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Abstract

Resear ch background: This article concerns job satisfaction consideredmimportant impulse
affecting employee behavior, with particular emphas the analysis of the significance of the
factors that shape it.

Purpose of the article: The purpose of this paper is to analyze and evalesatironmental fac-
tors shaping job satisfaction in a company from T8 industry. This article addresses the
problem of job satisfaction, considered as an igedrimpulse influencing employee behavior,
with particular emphasis on the analysis of theartamce of the factors that underlie it. The
search for an answer to the question of what détesnthe satisfaction of the employee and
whether the employees are diversified based om gineferences in this area, relied on own re-
search carried out among employees of a transfortadmpany.

Methods: First of all, for each factor indicated in the gimsnaire a measure was calculated —
weighted average number of points. Using the doiteof decreasing value of this measure,
a ranking of the importance of factors shaping galtisfaction in the surveyed company was
prepared. Secondly, in order to supplement theyaes) the correlation between general job
satisfaction and particular factors of job satistat was examined. The values of Spearman's
rank correlation coefficients and Kendall's tau fioents (-Kendall) were calculated. The
correlation analysis allowed us to examine thengftttand direction of the influence of 20 factors
on the overall job satisfaction.
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Findings & Value added: The conducted research shows that the two mostrienofactors
necessary to achieve job satisfaction are accesgammnation necessary for proper performance
of work and independence in performing the entdustisks. The correlation analysis confirmed
that in the surveyed company job satisfaction @psgk primarily by factors that influence the
employees' needs related to affiliation. On theeotiand, the correlation coefficients between
general satisfaction and factors shaping the needetpect and recognition and self-fulfillment
turned out to be statistically insignificant. Burld job satisfaction requires identification of its
sources and recognition of the nature of the watiip between general satisfaction and its
determinants. Without knowledge of these factobthe extent to which they are responsible for
employee satisfaction and dissatisfaction, acttaken by employers may turn out to be misguid-
ed and become only a source of costs and not thected benefits. In conditions of limited
resources, employers should optimize activitiesedirt building employee satisfaction and focus
their efforts on those attributes of the workingiesnment, the modification of which will have
the most desirable consequences.

I ntroduction

Job satisfaction is one of the central areas aakoesearch (Abdelmoteleb,
2019; Ashraf, 2019; Dhamijet al., 2019; Erro-Garces & Ferreira, 2019;
Garciaet al., 2019; Magnier-Watanabeal., 2019; Mahmoodt al., 2019;
Recica & Dg@an, 2019; Wuet al., 2019; Stater & Stater, 2009). At the root
of this interest lies the premise that the phenameof job satisfaction can
help explain the essence and dynamics of the pakeasitindividuals and
groups working in organizations, and thereby preyi@mnong other things,
valuable guidance for people management practighsawiew to support-
ing more effective functioning of an individual Wit the organization, and
potentially contributing to a better understandaoighe individual's well-
being bordering his or her professional and peisiiea(Chrupata-Pniak,
2012, pp. 13-14).

Satisfaction is a largely subjective category, dejpgg on individual
perception (Sousa-Poza & Sousa-Poza, 2000, p. Hid@yidual expecta-
tions and value systems make it impossible to usally, uniformly for all,
design activities aimed at increasing the intensftpositive feelings. The
importance of job satisfaction is primarily duethe fact that work is one
of the basic determinants of quality of life angl gubjective evaluation.
Juchnowicz (2012, p. 62) stresses that betterfaetiisn was treated in the
model of interpersonal relationships as a varigidé prompts better work
performance. In subsequent management schoolselét@®nship between
satisfaction and work is perceived differently. Thenan resources model
assumes an autonomous relationship between sttisfand work. Higher
employee satisfaction is not considered in the eoxdndf factors affecting
work efficiency. Satisfaction in this model is rotmeans, but rather the
outcome of a significant contribution to the suscebthe organization as
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a whole, with the results of employee satisfacgarveys seen as a source
of management information about work conditionseripersonal relation-
ships, management style, etc.

