingness to sacrifice –0.29** 0.54** 0.20** 0.33** 0.44**

Caring about the image of the 
organization –0.22** 0.38** 0.24** 0.18** 0.38** 0.27**

Work experience 0.15** –0.03 –0.03 0.20** –0.03 0.15* 0.05

* p ≤ 0.05
** p ≤ 0.01
Source: own study.

Figure 1. Model reflecting research hypotheses
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Gratitude to the
organization

Caring about
the image

Affective
commitment

Willingness
to leave the
organization

Willingness
to sacrifice

PSS

Source: own study.

Following model fit indicators were used: Normed Fit Index (NFI), Goodness 
of Fit Index (GFI), Comparative Fit Index (CFI) and Root Mean Square Error of 
Approximation – RMSEA.

The obtained RMSEA index (0.00), which should take the smallest value, was lower 
than 0.05, below the level that is understood as a perfect fit of the model [Steiger, 
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1990]. Values of NFI (0.99), GFI (0.99) and CFI (–1), which should be as close to 1 
as possible, were higher than the reference values of 0.90, 0.90 and 0.93 respectively 
[Byrne, 1994]. Also, the value of CMIN / DF statistics based on chi-square statistics, 
which amounted to – 0.752 (p = 0.608) was lower than the accepted standard – 2 or 3 
[Kline, 1998]. Presented results evidenced a very good fit of the model. One change 
was noted in relation to the initial model reflecting the hypotheses. It turned out 
that PSS is not only indirectly, but also directly related to the willingness to leave 
the organization.

Figure 2. The final model after verification
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Table 3. Standardized total effect (N = 443)

PSS POS
Gratitude 

to the 
organization

Caring about 
the image of the 

organization

Willingness to 
sacrifice for the 

organization

Emotional 
attachment

POS 0.50 0.00 0.00 0.00 0.00 0.00

Gratitude to the organization 0.46 0.63 0.00 0.00 0.00 0.00

Caring about the image of 
the organization 0.24 0.08 0.49 0.00 0.00 0.00

Willingness to sacrifice for the 
organization 0.20 0.28 0.44 0.00 0.00 0.00

Affective commitment 0.39 0.55 0.74 0.06 0.22 0.00

Willingness to leave the 
organization –0.47 –0.62 –0.22 –0.02 –0.06 –0.29

Source: own study.

Table 4. Standardized direct effect (N = 443)

PSS POS
Gratitude 

to the 
organization

Caring about 
the image of the 

organization

Willingness to 
sacrifice for the 

organization

Affective 
commitment

POS 0.50 0.00 0.00 0.00 0.00 0.00

Gratitude to the organization 0.14 0.63 0.00 0.00 0.00 0.00

Caring about the image of 
the organization 0.13 –0.23 0.49 0.00 0.00 0.00

Willingness to sacrifice for the 
organization 0.00 0.00 0.44 0.00 0.00 0.00

Affective commitment 0.00 0.09 0.62 0.06 0.22 0.00

Willingness to leave the 
organization –0.13 –0.45 0.00 0.00 0.00 –0.29

Source: own study.

Table 5. Standardized indirect effect (N = 443)

PSS POS
Gratitude 

to the 
organization

Caring about 
the image of the 

organization

Willingness to 
sacrifice for the 

organization

Affective 
commitment

POS 0.00 0.00 0.00 0.00 0.00 0.00

Gratitude to the organization 0.32 0.00 0.00 0.00 0.00 0.00

Caring about the image of 
the organization 0.11 0.31 0.00 0.00 0.00 0.00

Willingness to sacrifice for the 
organization 0.20 0.28 0.00 0.00 0.00 0.00

Affective commitment 0.39 0.46 0.13 0.00 0.00 0.00

Willingness to leave the 
organization –0.34 –0.16 –0.22 –0.02 –0.07 0.00

Source: own study.
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3. Discussion

The first hypothesis regarding the mediating role of PSS between POS and the 
employee’s affective commitment was confirmed. This means that the subordinate, 
who feels that his supervisor supports him in his activities and cares for his well-being, 
identifies this attitude with the organization which is personified in his superior, 
which means that employee cares for the organization’s goals as part of returning the 
favor. Results achieved are consistent with the results obtained so far [Wnuk, 2017] 
confirming validity of the theory of organizational support Eisenberger et al. [2001] and 
role of exchange between organization and employee [Blau, 1964], in which supervisor 
is perceived by employee as a personification of organization [cf. Levinson, 2001]).

The second hypothesis according to which POS fully mediates between PSS 
and the desire to leave the organization was partially confirmed. It turned out that 
POS is a partial and not a full mediator between PSS and the willingness to quit the 
organization. These results prove that PSS has not only an indirect but also a direct 
impact on the intention to leave the organization [cf. Wnuk, 2017a]. In the presented 
context, in accordance with the reciprocity principle, employee repays organization 
for support received from the organization and the superior and is not motivated 
to leave it [cf. Gouldner, 1960].

Also, the third and fourth hypotheses, which put gratitude and taking care 
about the image of the organization in the role of partial mediators between POS 
and the employee’s affective commitment, were fully confirmed. Results obtained 
are consistent with previous studies conducted among employees from various 
organizations in Poland, proving that good treatment and care for employees evokes 
gratitude to the organization and encourages them to take actions focused on caring 
about organization’s positive image, which increases their emotional bond to the 
organization [Wnuk, 2017a].

The fifth hypothesis according to which gratitude mediates fully between PSS 
and affective commitment has been confirmed. This means that, according to the 
results of research to date, employee expresses gratitude to the organization through 
affective commitment, the indirect source of which lies in perceived support received 
from the supervisor, manifested in concern for the well-being of the employee [cf. 
Wnuk, 2017a].

The sixth hypothesis referring to the fully mediating role of caring about the 
image of the organization between PSS and affective commitment turned out to be 
true. Employee becomes emotionally committed to the organization due to the fact 
that he or she has a feeling that the supervisor supports him and cares for his well-
being, and he repays the organization by caring about its image [cf. Wnuk, 2017a]. 
Also, according to the second part of this hypothesis, another aspect of loyalty in the 
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form of a willingness to sacrifice for the organization turned out to be a predictor of 
affective commitment without being simultaneously a consequence of POS and PSS 
[Chirkowska, Wnuk, 2018].

Also, the seventh hypothesis was confirmed according to which both elements 
of organizational loyalty in the form of caring about the image of the organization 
and the willingness to sacrifice for it mediate between gratitude to it and affective 
commitment. The obtained results prove that organizational loyalty is a manifestation 
of gratitude to the organization, leading to affective commitment [cf. Wnuk, 2017a].

