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ABSTRACT

The proper quantitative and qualitative developn@nhuman resources constitutes one of
the most important problems to be solved by theagament of an enterprise. On the one
hand, this process becomes simpler thanks to dewglsuitable methods and techniques and
the increasingly large experience of the managstédf. On the other hand, however, varying
market conditions requiring the enterprise to bently adapted to new needs call for
human management systems to be adequately fle¥iblethe more complete utilization of
the employee potential, the process of monitoring developing the satisfaction level of
employed people gains key importance. The papesepts investigation results showing
relationships between activities undertaken byraerprise and their effects, as expressed by
the attitudes of employees.
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INTRODUCTION

The proper development of personnel policy in aterpmise is one of the most important
elements of the organization's functioning. Segkiools that will provide a basis and
guidelines enabling [1]: the appropriate shapingtlod career and development path of
individual personnel groups, selection of the &fit means of motivating and monitoring the
human resource satisfaction level and developingctibe and reliable personnel assessment
methods presents a challenge to the manageridl (ftafn organization. The selection of
optimal research methods enables an organizatiosat® both its time and financial
resources. Among the tools that aid in solving a8heve-mentioned problems, employee
guestionnaire surveys are worth mentioning. Theag both cover personnel satisfaction
surveys and provide a tool for work stand evalumtigloreover, they represent a method
whose preparation and performance do not involvearessive disruption of the natural
course of working of entities being examined.

Information obtained from the research processnallthe effective management of human
resources, which in turn enables a number of benédi be gained, such as increased
employee motivation, a sense of reliable and fesatment, and, as a consequence, a
reduction in personnel policy costs.

Satisfaction is related to the difference betwegpeetations and perceptions of the situation.
No difference in mean satisfaction, better assessroé the situation in relation to the
expectations of is enthusiasm and loyalty, whileeexiing the expectations of judgment are
dissatisfied [2]. From a business perspective @agrly important are issues concerning the
relationship between satisfaction with the produisti By Theorem Brayfield and
Crockett[3] high level of satisfaction will be pesg together with high productivity only if
productivity is perceived to be the way to some ontgnt goals and when these goals are
achieved. Under other conditions, satisfaction pratluctivity cannot be linked together or
even go negatively related. These consideratioms ws&ed by Vroom as the basis for the start
of the debate on the theory of expectations. Amotheory formulated by Davis[4]. It
assumes that adaptation to work is a function opleyee satisfaction and whether its
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behavior (performance level) is satisfactory foe tbrganization. Porter and Lawler[5]
extended the theory of Vroom. According to theng kiigher achievement leads to greater
satisfaction, and not vice versa. It could therefbe argued that the employee satisfaction
monitoring and development process is an esseealgmhents of building a modern staff
management system in an enterprise.

DESCRIPTION OF THE SURVEY
The survey was performed using a face-to-face Quesire form. Based on consultations
about the expected precision and representativesfasgings, the size of the target sample
was determined. Respondents provided answers tqua8tions of a closed nature. The
developed question could be classified into fivetsgtic categories:

» professional satisfaction level,

* job satisfaction,

* organizational culture,

» work environment, and

e training and assessment system.

Subjected to anonymous surveying were all peopbenfla public administration sector
organization, employed in the following departments

» Civic Affairs,

e Municipal,

* Urban Development, and
» Education.

The choice of departments was conditioned by, anotingr things, the current work schedule
of individual units of the examined organization.

SURVEY RESULTS
The first category of questions surveyed the engsey professional satisfaction level. The
following scale was adopted for the questions:

» definitely unsatisfying (1),

» rather unsatisfying (2),

* no opinion (3),

* rather satisfying (4),

» definitely satisfying (5).

As Figure 1 shows, a majority of asked questionsived ratings of 3.5 and higher, which, in
a practical sense, means that more than half ofdedaatings within a given question was at
a level of 4 or higher. By contrast, the ratingtleé employee promotion method is clearly
low. The mark of 2.5 indicates that this aspectines a more detailed analysis.
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THE QUESTION NUMBER

Figure 1. Professional satisfaction level rating
Q.1 — How can you describe the atmosphere at w@r?>- How can you describe the
employment stability level? Q.3 — How can you dbscyour relations with your superior?
Q.4 — How can you describe your relations with yfalilow workers? Q.5 — How can you
characterize the method of promoting workers? QHow can you characterize your current
scope of responsibilities?

Another group of questions were concerned withadsessment of the job satisfaction level.
In this case, the following scale was used:

 little important (1),

* important (2),

* most important (3).

The analysis of the obtained data — Figure 2 —sfithdit each of the indicated factors has a
significant influence on the level of satisfactilom the work being done. As the most

important elements in this area, the polled emmeyecognized employment stability and

the remuneration level.

3

2 -
1_
o -
1 2 3 4 5 6 7 8

THE QUESTION NUMBER

EVALUATION

Figure 2. Job satisfaction level rating
Please describe the impact of the following factmrdhe level of your work satisfaction: Q.1
— remuneration, Q.2 — bonuses, Q.3 — rewards, @rhployment stability, Q.5 —
communication between employees and management, d@munication among
employees, Q.7 — flexibility in combining professiomatters, Q.8 - promotion opportunity
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The purpose of the third category of question weaassess the level of organizational culture.
The following scale was adopted here:

» | definitely disagree (1),

» | rather disagree (2),

* | have no opinion (3),

* | rather agree (4),

» | definitely agree (5).