It has become common to believe that taking catee@&mployees' pro-
fessional satisfaction brings the organization mesde benefits. Satisfied
employees are especially valuable because ofitti#tive, loyalty to their
employer, favorable working conditions, and sigrafitly decreased absen-
teeism. There is also a positive relationship betwsatisfaction and en-
gagement, job stability, service quality, custonogmralty and business de-
velopment (Porteet al., 1974, pp. 603—609; Kirkman & Shapiro, 2001, pp.
557-569; Hartert al., 2002, pp. 268-279; Wright & Bonett, 2007, pp.
150-151; Zhang & Zheng, 2009, p. 335; Lee & Wayl®0p. 350;
Kazmierczyk & Wyrwa, 2017; Kamierczyk & Zelichowska, 2017). While
satisfaction does not need to be directly corrdlatgh productivity, dissat-
isfaction is a potential threat to the functionio§ the organization as
a whole. For modern organizations, the problemalf $atisfaction be-
comes both a goal and an indicator of organizatieffactiveness. Em-
ployee satisfaction is an indicator of manageméieceveness, described
mainly in the context of the motivation of emplogee

In studying satisfaction as a source of human ratitin, two approach-
es can be distinguished. Initially, research prtsjeere conducted primari-
ly on the order of employers and therefore domphdbee organizational
perspective, according to which the researcheiselbdor answers to what
and why motivates individuals to more productiverkvand how that could
contribute to increased organizational effectivenéhe assumption of
a direct shift in the growth of human motivationiiorease the profitability
of the organization was part of the Neo-Taylorismapiggm of scientific
management and instrumental treatment of employResearch perspec-
tive is now different and it tends to refer to huniséic and positive psy-
chology. The researchers usually focus their effort the individual and
try to find the reasons for motivation at work, jn@reate organizational
conditions in which individuals can first and foresh self-actualize and
develop professionally, as well as feel personékfaation, which can
potentially lead to greater organizational effestigss (Chrupata-Pniak,
2012, p. 15).

This article addresses the problem of job satigfaciconsidered as an
important impulse influencing employee behaviothwdarticular emphasis
on the analysis of the importance of the factoa$ timderlie it. The ambig-
uous and difficult to measure impact of employdésfction on employee
behavior necessitates conducting the relevant resstudy. The search for
an answer to the question of what determines thsfaetion of the em-
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ployee and whether the employees are diversifiestdbaon their prefer-
ences in this area, relied on own research caait@mong employees of
a transportation company.

An important element of the success of modern prigss is to achieve
the greatest possible efficiency in relation tordésources involved. One of
the actions in this direction should be to increasmwloyee satisfaction. In
numerous publications related to the employeefaatisn survey, there is
a lack of agreement on the role of environmentdl iadividual factors in
the process of shaping satisfaction (Nair, 2007 42p-44). The question is
still open as to how much satisfaction is the ttestithe working environ-
ment in which the employee is staying, and to vehdént it results rather
from the employee's characteristics and indiviguatispositions. Leaving
aside the discussion about the superiority of @aéof over another, in this
paper the subject of interest are environmentabfaof job satisfaction.

The aim of the article is to analyze and evaluamarenmental factors
shaping job satisfaction in a company from the Ti&lustry. In order to
achieve the above goal, a questionnaire surveyosaducted based on
a specially constructed questionnaire. The studk fgace in December
2018. On the basis of the information obtained fthm survey, the analy-
sis and assessment of the importance of envirorah&adtors influencing
job satisfaction in the surveyed company was caroig. Statistical meth-
ods were used for this purpose.

The article presents synthetic results of thediae review, and then
presents the results of qualitative research, wiibbwed to formulate
theoretical and practical implications. The artictnsists of two parts —
theoretical and empirical. In the first part, vaisoways of defining job
satisfaction are presented and different approatchtge factors that shape
job satisfaction are identified. This is also wh#re most important deter-
minants of job satisfaction in the TSL sector (sort, shipping and logis-
tics) in Poland are discussed. The second parhefatticle presents the
results of the research on environmental factotsrdening job satisfaction
in a selected TSL company. The results of the cotleduresearch made it
possible to indicate the directions of improvementshe analyzed enter-
prise and possible directions of research in trea.a