Conducted research has numerous theoretical implications.
They confirm validity of the organizational support theory and the role of social 

exchange between employee and organization and between employee and supervisor 
as its representative, as well as the role of gratitude and loyalty in this relationship.

They prove that in addition to self-esteem based on being a member of the 
organization [Fuller et al., 2003], identification with the organization [Kurtessis et al., 
2015], a sense of commitment to the organization and positive affect [Eisenberger 
et al., 2001] variables that mediate between POS and affective commitment include 
gratitude and care about a positive image of the organization [cf. Wnuk, 2017a].

Concept of loyalty by Chirkowska and Wnuk [2018], confirms that caring about 
a positive image of the organization is part of the social exchange mechanism and 
is based on the reciprocity principle [Gouldner, 1960], according to which support 
perceived by an employee and received from the supervisor and the organization, 
strengthens emotional bond of both parties involved in this exchange. At the same 
time, they prove that the second aspect of loyalty, defined as a tendency to sacrifice 
for the organization, is independent of social exchange, which means that this type 
of employee’s attitude is not a sign of gratitude resulting from the perceived support 
received from the supervisor and the organization.

Research positively verified existence of mechanisms shaping affective commitment 
and the intention to leave the organization through support obtained from the 
organization and supervisor, as well as gratitude and loyalty to the organization. 
The first of the identified mechanisms refers to the direct influence of POS on the 
employee’s affective commitment. The other four are based on the indirect influence 
of POS and PSS on affective commitment through gratitude expressed to the 
organization and care about its positive image. It is worth noting that, while the 
perceived support received from a supervisor has a positive effect on care about the 
positive image of the organization, indirectly increasing commitment to it, support 
obtained from the organization directly reduces concern about its image, while 
indirectly, through gratitude, it positively affects this variable. Positive indirect effect 
balances the direct effect, which is weaker. In previous studies carried out on a more 
heterogeneous group of employees from many organizations, both POS and PSS, 
directly and indirectly, with the participation of gratitude to the organization had 



67ORGANIZATION AND MANAGEMENT • no. 3 / 2019 (186)

Social exchange as a key factor in shaping employees’ attitudes towards the organization

a positive effect on caring about its positive image [cf. Wnuk, 2017a]. The reason 
for this discrepancy may lie in organizational culture, which may play a significant 
role in the relationship between the two variables in one organization, while it has 
no effect among different organizations.

Three mechanisms of the impact of employees’ gratitude to the organization on the 
employees’ affective commitment were also confirmed. One of them has a direct nature 
and the other two are based on organizational loyalty. Obtained research results prove 
that employee’s attitude to the organization manifested in affective commitment and 
lack of willingness to leave it is a consequence of the exchange taking place between 
him and the organization and the supervisor who represents it. Employee who feels 
that the organization cares for him and treats him properly, shows gratitude to it, 
wanting to repay it by caring about its image, committing to achieving its goals and 
by showing no willingness to leave it.

Practical implications of the obtained test results refer to several key recommendations. 
The first of these concerns the need for the organization and its representatives to take 
care for the employee’s needs and to shape his sense that the organization is interested 
in him and cares for his well-being, as a key factor determining his  commitment 
and keeping him in the organization. Tools that could serve this purpose include 
conversations with the direct supervisor, evaluation interviews conducted in accordance 
with the adopted schedule, or employee surveys aimed at  monitoring employee 
attitudes, in which they can express their expectations towards the employer and assess 
the current attitude of the organization and its representatives towards each other.

When planning development and training activities, organization should take into 
account such forms of shaping attitudes of the managerial staff so that on the one 
hand they are aware that they are a key element of building a positive image of the 
organization in the eyes of employees, and on the other that they are able to respond 
in an individualized way to the needs of its subordinates so that they have a sense of 
support and concern for their own well-being.

From a recruitment perspective, one should employ people who have a strong 
tendency to make sacrifices for the organization, i.e., they can, when the situation 
requires it, give up part of their own interest for the good of the organization, for 
example, by staying longer at work. People with this virtue express this attitude, even 
when the organization and its representatives do not care about their well-being. 
This means that they are willing to develop emotional ties with the organization, 
and thus are motivated to continue work in the organization even if they do not feel 
support from the organization and the supervisor who is its personification. This 
provides a greater chance of keeping an employee involved in the implementation 
of organizational goals, being a kind of protective factor in the absence of affective 
commitment and willingness to quit caused by the lack of support provided by the 
organization and the supervisor.
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Conclusions

Research confirmed the existence of mechanisms of impact of PSS and POS on the 
employee’s attitude towards the organization and the key role of gratitude and loyalty 
for shaping affective commitment and the desire to leave it. Among the surveyed 
employees of one large organization, POS mediated fully between PSS and affective 
commitment, and partly between PSS and the desire to leave it. Employees perceiving 
both the organization and the superior as supportive and caring about their welfare, 
are more likely to be grateful to the organization and caring about its image, which 
in turn promotes their affective commitment. Organizational loyalty is also the result 
of employee’s gratitude to the organization, leading to stronger affective commitment.
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SOCIAL EXCHANGE AS A KEY FACTOR IN SHAPING 
EMPLOYEES’ ATTITUDES TOWARDS THE ORGANIZATION

Abstract

Social exchange has a significantly shapes employees’ attitudes towards organization. The 
aim of the study was to verify the mechanisms of the impact of perceived support received 
from the organization (POS) and supervisor (PSS), gratitude and organizational loyalty 
on the affective commitment of employees and the desire to leave it. 443 employees of one 
organization took part in the research. Following research tools were used: Overview of 
Perceived Organizational Support, Scale of Perceived Supervisor Support, Scale of Gratitude 
to the Organization, Scale of Organizational Loyalty, Organizational Commitment Scale 
and one measure of intention to leave the organization. POS mediated fully between PSS 
and employees’ affective commitment, and partly between PSS and the desire to leave the 
organization. Gratitude to the organization and care about its positive image partly mediated 
between POS and PSS and the employees’ affective commitment. Organizational loyalty was 
also a partial mediator between gratitude to the organization and affective commitment.

The role of social exchange in shaping employees’ attitudes towards the organization has 
been confirmed. One identified mechanisms, both of the direct impact of POS and PSS on 
affective commitment, and the indirect impact of these variables, through gratitude to the 
organization and care about its positive image. The role of gratitude and organizational loyalty 
for the willingness to leave the organization was also confirmed.