In this category, the ratings vary around the nledidues (marks 3 — 4) - Figure 3. In all
units, the employer pays attention to the approgmess of employees' attire and their culture

level to a high degree. By contrast, the resporsdenly perceive actions aimed at increasing
inter-organizational integration to a small extent.
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Figure 3. Organizational culture level rating
Q.1 — Does the employer undertake activities aiateghhancing the integration of employee
groups? Q.2 — Do a friendly atmosphere and thengtiess to cooperate exist among the
employees? Q.3 — Do the employees identify theaessefth the company within informal
relations? Q.4 — Do the superiors, through theindact, recognized values and
organizational norm, seek to shape the positivegenaf the company? Q.5 — Are employee
relations continued on friendly terms after workimgurs? Q.6 — Does the employer pay
attention to the appropriateness of the employaitise and their level of culture in contact
with customers? Q.7 — Do the material elementb@fitork environment (interior décor,
office equipment) positively shape the companyagefl

The next set of questions was oriented at the wardkronment. The respondents had a five-
degree rating scale at their disposal:

» | definitely disagree (1),

* |rather disagree (2),

* | have no opinion (3),

* I|rather agree (4),

» | definitely agree (5).

The ratings of individual elements making up therkwenvironment in the questionnaire,
similarly as in the preceding case, stay closeheormedian values — Figure 4. On the one
hand, the respondents clearly perceived the fadtttte employer paid attention to interior
décor, office equipment, the employees' attire dradr level of culture in contacts with
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customers; on the other hand, however, there isbapgof people, who either observed or
experienced some occurrences of a discriminataiyr@a
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Figure 4. Work environment rating
Q.1 — Do your fellow workers provide you informatiwhen you need it? Q.2 — Is your
superior well acquainted with your job? Q.3 — Aoy efforts and commitment appreciated
by your superior? Q.4 — Do you take advantage of ymssessed qualifications in your
work? Q.5 — Is the recruitment conducted in confomoe with accepted market standards?
Q.6 — Does the company show due respect and uadeisg towards your family
responsibilities? Q.7 — Have you observed or exgrexed any discrimination against you
(due to your sex, age, etc.)? Q.8 — Is the cortEpour work inspiring and requiring
independent thinking and initiative? Q.9 — Doeswhwek organization allow you to
discharge of your professional duties entrustegdo within the working hours? Q.10 — Are
contacts and cooperation with your fellow workessential in your job?

The last category concerned with the problems edladb the training system and the
assessment system. The identical rating scalelastinpreceding cases was used:

» | definitely disagree (1),

* Irather disagree (2),

* | have no opinion (3),

* |rather agree (4),

» | definitely agree (5).

The analysis the ratings shown in Figure 5 indgdfeat the training system and the
assessment system were assessed poorest of fllethmolled categories. This means that a
considerable group of people existed, who wereatlsfged with the current status quo in the
aspect examined, which was expressed by negatingsa
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THE QUESTION NUMBER

Figure 5. Training and assessment system anabtsig) r
Q.1 — Do the employees have the opportunity tdqpate in training courses dedicated to
their work posts? Q.2 — Do conducted training cegrsffectively contribute to increasing
the competency level of the employees? Q.3 — Deesnployer carry out activities aimed at
identifying any gaps in employee competencies? Qgks the employer actively monitor
the employee professional improvement process? @& non-financial elements play an
important role in the incentive system? Q.6 — Aeerules and criteria of employee
assessment commensurate with the work content héfiigd? Q.7 — Is the assessment-
related reward and penalty system transparent ain® f

SUMMARY

The process of monitoring and developing the lewElsatisfaction of an enterprise's
employees should be a permanent element of theorpeek policy of each organization.
Indeed, the proper management of human resoureesdaquence of continuous improvement
activities. To be able to carry out this processt,fareas requiring the implementation of
changes need to be properly identified.

The analysed organization came out positively imaority of assessed areas; however,
according to the adopted methodology of proceedhig,result is the average of positive and
negative ratings. The prevalence of the formerdiasvn some trends, though does not fully
reflect the existing status quo. From the assespoiht of view, it is the group of respondents
who took a negative view on particular issues se&ims to be more interesting.

Figure 6 shows the percentage share of negatiymmess in individual sets of questions.
Excluding the job satisfaction assessment arethh@nmemaining categories, the percentage of
persons dissatisfied with the existing status gumes from 18% to 27%. It can therefore be
stated that, in many assessed aspects, evergfifiioyee does not see any positive activities
of the organization.
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Figure 6. Percentage fraction of negative responses
Cat. 1 — professional satisfaction level; Cat. pb satisfaction; Cat. 3 — organizational
culture; Cat. 4 — work environment; Cat. 5 — traigiand assessment system

This situation calls for a further in-depth anatyshat will consider factors, such as e.g. the
type of surveyed department and the sex, age agthl®f service of a polled individual. So

extended study would make it possible to more pedgidetermine the range of occurring

problems, and thus identify the appropriate improget paths.
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