The article was developed by applying the methdds/stematic litera-
ture review while the analysis of empirical matevias carried out using
the methods of descriptive statistics as well asdahof multivariate com-
parative analysis. The section containing conchsiovas prepared using
the logical analysis method, the identificationcafuse-effect relationships
and the synthesis of the observed trends.
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Literaturereview
The concept of job satisfaction

Job satisfaction is a concept that can be analiresad the standpoint of
different research perspectives. The way of undedihg the term "job

satisfaction” significantly influences the propetestion of study compo-
nents and constitutes the foundation for resedrclthe initial period of

research, "job satisfaction" was defined inconsite due to the diversity
of concepts presented by the researchers. Thereforattempt was made
to systemize and clarify this concept, as a resulvhich the definitions

proposed over the last few decades are free ofrmafstantive discrepan-
cies (Wudarzewski, 2016, p. 130). Factors commomutst definitions

include the occurrence of cognitive and emotiordfettive) aspects as
well as subjectivity resulting from individual peqion and feelings. On
the other hand, some differences in approachesoomtice scope of taking
into account various situational components to Wwhab satisfaction re-

lates (e.g. environmental factors, roles and tasikisin the organization

and the extent to which they are tailored to peomsults obtained — in
particular comparison of results with expectatioogjanizational value
system) and the degree of durability and dynamiieearcting to work con-

ditions.

The origins of systematized research on job satisfa date back to the
1930s. The first concepts of job satisfaction defims category as a short-
term emotional response to work resulting froms$gtig needs; others
identify its essence with an attitude that considtselatively persistent
feelings experienced at and towards work, which lbardefined as "ap-
proach to work”. Attempts to determine the causes effects of this phe-
nomenon have taken into account the circumstanteseshe employee
experiences unequivocally positive or negativeifigel at work and to-
wards work (Wudarzewski, 2013, p. 329). One of pinecursors to em-
ployee satisfaction was Hoppock, who defined tbiscept in 1935 as "any
combination of psychological and environmental d¢toing that a person
with true conviction could say was happy with hisher job" (Hoppock,
1935, p. 44). This approach demonstrates thafaetisn is conditioned by
many factors (both internal and external to théviddal) which need to be
identified and measured. It can therefore be daad this definition in-
cludes the imperative of examining the conditionswihich satisfaction
arises (Kosiorek & Szczepska, 2012, p. 200).

When reviewing the literature, it can be argued thany authors define
job satisfaction in both cognitive and emotionahte. For example, ac-
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cording to Robbins (after: Borowska-Pietrzak, 204411), satisfaction is
a general positive attitude towards work, whichsists not only of specific
behaviors, but also opinions and evaluations, dbk agefeelings. In turn,
Juchnowicz (2014, p. 11) defines satisfaction apegific attitude towards
work, that is both cognitive, i.e. providing objeet information about the
studied aspects of work, and affective, as it prisskeelings towards work,
and also behavioral, indicating the potential béragf employees in the
work process. Including both these elements is ptsited by Berry, for
whom job satisfaction is an attitude (meaning im&state), i.e. an evalua-
tion expressed in the form of affective reactiond aognitive judgments
about the extent to which performed work is eitlagorable or unfavorable
to the person (after: Wudarzewski, 2016, pp. 136)13

In the light of the above definitions, the broasuis of employee satis-
faction is an important topic to be discusseds letermined by the varied
conditions associated with the process of job fsati®n. Examples of the-
se can be: motivation and employee motivation geeg, elements of or-
ganizational culture along with the whole spectrofmesulting norms and
values (they constitute a specific canon for orgatmonal behavior), un-
written principles and norms in the work environmeselection of employ-
ees into the organization (Sipa, 2019). In otherdspthe practice of re-
cruiting, selecting or developing employees, mamgghem, planning and
organizing work is the organizational conditioning satisfaction. This
means that job satisfaction is linked to differenganizational variables
and is manifested through "job dedication, orgaiomal commitment,
civic behavior in the organization, [...] innovatio(/Ahmadet al., 2011, p.
577), and each of them can be related in a vaoftyays to how employ-
ees perceive satisfaction (Kosiorek & Szczsjia, 2012, p. 202).