Keywords: gratitude to the organization, organizational loyalty, 
intention to leave the organization, perceived organizational 
support, perceived supervisor’s support, affective commitment

Jel classification codes: J28; J63; M12



71ORGANIZATION AND MANAGEMENT • no. 3 / 2019 (186)

Social exchange as a key factor in shaping employees’ attitudes towards the organization

WYMIANA SPOŁECZNA JAKO KLUCZOWY CZYNNIK 
DLA KSZTAŁTOWANIA POSTAW PRACOWNIKÓW 
WOBEC ORGANIZACJI

Streszczenie

Wymiana społeczna ma istotny wpływ na kształtowanie postaw pracowników względem 
organizacji. Celem przeprowadzonych badań było zweryfikowanie mechanizmów wpływu 
spostrzeganego wsparcia otrzymywanego od organizacji (POS) i przełożonego (PSS), wdzięcz-
ności i lojalności organizacyjnej na przywiązanie emocjonalne pracowników do organizacji 
oraz chęć jej opuszczenia. W badaniach wzięło udział 443 pracowników jednej organizacji. 
Zastosowano następujące narzędzia badawcze: Przegląd Spostrzeganego Wsparcia Organi-
zacyjnego, Skalę Spostrzeganego Wsparcia Przełożonego, Skalę Wdzięczności wobec Orga-
nizacji, Skalę Lojalności Organizacyjnej, Skalę Przywiązania do Organizacji oraz jedną miarę 
dotyczącą intencji odejścia z organizacji. POS pośredniczyło całkowicie między PSS a przy-
wiązaniem emocjonalnym pracowników do organizacji oraz częściowo między PSS i chęcią 
opuszczenia organizacji. Wdzięczność wobec organizacji oraz dbanie o jej pozytywny wize-
runek pośredniczyły częściowo między POS oraz PSS a przywiązaniem emocjonalnym pra-
cowników do organizacji. Również lojalność organizacyjna była częściowym mediatorem 
między wdzięcznością wobec organizacji a przywiązaniem emocjonalnym.

Potwierdzono rolę wymiany społecznej dla kształtowania postaw pracowników wobec 
organizacji. Zidentyfikowano mechanizmy, zarówno bezpośredniego wpływu POS i PSS 
na przywiązanie emocjonalne do organizacji, jak i pośredniego oddziaływania tych zmiennych, 
poprzez wdzięczności wobec organizacji oraz dbanie o jej pozytywny wizerunek. Potwier-
dzono również rolę wdzięczności oraz lojalności organizacyjnej dla chęci odejścia z organizacji.

Słowa kluczowe: wdzięczność wobec organizacji, lojalność 
organizacyjna, zamiar opuszczenia organizacji, postrzegane 
wsparcie organizacyjne, postrzegane wsparcie przełożonego, 
przywiązanie emocjonalne

Kody klasyfikacji jel: J28, J63, M12
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APPERCEPTION OF FLEXIBILITY IN 
ORGANIZATIONAL BEHAVIOR RESEARCH

Introduction

In the process of human resource management, one of the key elements in 
management activities is supplying information on the current professional experience 
of the employee/job applicant. It is derived from data which are subject to interpretation, 
on the one hand by the HR department, which assigns to individual behavioral 
indicators (e.g., frequency of change of position) a certain value consistent with the 
organization’s policy. On the other hand – by the employee who, when describing 
his behavior, relies on a generalized image of his own professional activity (e.g., 
self-assessment of teamwork skills). However, while the assessment of qualifications 
performed by an external entity (HR department) refers to  biographical and 
professional indicators and as such, it should be considered as an objectified source 
of information, this self-assessment is largely related to the level of self-awareness 
and readiness to adequately interpret own actions. Leaving aside the issues related to 
substantive preparation (related to, among other things, knowledge of the definition 
of competencies), it is worth asking the question about the diagnostic value of such 
information and the possibility of using it in the human resource management process.

The aim of the article is to describe the relationship between cognitive and 
behavioral aspects of behavior and to explain factors constituting it. The answer 
to the question of the extent to which employee’s behavior (behavioral aspect) leads 
to a generalized reflection based on the systematization of experiences (cognitive 
aspect) will allow for a better understanding of not only the mechanism of self-
interpretation of behaviors, but also a more conscious estimation of the use of this 
information in management activities.

* Katarzyna Januszkiewicz, Ph.D., Assistant Professor – University of Lodz.
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The realization of such a goal requires a two-dimensional research process. On 
the theoretical level, the starting point for the analysis of relations between cognitive 
and behavioral aspects of behavior will be the concept of apperception derived 
from philosophy, and its interpretive framework defined on the basis of psychology. 
However, transfer of considerations to empiricism requires an introduction of a certain 
limitation and narrowing of the subject category to the category of flexible behavior 
based on the assumptions of the FOBE concept [Januszkiewicz, 2018].

1. Apperception of behavior

The notion of apperception comes from philosophy, where in general terms it 
is understood as the perception of oneself, self-awareness, the mind’s perception of 
its own states [Okoń, 1981]. At the same time Leibniz clearly marked the difference 
between perception – presentation of things to ourselves – and apperception, which 
means being aware of this presentation, when he said: “At all times there is in us an 
infinite number of observations without apperceptions and without reflection (…) 
because these impressions are too small and in too large quantity (petites perceptions), 
or too homogeneous to differ in any specific way” [Leibniz for: Senczyszyn, 2015]. 
In this approach, the receptive reception of incidents, or even their identification 
(naming), is not sufficiently important, since apperception is not the result of their pure 
quantitative accumulation, but a qualitative interpretation of sensations in accordance 
with the principle: “Nothing times a hundred thousand can be something” [Leibniz 
for: Senczyszyn, 2015].

The place of apperception in philosophical considerations in the following years 
was consolidated by the analysis of the concept carried out by I. Kant in an empirical 
and transcendental perspective. In his works, apperception has been elevated to the 
rank of the subject’s subjectivity – it is thanks to it that all present, past and future 
states still refer to self [Tatarkiewicz, 2003]. Adoption of such a perspective allowed 
for the introduction of the notion of apperception also to psychology, as a perception 
connected with referring the content of the observation to what is (previously) 
known. J. F. Herbart used the concept of “apperception mass”, that is, a resource 
of previous information and experiences, to which new observations are always 
referred [Dąbrowski, 2017].

It should be noted, however, that in both philosophy and psychology apperception 
is in a way a “higher form” of experiencing the world by an individual, something 
intermediate between the simple perception of impressions and the reflection which is 
organized like acts in a play and which remains in connection with development [Ref. 
Senczyszyn, 2015]. This process is sequential, but not deterministic. The condition 
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for the transition to the next stage is the fulfilment of the previous one, but this is 
not done automatically (Figure 1).

Figure 1. Stages of the apperception process
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Source: own study.

At the first stage of the discussed process, one can speak about a receptive reception 
of impressions. Some of them remain petites perceptions and are not subject to further 
analysis. Part, however, is perceived and named by the individual (interpretation), 
accumulating in the individual’s experience. At this point, the individuality of the 
individual acquires meaning which determines the uniqueness of the valuation 
process. At the stage of apperception, the memory of individual events blurs its limits, 
and the systematization of experiences redefines the individual by influencing the 
assessment of one’s own behavior.

Referring to the flexibility of behavior, which will be the basis of the empirical 
analysis, this process can be defined as a transition from the behavior change itself, 
through identifying incidents of change and becoming aware of their occurrence, 
to systematizing experiences and determining own level of behavioral flexibility. 
In the cognitive aspect, this is an act of passing from the statement: the change 
in the scope of my duties took place X times to the self-reflection I am flexible in this 
regard. One should pay attention to two important issues. First, the accumulation 
of experiences in the quantitative dimension is not the same as their qualitative 
interpretation. This process, conditioned by subjective determinants, depends on 
many factors, including experience or standards, based on which the behavior is 
validated. Secondly, experiences related to apperception mass are, by definition, subject 
to a certain generalization and so behavior with heterogeneous characteristics (change 
of working hours, work positions etc.) can be the basis for both assessment of the 
overall level of flexibility and flexibility in individual dimensions, and the analysis 
of this area should take this diversity into account.
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2.  Flexibility of organizational behavior of employees 
(FOBE) – theoretical foundations1

In the literature on the subject, flexibility in the organizational space is most often 
referred to the change in three areas: when, where and how an individual does his job 
[cf. among others Hill et al., 2008; Johnson et al., 2008; Rodgers, 1992; Pitt-Catsouphes, 
Matz-Costa, 2008; Rau, Hyland, 2002; Thompson et al., 2015]. It should be noted, 
however, that the qualitative heterogeneity of the practices described is an important 
premise to make more detailed divisions allowing for a better understanding of the 
investigated phenomenon.

And thus, in the work of Kossek and colleagues [Kossek et al., 2015], organizational 
solutions that enable employees to be flexible are described in terms of time flexibility 
(flexitime) – the choice of working hours, flexibility of place (flexiplace) – selection 
of the place of work (in the whole or part of it), flexibility of amount of work – the 
choice of the amount of work performed and the flexibility of continuity of work – the 
choice of the degree of involvement in the implementation of work. In the mentioned 
categories, one can clearly see the reference to the characteristics of the place, time 
and manner of performing work. At the same time, the recent increase in interest 
in the latter (how) should be associated primarily with the dynamic development 
of technology. In the literature, detailed analyses are conducted, inter alia, on issues 
related to virtualization of teamwork [among others Gibson, Cohen, 2003; Jarvenpaa, 
Leidner, 1998], the use of smartphones [among others Derks, Bakker, 2014] or 
more broadly, new technologies at work [among others Hempell, Zwick, 2008]. This 
category is therefore broadened to include aspects related to the change in the type 
of tasks performed, and more specifically, to the break with strictly defined limits of 
the position for their liquidity [Iles et al., 1996].

The dimensions presented above can be considered as the most frequently 
mentioned areas of change in the field of organizational behavior. This picture, 
however, seems incomplete, because it does not include the change in the roles that 
the individual plays in the organization resulting from a change in time, place, type 
and manner of performing tasks. Multitasking, multi-jobbing and finally the use of 
new organizational and management methods redefine the form of participation in 
both formal and non-formal aspects. Relatively little space is devoted in the literature 
to this issue directly. The existing studies are fragmentary – a change in the roles of 
employees is indicated as if “by the way” when referring e.g., to the very phenomenon 
of transformation (including the transformation of managerial roles [Brzozowski, 

1 The assumptions of the FOBE concept have been discussed in detail in the work: K. Januszkiewicz 
[2018].
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2009]) or discussing new management concepts [see: Zimniewicz, 1999; Czerska, 
2002]. Although the flexibility of the function, as it has been said so far, is usually 
not in the focus of researchers, this dimension seems to complement the picture of 
changes in organizational behavior in a significant way. Therefore, its inclusion in the 
model of analysis of organizational behavior seems justified.

Therefore, assuming the framework outlined above, it should be recognized that 
the manifestation of flexibility of organizational behavior of employees (FOBE) may 
take place in four dimensions: tasks performed (task flexibility TaF), roles performed 
(RF functional, or role flexibility), working time (TiF time flexibility) and places 
of work (spatial flexibility SF). In the context of these deliberations, the analysis of 
apperception based on the FOBE concept, apart from the general assessment of own 
level of flexibility will also apply to each of these areas.

3. Research methodology

Implementation of the objective formulated in the introduction requires in the 
empirical layer the answer to three research questions:

 � How the level of flexibility of organizational behavior of employees is shaped 
in the cognitive and behavioral perspective,

 � Is there a relationship between the level of flexibility of organizational behavior 
of employees in the cognitive and behavioral approach,

 � Whether there is a relationship between the studied variable (cognitive aspect) 
and the characteristics of the subjects (sex, age, length of service, the position 
held and employment sector).
In the assumed research model, theoretical predicates were operationalized. The 

cognitive aspect of flexibility was defined as self-assessment of flexibility (in terms of 
task, function, time, space and in general). On the other hand, the behavioral aspect 
was defined as frequency of the behavior in a given category (Table 1).

Table 1. Operationalization of the theoretical model

Apperception

Theoretical predicates Cognitive aspect of flexibility Behavioral aspect of flexibility

Empirical predicates Self-assessment of flexibility Frequency of the flexible behavior

Source: own study.

Self-assessment (cognitive aspect) was placed on a scale of 1–5, where 1 meant 
a very low level of flexibility, and 5 a very high level. On the other hand, in order 
to assess the flexibility in behavioral terms, the FOBE Questionnaire was used allowing 
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for the estimation of the level of flexibility in general terms (GF) and in four subscales 
(Task TaF, Functional RF, Time TiF, Spatial SF). The basis for the assessment of the 
level of flexibility is the indication of how often the given situation took place in the 
professional activity of the respondents during the last year. The analyzed variables 
were measured on the ordinal scale. Each of the variants was coded numerically: 1 
corresponds to the variant less than once, 2 – from two to three times, 3 – from four 
to five, and 4 – more than five.