Determinants of job satisfaction

Factors determining job satisfaction support thesig that measuring
and building employee satisfaction is a crucial porent of the develop-
ment and success of a business organization. Dthe timportance of job
satisfaction as a topic, numerous studies are taldar to identify the fac-
tors that have the greatest impact on its leval.over 50 years research on
job satisfaction has been attracting social scigmaetitioners and theorists
alike (Williams & Anderson, 1991; Portet al., 1974). In spite of this
abundance of insights however, job satisfactionaiamto this day a popu-
lar research area. Having said that, there isratilhgreement as to the im-
portance of specific factors influencing job sattdfon (Springer, 2011, p.
166; Nair, 2007, pp. 38-47). To begin with, the clethese determinants
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varies considerably from study to study, with théhars indicating the role
of both objective (situational) and subjective (indual) factors in this

process (Bednarska, 2016, p. 100). While the forarer shaped by the
employer and have an impact on the level of batisfaetion, the latter

affect the perception of work environment’s chagastics and differenti-

ate the strength of their impact (Borowska-Pietr24k.4, pp. 15-16). The
objective factors are directly related to work eamiment and include work
content (internal rewards) and work conditions éexal rewards).

The current research concerns mainly the interndl external factors
influencing employee satisfaction and job satisfect meaning factors
related to the employee’s internal characteristicd their broadly under-
stood work environment. Despite the significanerof personality factors
in shaping satisfaction, research has shown (Lanaibex., 2001) that fac-
tors related to work environment — such as fair ueeration, positive
relationships with co-workers, lack of conflictsydaa sense of autonomy
— are indeed more important. This, however, hasstayiped researchers
from emphasizing the importance of individual fast@asiski & Derbis,
2019, p. 14). It is assumed that the individuaklesf job satisfaction is
determined by personality factors (ranging fromt@030%), situational
factors related to one’s professional field (raggiom 40 to 60%), and the
interaction between these two categories of vaeglanging from 10 to
20%) (Makinet al, 2000, p. 86). Personality factors include thaivirdu-
al's baggage of professional experience and theitst(Judg & Klinger,
2008; Piccoleet al, 2005; Saari & Judg, 2004; Helletr al, 2002; Judget
al., 2000). However, in what concerns the professifield, attention is
paid to: working conditions, job characteristicsc{uding the nature, type
and scope of duties), organizational climate, ogdional culture, man-
agement system quality (determined, among othgrfhdlevel of the ad-
ministration system’s efficiency or lack theredfpurly workload, the level
of stress at work, remuneration, co-workers (thalitju of interpersonal
relations and the level of skills possessed by oders and superiors),
ambiguities and conflicts in distributing assigntserand job market pro-
spects (Winkler, 2009, pp. 80-81; Kuski, 2003,3#8—-352; Makiret al,
2000, pp. 82-86; Gordon, 1993, p. 644).

Leymann (1996) argues that personality factorgrareh less important
and should not be taken into account at all. Invésv, research on job
satisfaction should focus instead on working cood# and relationships
within the organization. A study involving over 880 employees of enter-
prises spread across 41 countries showed thantibimal characteristics of
work are more important for job satisfaction amemgployees from more
affluent countries, where the welfare system id deVeloped, where indi-
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vidualism is valued more than collectivism, and whéhere is a lower
power distance (Huang & Van De Vliert, 2003).

Some researchers claim that one of the most imptodigterminants of
job satisfaction is attitude towards work (CeliR12). In this approach, job
satisfaction is a type of emotion that results frarperson's embedding in
organizational culture, how the company is managad,what the conduct
of executives is. An analysis of findings from miational studies showed
that, regardless of organizational culture, the @mhaf remuneration re-
mains the key driver of satisfaction (Warr, 2008}her studies add to it,
along with employment stability and fair remunewatithe possibility of
personal growth (Juchnowicz, 2012), as well as@giamosphere at work
and good performance of duties by co-workers (Hajda et al., 2015).
Employment stability and relations with supervisarsd co-workers are
also very important for job satisfaction (BiatasL&win, 2013). Combina-
tions of different factors were also proposed bySfringer (2011), who
put forward a set of 16 factors potentially inflogrg employee satisfaction
grouped into four variants corresponding to thegaties of four needs —
security, affiliation, power and recognition, antgth.