Validation tests confirmed the high reliability of the tool both in general terms 
and in subscales (Alpha-Cronbach ratio: GF 0.870, TaF 0.831, RF 0.827, TiF 0.752, 
SF 0.705) as well as the criterion validity (at the significance level p < 0.001**).

The study was conducted in 2017 on a sample of 322 persons, diversified in terms 
of basic socio-demographic features like gender (61.2% women, 38.2% men) and 
age (at least 19 years, max. 67 years), and in terms of workplace characteristics – the 
period of employment in the current workplace (less than 1 year – 24.8%, 1–3 years 
– 30.1%, 3–5 years – 11.5%, 5–10 years – 15.8%, over 10 years – 17.7%), the position 
occupied (including both managerial and non-managerial positions, with the latter 
accounting for 3/4 of the sample) and the employment sector (services – 43.8%, sales 
– 20.5%, production/industry – 9.6%, other – 26.1%). The selection of the sample 
was random.

4. Results of own research

Based on the research results, it can be noticed that the self-assessment of 
flexibility in the surveyed group of employees is quite high – as many as two thirds 
of respondents considered it high, including one in five – very high, and only 2% 
– very low (distribution in individual areas is presented in Figure 2). Comparing 
the results for individual dimensions of flexibility, it can be pointed out that the 
respondents evaluated their spatial flexibility (in a direct way) as the lowest, although 
also in this case, nearly half of the respondents evaluated it highly (high and very 
high). Yet, in this particular area, 29% of surveyed group assessed it low (low and 
very low). The highest number of people rated their task flexibility as high and very 
high (70%); in this area, there were also the fewest indications for the low level (7%).

The description of flexibility level in the behavioral approach was based on 
indicators of the distribution of the level of flexibility of the organizational behavior 
of the employees. A detailed summary of the results is presented in Table 2.

The task flexibility index (TaF) determined on the basis of the results of the study 
conducted by means of the FOBE Questionnaire may take values from 8 to 32, and 
such values were also observed in the analyzed population. The average rating is 17.67 
(STD = 5.28), half of the people reach it at a level not lower than 17 (similar value is 
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given by the M-estimator), 25% – no higher than 14, 25% – not lower than 21. This 
distribution can, therefore, be characterized as even around the average.

In turn, the functional (role) flexibility index (RF) can take values from 5 to 20, 
the average reaches 8.29 (STD = 3.33), and the median – 8. One in four people reach 
it at a level not lower than 10, 25% – no higher than 5. In the surveyed group, there 
are more people with a relatively low level of functional flexibility (lower than the 
average), which is also evidenced by the high value of the skewness coefficient.

Figure 2.  Apperception of the flexibility of organizational behavior of employees 
(in%)
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Source: own study.

Table 2.  Statistics on the distribution of the flexibility level of organizational behavior 
of employees

Specification TaF RF TiF SF GF

Minimum 8 5 4 7 24

Maximum 32 20 16 28 83

Average 17.67 8.29 7.57 9.35 42.88

Huber M-estimator 17.31 7.59 6.97 8.59 41.90

Median 17.00 8.00 7.00 8.00 41.00

Q1 14.00 5.00 5.00 7.00 35.00

Q3 21.00 10.00 9.00 10.00 50.00

STD 5.278 3.334 3.288 2.946 10.841

Skewness coefficient 0.411 1.175 0.861 2.427 0.603

Kurtosis –0.099 1.041 –0.087 8.463 0.103

Source: own study.
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Similarly, in  the case of time flexibility (TiF), low results (below average) 
predominate, although the strength of the skewness of the distribution is not so 
high here. Both median and M-estimator take up values around 7 (the average is 
slightly higher, with STD = 3.29). Concentration of the results below the average is 
marked strongly in case of spatial flexibility – with a maximum of 28, the average is 
only 9.35 (with STD = 2.95), and the median equals only 8. The skewness coefficient 
and kurtosis are high. As many as 75% respondents achieve results on the scale of 
spatial flexibility at a level not higher than 10 points (thus much below the maximum).

The values of the presented statistics indicate that the distribution of the general 
level of flexibility of employees’ organizational behavior (FOBE) is quite stable 
and it is not strongly divergent from the normal distribution. The average level of 
professional flexibility reaches 42.88 (STD = 10.84), and half of the people reached 
the result not lower than 41.

Analysis of Spearman’s rho coefficients located on the main diagonal of Table 3 
indicates a significant (p < 0.001**), positive correlation between the level of behavioral 
self-assessment and the level of flexible behavior of employees in the studied area. 
However, in the case of functional and spatial flexibility, this relationship is weak 
(rho < 0.3), in other cases moderate (0.3 < rho > 0.5). Correlation is always positive, 
which confirms the compliance of the self-assessment and the frequency of flexible 
employees’ behavior.

Table 3.  Evaluation of the correlation between self-assessment and the frequency 
of flexible behavior

Self-assessment
Level of flexibility

task
TaF

functional
RF

time
TiF

spatial
SF

general
FOBE

Task flexibility rho 0.303** 0.321** 0.214** 0.171** 0.370**

p <0.001 <0.001 <0.001 0.002 <0.001

Functional flexibility rho 0.161** 0.272** 0.078 0.128* 0.223**

p 0.004 <0.001 0.163 0.021 <0.001

Time flexibility rho 0.205** 0.237** 0.304** 0.275** 0.336**

p <0.001 <0.001 <0.001 <0.001 <0.001

Spatial flexibility rho 0.189** 0.151** 0.115* 0.280** 0.234**

p 0.001 0.007 0.039 <0.001 <0.001

General flexibility rho 0.308** 0.298** 0.218** 0.288** 0.378**

p <0.001 <0.001 <0.001 <0.001 <0.001

rho – Spearman’s rank correlation coefficient, p – probability of the correlation coefficient in the t test, 
** – statistically significant relationship (α = 0.01), * – statistically significant relationship (α = 0.05).
Source: own study.
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Due to the nature of the data, the answer to the second research question required 
the use in further analyses of non-parametric tests to compare the two (Mann-
Whitney test) or more than two (Kruskal-Wallis test) populations. Detailed results 
are presented in Table 4.