In summary, the growing interest in job satisfattamong researchers
and the fact it is increasingly included in econorahalyses should be
linked to the detection of a relationship betweempleyees’ subjective
views on work environment and their objective bétigwvhich translate
directly into the company’s performance on a laggze.

The TSL industry in Poland

In 1990 the process of transformation began inblae. the process
of transition from a centrally planned economy tonarket economy. In
September 1989, the first non-communist governraftet 45 years was
formed. The new authorities began the process stesy reconstruction
with the adoption of a package of new legal acth@tend of 1989, includ-
ing the Act on economic activity (Act of 23 Decemld®88 on economic
activity, JoL. of 1988, No. 41, item 324), whiclinghated or significantly
reduced political and legal barriers to startingibess activity in Poland.
These changes resulted in dynamic development kéhPentrepreneur-
ship. While in 1989 there were 831 thousand sl medium-sized pri-
vate companies in Poland, in 1992 this humber dayhieaching 1701.3
thousand (Hejduk, 1994). During this period, maisBrvice enterprises
were established in Poland, as well as enterpdealng with renovation,
construction and transport services. It can theeefie assumed that the
beginning of the 1990s was the first important stagthe development of
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the TSL industry in Poland. However, it should lmedl, that during this
period mainly companies dealing with domestic tpanswere established,
which resulted from the fact that the Act on ecoioattivity introduced
the necessity to apply for a concession in the ohseme types of activity.
This requirement was applicable, among otherse#oand air transport, as
well as foreign trade in certain goods and services

In the following years, many changes were introduséh regard to le-
gal regulations in Poland, which led to the libesaion of the transport
market, but a significant change occurred onlyrafeland's accession to
the European Union. Since Poland's accession t&lthd.e. May 2004, it
has been possible to speak of unrestricted acée?slish transport com-
panies to the EU market, which probably had an aghpa the equalization
of the share of international transport with doneaséinsport (Figure 1.).

Poland's accession to the EU can therefore bedemesi as the second
important stage in the development of the TSL itgus1 Poland. The
opening of borders had a positive impact on theslibgwment of the TSL
industry, mainly due to medium and large transpmd logistics compa-
nies. However, the growing competition related otaRd's accession to the
EU structures could not be coped with by small #aaily businesses
(Krajewska & tukasik, 2010). Good economic situataond the increase in
foreign trade turnover then translated into positthanges in the TSL sec-
tor — an increase in the number of enterpriseseease in the number of
employees and an improvement in the financial tesiflenterprises (Table
1.).

Another important period in the activity of Polisiterprises from the
TSL sector was the global crisis initiated in mighZ in the United States,
which affected most of the countries of the woflltlis crisis also had an
impact on the Polish TSL sector. The first symptarhthis crisis began to
be felt by Polish enterprises in the middle of 2088d at the end of this
year it recorded, among others, a negative nehdiaaresult and a nega-
tive profitability ratio of net turnover. In turthe next year brought, among
other things, a decrease in the number of enteria decrease in the
number of employees and a decrease in revenuestiimisale of products
and services. The fact that the TSL industry qyicddapted to the new,
difficult economic reality should be assessed padit. The companies
undertook actions that allowed them to improverteeonomic and finan-
cial situation, which resulted in, among others,irmrease in sales reve-
nues, an increase in the net financial result ankherease in the net turno-
ver profitability ratio. On the other hand, an iease in the number of en-
terprises and employees was noted in the wholestngd(Table 1.).
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In recent years, the TSL industry has recordedsfsatory results —
each year there are several thousand new compahéesuumber of em-
ployees in the industry has been increasing, aaccttimpanies have rec-
orded satisfactory economic and financial resdleb(e 1.).

The Logistics Performance Index (LPI), developedti® World Bank
Group, can be used to assess the TSL industrylan&dn other countries.
This indicator is an interactive tool for compavatianalysis. Based on it,
countries can identify challenges and opportunitiey face in their logis-
tics activities. It provides guidance on what atsimeed to be taken to
improve their performance. It consists of both gatle and quantitative
elements and helps to create country-friendly sfirom a logistics per-
spective. It measures efficiency along the logéssapply chain in a given
country and offers two perspectives — internaticaral national.