Table 4. Self-assessment of flexibility and socio-demographic variables

Self-assessment of flexibility
Indicators

task
TaF

functional
RF

time
TiF

spatial
SF

general
EZOP

Sex U Mann-Whitney 12000.000 11455.000 11561.500 11670.500 10971.500

W Wilcoxon 31503.000 30958.000 31064.500 31173.500 30474.500

Z –0.152 –0.870 –0.718 –0.568 –1.525

p 0.879 0.385 0.473 0.570 0.127

Position U Mann-Whitney 8041.000 7444.000 7729.000 8235.500 7276.000

W Wilcoxon 38176.000 37579.000 37864.000 38370.500 37411.000

Z –2.064 –2.955 –2.496 –1.727 –3.248

p 0.039* 0.003** 0.013* 0.084 0.001**

Length of 
service

H Kruskal-Wallis 8.718 4.738 2.662 6.026 5.427

df 4 4 4 4 4

p 0.069 0.315 0.616 0.197 0.246

Employment 
sector

H Kruskal-Wallis 1.924 9.130 0.700 5.342 4.219

df 3 3 3 3 3

p 0.588 0.028* 0.873 0.148 0.239

Age r 0.119 –0.019 0.100 0.029 0.090

p 0.033* 0.730 0.074 0.608 0.107

Z – the calculated value of the Mann-Whitney test, df – the number of degrees of freedom, p – probability 
in the Mann-Whitney or Kruskal-Wallis test, r – Pearson’s correlation coefficient, ** – statistically significant 
differences (α = 0.01), * – statistically significant differences (α = 0.05).
Source: own study.

The analysis of the obtained results indicates the lack of statistically significant 
differences in the declared level of flexibility depending on the sex of the respondents 
and the length of service in the company (p> 0.05) – both in the general and individual 
dimensions.

Statistically significant differences were noticed in some areas of flexibility in the 
cross-section of the occupied position, employment sector and age. On the basis of 
the assumed level of α = 0.05 and statistics Z of the Mann-Whitney test, it should be 
pointed out that there are statistically significant differences between persons holding 
managerial positions and persons occupying non-managerial positions in the self-
assessment of flexibility – its higher level is declared by persons occupying managerial 



82 ORGANIZATION AND MANAGEMENT • no. 3 / 2019 (186)

Katarzyna Januszkiewicz   

positions. These differences were recorded in the area of task flexibility (p = 0.039, 
the average rank is 179.5 and 155.8, respectively), functional flexibility (p = 0.003, the 
average rank is 187.3 and 153.3 respectively), time flexibility (p = 0.013, the average 
rank is 183.62 and 154.55 respectively) and for flexibility in general (p = 0.001, 
the average rank is respectively 198.5 and 152.7). An exception, in this case, is the 
SF dimension, where there were no statistically significant differences in the self-
assessment of flexibility between those in managerial and non-managerial positions 
(p = 0.084, the average rank is 177.0 and 156.6 respectively).

However, in relation to the sector of employment in which the respondents 
work, statistically significant differences were recorded only in the area of functional 
flexibility (p = 0.028), where the average rank for the Sales group is 190.4 and is much 
higher than the average rank for other groups (Production / Industry 157.0, Services 
154.7, Other 151.6).

The analysis of the correlation between the self-assessment of flexibility and the 
age of the subjects indicates the existence of statistically significant differences, but 
only for the area of task flexibility, and this relationship is weak (p = 0.033). In other 
areas, the age of the respondents was not related to the declared level of flexibility.

5. Discussion of results and conclusions

Regarding the first research question, it should be noted that obtained results 
indicate a high level of employee self-assessment in the field of flexibility. Nearly two-
thirds of respondents rated it at a high level, including one in five – very high and 
only 2% – very low. At the same time, employees estimated their own flexibility in the 
task area as the highest, while spatial flexibility as the lowest. However, in relation 
to behavioral indicators, estimated on the basis of the frequency of occurrence of 
a given behavior, for task flexibility the results are evenly distributed around the average, 
whereas in the remaining areas of flexibility, the studied group is dominated by people 
with a relatively low level of flexible behavior. This is especially noticeable in the case 
of spatial flexibility, where as many as 75% of the respondents made indications below 
10 points, that is, well below the maximum (at the average of 9.35). Thus, both in the 
cognitive and behavioral approaches, the task flexibility area obtained the highest 
results, while the spatial flexibility – the lowest.

However, in relation to the second of the research questions, it should be noted, 
that the indicated discrepancies in assessments in almost all areas do not have high 
amplitude, since the relationship between the declared level of self-assessment of 
flexibility and the frequency of flexibility in behavioral approach is statistically 
significant. Therefore, it can be inferred indirectly that in the case of the respondents, 
the frequency of flexible behaviors had an impact on the apperception process and 
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the people who assessed their own flexibility in a given area as high significantly more 
often experienced given behavior in the past year than the people who assessed their 
flexibility on the lower level.

In answer to the third question, it is also worth noting that the level of self-
assessment in the studied group remained in relation to three of the analyzed five 
socio-demographic variables. The position held was of the greatest significance for 
the analyzed variable. In almost all of the surveyed areas, managers declared a higher 
level of flexibility than employees in non-managerial positions, with the exception of 
spatial flexibility (no statistically significant differences). It is difficult to find a clear 
interpretation of the results obtained. On the one hand, it can be assumed that managers 
on a daily basis struggling with the need to adjust their activities to the changing 
environment are more aware of the importance of flexibility in their own work and 
related competencies. On the other hand, it can also be assumed that employees 
in non-managerial positions perceive themselves as executors of commands, and 
treat changes as an element of work, and do not interpret them in terms of their own 
predispositions. Such an interpretation is substantiated by the lack of differences in the 
area of spatial flexibility, the characteristics of which makes it seem relatively simpler 
in identification (change of place of work, the transition to another organization), 
and thus it may be easier to include in the description of own behavior. This may 
justify the need to introduce different indicators to test the flexibility in managerial 
positions [e.g., Kaiser et al., 2007].

Representatives of each of the surveyed sectors of employment declared a similar 
level of flexibility in the general dimension and in the areas studied. The exception was 
in this case employees from the Sales group, who rated themselves significantly higher 
in the aspect of functional flexibility (p = 0.028). According to the FOBE concept, this 
area is connected with the change of organizational roles and/or team roles. This is 
a characteristic that seems to fit into the conditions in which the employees in this 
group perform their tasks. This is favored by the tendency to conclude temporary 
contracts, which on the one hand increases the fluctuation of sales employees, and 
on the other hand, enables the provision of work for several entities at the same time.