In 2018, LPI was able to compare 167 countries. Odgstics Perfor-
mance Index is a weighted average based on spategs (The Logistics
Performance Index and Its Indicators, 2018): custol®arance, infrastruc-
ture, international shipments, logistics competericacking & tracing,
punctuality.

In 2018, Poland was significantly below the averfmehighly devel-
oped countries, taking the 31st position. Whenréimking was created, i.e.
in 2007 — Poland was on the 40th position, the@0®0 and 2012 it ad-
vanced to the 30th position, to record a decregsenk position in 2014,
and in 2016 it took the 33rd position. This infotioa indicates low utili-
zation of the advantage of Poland's geographicedtion in order to
achieve systemic superiority in the TSL sector.

Important information, which gives the possibilif in-depth analysis
of selected areas, is shown in the data of indalidomponents of indica-
tors. The strongest point of the Polish TSL seiganternational shipments
and punctuality, while infrastructure is the wedkes

The condition of road, rail and port infrastructusethe most serious
barrier that hinders the functioning and developn@rthe TSL sector in
Poland. However, it should be noted that the caibf transport infra-
structure in Poland is systematically improvingnc® 2005, 2638 km of
new expressways, including 1086.8 km of motorwayd 4551.2 km of
expressways, have been put into operation. For adsgn, 25 years ago
the total length of roads of the motorway standiarfdoland was 100 km.
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Resear ch methodology

The study took place in December 2018 and was atedwsing the sur-
vey method. The research was carried out in ortheotompanies operat-
ing in the Lubuskie Voivodeship (western Polandhjch is related to the
TSL industry. All employees (84 people) were susgbyof which 38%

were women and 62% men. The median age of studicipants was 45

years. At the time of conducting the study, 17,8%eepondents worked at
the company for less than a year (short work egpes), 36% — from 1 to
4 years (average work experience), and 46,4% —more than 4 years
(long work experience). The company offers compnshe and profes-
sional transport and logistics services througliturbpe, including:

— express transport of goods in Europe (the gooddeieered within 24

hours of loading to most EU countries),

— comprehensive logistics service for the furniturarket throughout

Europe,

— the so-called daily group age line between Polartd@ermany,

- forwarding services in the field of road, air amé $ransport,

— services in the field of warehouse logistics, idahg rental of ware-
houses,

- e-commerce warehouse logistics (comprehensive ticgiservice for
online shops).

Transport services of the surveyed company areigegdvby many reli-
able and verified subcontractors, with whom the gany has been cooper-
ating for years (e.g. express transport is based fheet of over 120 vehi-
cles). Moreover, the company has its own logisticelouse.

The development of the company, including the pdgihchange of legal
form, change of location, extension of the scopdrarfisport and logistic
services, have become a direct cause of the résesich was to provide
the managers with a lot of important informatiolated to the performance
of work in the surveyed company. This study presarpart of the research
on satisfaction issues.

The aim of the survey was to assess the leveltisffaetion of employ-
ees in the transport sector and to analyse fadetermining job satisfac-
tion, in particular:

— recognition of the degree of job satisfaction,
— research into the factors that have the strongebtnaost demotivating
impact on employee satisfaction.

In empirical surveys focused on job satisfactiorasueement, the mod-
el of quantitative surveys with the use of a questaire dominates in the
vast majority (Mazurek-Kucharska, 2012, p. 34). Qitative surveys with
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the use of a questionnaire are usually carriednatliin a correlation mod-
el, at the level of statistical inference, usingmarily correlation analysis
and factor analysis. The authors of the researghdp@ attention to the
accuracy and reliability test procedure. In gendtay present the process
of validating and checking the reliability of theiestionnaire technique
(method) in detail, including the values of the BdpCronbach index.