The last of the analyzed variables, which is related to the level of self-assessment, 
is the age of the subjects, with the statistically significant relationship recorded 
only in the case of task flexibility (p = 0.033), it is weak, though. However, it is 
worth considering the meaning of such a result. By entering into the current of 
deliberations, it can be assumed that the capacity of the apperception mass to which 
the subsequent experiences are referred, increases with age and thus the picture of 
self in the given area is strengthened. The qualitative broadening of the category is 
conducive to making subsequent interpretations and generalizations. At the same 
time knowledge about the diversity of the professional activity characteristics of 
individual generations of employees also substantiates another interpretation. While 
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in the traditional career model the changes of the organizational roles were most 
often associated with the promotion and change of position, they are now treated 
as organizational solutions that favor, for example, employee mobility [Bednarska-
Wnuk, 2013], or as a tool for knowledge transfer. These changes may be interpreted 
as flexibility by older employees and as such affect their self-assessment. While for 
the Y generation, they can be a natural element of professional work, not combined 
with the concept of flexibility.

Conclusions

In the light of the presented results of empirical research, the conclusion is that the 
level of flexibility of organizational behavior of employees in particular areas varies 
both in the cognitive (different levels of self-assessment) and behavioral dimensions 
(different levels of behavioral frequency). This justifies the necessity, indicated in the 
article, of treating flexibility as a heterogeneous phenomenon, manifested in a different 
way both in quantitative and qualitative terms. Limitations resulting from the nature 
of the conducted research allowed for referring mainly to the quantitative approach 
in the empirical layer (analysis of the relation between the frequency of flexible behavior 
and self-assessment of this area of behavior). At the same time, in further works, 
qualitative analysis may be based on differences between individual dimensions of 
flexibility, in accordance with the assumption that sporadic changes, but interpreted 
as significant, may be included in the picture of self, while frequent but irrelevant 
changes – may not. However, this raises further questions, for example, whether the 
frequency of changes does not reduce our sensitivity to them. In other words, whether 
events defined as petite perceptions are excluded from apperception because of their 
essence or permanence, which changes events into normality.

In the light of the analyses conducted, the sources of flexibility also seem to be 
worth considering: are changes in behaviors the result of reactions to the expectations 
of the organization and conditioned externally, do they affect the self-assessment, or 
do they constitute an internal disposition of the individual, affecting the undertaken 
actions. With regard to the management actions referred to at the outset, this difference 
is significant. In the first case, regardless of the employee’s declaration, flexibility is 
reactive and requires specific actions from the organization. In the second one, it 
can be expected that the employee will show not only activity but also proactivity.

The description of the relationship between cognitive and behavioral aspects of 
behaviors, which was the aim of this article, revealed the complexity of the issue 
under discussion and the presence of certain antinomies. It is difficult to resist the 
impression that whenever we deal with a human being and the interpretation of 
his behavior, neither the qualitative nor the quantitative approach is sufficient. It is 
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only the in-depth analysis of both perspectives that allows us to trace the process 
of apperception and to transfer the considerations from the interpretative-symbolic 
ground to the neo-positivist ground and to formulate practical recommendations.
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APPERCEPTION OF FLEXIBILITY IN ORGANIZATIONAL 
BEHAVIOR RESEARCH

Abstract

The aim of the article is to describe the relationship between cognitive and behavioral aspects 
of the flexibility of the organizational behavior of employees. In the epistemological layer, 
while looking for the relationship between experience and self-assessment of the individual, 
reference was made to the concept of apperception as a process in which the boundaries of 
individual events are blurred, and self is constantly being formed again. In the empirical layer, 
the considerations were narrowed down to the analysis of the studied relationship in the 
context of flexible behaviors. In the course of empirical analyses it was shown that there is 
a statistically significant relationship between the self-assessment of flexibility and the frequency 
of occurrence of a given behavior. In addition, the level of self-assessment in selected areas is 
related to some characteristics of the respondents (occupied position, employment sector, age). 
The research was carried out on a randomly selected sample of 322 employees.

Keywords: organizational behavior, flexibility, apperception

Jel classification codes: M12, M50
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APERCEPCJA ELASTYCZNOŚCI W ŚWIETLE BADAŃ 
ZACHOWAŃ ORGANIZACYJNYCH

Streszczenie

Celem artykułu jest opis relacji miedzy poznawczymi i behawioralnymi aspektami ela-
styczności zachowań organizacyjnych pracowników. W warstwie teoriopoznawczej szukając 
zależności między doświadczeniem a samooceną jednostki, odwołano się do pojęcia aper-
cepcji jako procesu, w którym zacierają się granice pojedynczych zdarzeń, a jaźń konstytuuje 
się wciąż na nowo. W warstwie empirycznej, rozważania zawężono do analizy badanej rela-
cji w kontekście zachowań elastycznych. W toku analiz empirycznych wykazano, że istnieje 
istotny statystycznie związek między samooceną elastyczności, a częstotliwością występo-
wania danego zachowania. Ponadto poziom samooceny w wybranych obszarach pozostaje 
w związku z niektórymi charakterystykami osób biorących udział w badaniu (zajmowane 
stanowisko, branża zatrudnienia, wiek). Badania zostały przeprowadzone na losowo dobra-
nej próbie 322 pracowników.

Słowa kluczowe: zachowania organizacyjne, elastyczność, 
apercepcja

Kody klasyfikacji jel: M12, M50



88 ORGANIZATION AND MANAGEMENT • no. 3 / 2019 (186)

THE COMMITTEE ON ORGANIZATIONAL 
AND MANAGEMENT SCIENCES 
POLISH ACADEMY OF SCIENCE

The Committee mission

To stimulate growth of the organizational and management sciences in Poland 
and to promote accomplishments of organizational and management sciences and 
their authors in other academic circles and among practitioners.

The Committee aim:

 � to represent the scientific community of organizational and management sci‑
ences, to interact with other sciences, boards and other bodies of Polish Academy 
of science, government bodies and international organizations dealing with the 
problems of organization and management;

 � to stimulate the quality of scientific institutions and members of the community 
forming the society of management sciences;

 � to actively influence young researchers, local scientific communities and prac‑
titioners;

 � to integrate the community of organizational and management sciences;
 � to involve the Committee in cooperation with international community.



89ORGANIZATION AND MANAGEMENT • no. 3 / 2019 (186)

THE COMMITTEE ON ORGANIZATIONAL 
AND MANAGEMENT SCIENCES 
POLISH ACADEMY OF SCIENCE

The Committee mission

To stimulate growth of the organizational and management sciences in Poland 
and to promote accomplishments of organizational and management sciences and 
their authors in other academic circles and among practitioners.

The Committee aim:

 � to represent the scientific community of organizational and management sci‑
ences, to interact with other sciences, boards and other bodies of Polish Academy 
of science, government bodies and international organizations dealing with the 
problems of organization and management;

 � to stimulate the quality of scientific institutions and members of the community 
forming the society of management sciences;

 � to actively influence young researchers, local scientific communities and prac‑
titioners;

 � to integrate the community of organizational and management sciences;
 � to involve the Committee in cooperation with international community.

SGH WARSAW SCHOOL OF ECONOMICS

The Warsaw school of economics (sGh) was founded in 1906 by August Zieliński, 
being Polish first university of economics. Currently the sGh is a internationally 
renowned institution, which played important role during economic transformation 
of Poland in 1990 s. sGh graduates are members of Polish, european and global most 
influential institutions such as the Polish Parliament and Government, the National 
bank of Poland and the european Commission. They also hold top managerial posts 
in numerous Polish and international companies.

Over 15 000 students are currently enrolled for studies at the sGh. it consists 
of 6500 full‑time students and about 5400 part‑time students. Additional 2700 
students participate in postgraduate courses and 1200 are candidates to doctoral 
degree. The sGh offers three degrees of undergraduate/postgraduate studies as 
well as a variety of postgraduate courses including 2 MbA programmes.

research, along with education, is crucial activity of the sGh. research topics 
are selected to support the teaching process and enhance educational standards of 
the academic staff. research projects are conducted by Collegia, institutes and de‑
partments and cover a wide range of current issues of a significant impact on theory 
and practice.

The international co‑operation plays significant role in enhancing research ac‑
tivities and development of educational methods. The school is traditionally open 
to exchange of knowledge, educational and research practices with abroad partners. 
The international character of the school increases as various organisational units of 
the sGh and its employees now maintain international contacts and co‑operate with 
more than 150 foreign universities. The school’s academic teachers participate in in‑
ternational academic conferences. The school takes part in almost a hundred research 
projects conducted in co‑operation with foreign centres. The sGh is a member of 
CeMs, the Global Alliance in Management education and Partnership in interna‑
tional Management consortium.

SGH Warsaw School of Economics was founded in 1906 by August Zieliński, 
being Polish first university of economics. Currently the SGH is an internationally 
renowned institution, which played an important role during economic transformation 
of Poland in 1990s. SGH graduates are members of Polish, European and global most 
influential institutions such as the Polish Parliament and Government, the National 
Bank of Poland and the European Commission. They also hold top managerial posts 
in numerous Polish and international companies.

Over 15,000 students are currently enrolled for studies at the SGH. It consists of 
6,500 full-time students and about 5,400 part-time students. Additional 2,700 students 
participate in postgraduate courses and 1,200 are candidates to doctoral degree. The 
SGH offers three degrees of undergraduate/postgraduate studies as well as a variety 
of postgraduate courses including two MBA programs.

Research, along with education, is crucial activity of the SGH. Research topics 
are selected to support the teaching process and enhance educational standards 
of the academic staff. Research projects are conducted by Collegia, Institutes and 
Departments and cover a wide range of current issues of a significant impact on 
theory and practice.

The international co-operation plays significant role in enhancing research activ-
ities and development of educational methods. The School is traditionally open to 
exchange of knowledge, educational and research practices with abroad partners. 
The international character of the School increases as various organizational units 
of the SGH and its employees now maintain international contacts and co-operate 
with more than 150 foreign universities. The School’s academic teachers participate 
in international academic conferences. The School takes part in almost a hundred 
research projects conducted in co-operation with foreign centers. The SGH is a member 
of CEMS, the Global Alliance in Management Education and Partnership in Inter-
national Management consortium.





INSTRUCTIONS FOR THE AUTHORS OF ARTICLES

The text should be written in English in Microsoft Word, Times New Roman 12 pt., 1.5 line spacing, 
margins of 2.5 cm on each side.

PREFERRED VOLUME
Scientific articles and research messages – up to 15 pages. 

STRUCTURE OF THE ARTICLE
Information about the author: name and surname, degree/academic title, affiliation and for editorial office 
purposes – e-mail address, telephone number.

The title of the article: 6–8 words.

Introduction: explanation of the reasons for conducting the research and specifying the question to 
which the answer was sought for.

The main part of the article: divided into parts (chapters/sections).

Conclusions: key results and findings.

References: up to 25 scientific positions.

Abstracts in English and Polish: up to 1,000 characters, containing justification for the 
purposefulness of research or discussion; presentation of the research problem and goal definition of the 
prepared work; description of the research methodology or a solution to the theoretical problem; synthetic 
presentation of results.

Keywords in English and Polish 

Title in Polish

JEL classification codes

FOOTNOTES
Footnotes: in the text in the format: [author’s name, year of publication: quoted page/pages].
Examples: [Wachowiak, 2013: 78]; [Wachowiak, Gregorczyk, 2018]
List of references: alphabetically.  
Examples: Dworzecki Z., Jarosiński M. (eds.) [2014], Within and beyond boundaries of management, SGH 
Publishing House, Warsaw.
Gregorczyk S. [2014], Business models of Polish enterprises during the economic crisis, Journal of 
Management and Financial Sciences 18(4): 63–89.
Skowronek-Mielczarek A. [2013], Innovations in resources management of enterprises, SGH Publishing 
House, Warsaw.
Trocki M. [2016], Designing project organization, in: Trocki M., Bukłaha E. (eds.), Project management  
– challenges and research results, SGH Publishing House, Warsaw.

FIGURES AND TABLES
In graphic programs, CorelDraw, Illustrator, Excel, or Word, in a vector form with the possibility of 
applying patches, preserving shades of gray. Table formatting limited to the necessary minimum.

Please send the materials to the following e-mail address: oik@sgh.waw.pl
The Editors reserve the right to shorten and adjust the text, change the title.

Preparation of the article in accordance with the above requirements  
is a condition for submitting it for review.

We do not return unsolicited texts and electronic media.
More instructions for authors on www.sgh.waw.pl/oik



ISSN 0137-5466 THE COMMITTEE ON ORGANIZATIONAL
AND MANAGEMENT SCIENCES

SGH WARSAW SCHOOL OF ECONOMICS
COLLEGIUM OF MANAGEMENT AND FINANCE


	Pusta strona