It was considered justified to create a questiaena measure job satis-
faction, including a cognitive and emotional asses# of job satisfaction,
as well as the frequency of positive and negatikmedences at work. The
guestionnaire included, among others, questiongaiat determining the
importance of factors shaping job satisfaction &aaiors determining the
decrease in job satisfaction. The majority of jatisfaction determinants
were identical to those commonly used in the mogupar scales (for) job
satisfaction measuremént

The survey was conducted among all employees otdngpany. The
guestionnaire indicated 20 potential factors infitiag job satisfaction and
asked the employees to assess the extent the tedlitactors influence
their job satisfaction. The respondents assessedntlicated factors, as-
signing a weighting of 1 to 5 to thénin addition, employees also assessed
overall job satisfaction (also on a scale from B¥o Then, on the basis of
information obtained from questionnaires, the asialyand evaluation of
the importance of factors influencing job satisfattn the surveyed enter-
prise was carried out. Statistical methods were f@ethis purpose.

First of all, for each factor indicated in the giimsnaire a measure was
calculated — weighted average number of pointsn@she criterion of
decreasing value of this measure, a ranking ofirtiportance of factors
shaping job satisfaction in the surveyed company prapared. Moreover,
the factors influencing job satisfaction (20 vake) indicated in the ques-
tionnaire were connected with the possibility ofatileg one of the four
basic human needs. Therefore, five variables irothanization were iden-
tified, which may contribute to the fulfilment okads: security, affiliation,
respect and recognition, and self-fulfilment (TaBl@ For each group of
factors influencing the indicated needs a measuae also calculated —

! There are many ways to measure job satisfactioth neore than 29 tools of this type
have been identified in the literature. Seven tegse found to be reliable and accurate. In
Polish literature an accurate and reliable questior to measure the cognitive evaluation
of work was presented by A.M. Zakrzewska. The autmphasises the need for separate
measurement of the cognitive and emotional asggobcatisfaction.

2 The higher the weight, the greater the factouiriicing job satisfaction.

3 The higher the weight, the higher the job sattifac
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weighted average number of points. Measuremenigiraat in this way
became the basis for evaluation of each groupabdrfa (Table 2.).

Secondly, in order to supplement the analysesconelation between
general job satisfaction and particular factorggdeinants) of job satisfac-
tion was examined. The values of Spearman's ramklaton coefficients
and Kendall's tau coefficients-Kendall) were calculated. The correlation
analysis allowed us to examine the strength arettian of the influence
of 20 factors on the overall job satisfaction (TEaBl).

Results

The conducted research shows that the two mostriamicfactors neces-
sary to achieve job satisfaction are access tormdton necessary for
proper performance of work (4.21 points) and inadelgace in performing
the entrusted tasks (4.20 points). The followingcpk were taken by: the
possibility of learning from one's own mistakesl@points), the feeling of
influencing the company's success (4.06 points) ptissibility of applying
one's own working methods (4.05 points) and gotatioms with superiors
(4.05 points) (Table 2.). The results of the redeamdicate that supervisors
take care to ensure that employees have accesfotmation that allows
them to perform their work properly. Moreover, suyors have confi-
dence in their employees, they do not impose rigids and principles on
them, but they give them the opportunity to impletiBeir own ideas and
solutions, and even if they do not always end itcess, this is not nega-
tively assessed in the surveyed company. Howelvisrjmportant for man-
agers to ensure that employees are able to draglusions from possible
failures and that in the future they do not makeilar mistakes. Employ-
ees value the fact that they have access to apat®pnformation and such
independence of action and believe that this isith& source of their job
satisfaction. This in turn is connected with thet fdnat employees identify
themselves with their company and feel that thdlu@mce its success,
which is also an important factor in their job stgction. The results of the
survey also indicate that such a way of managirdyraanaging the com-
pany is appropriate, which is confirmed by goodtiehs between employ-
ees and their superiors, as well as by the growmthdevelopment of the
company.

On the other hand, the respondents believe thatjtiesatisfaction is
least affected by factors such as the possibifitgromotion (2.47 points),
a satisfactory system of awarding prizes and bani8e71 points) and
attractive non-wage benefits (2.93 points) (Tab)e Phe low rating given
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to these factors is probably due to the fact thesé¢ factors are rarely used
in the surveyed company and, therefore, employeasaply did not con-
sider them to be of much importance in shapingrtjod satisfaction. It
should be an indication for managers that theseagras that need to be
changed and improved so that they are also a sofiresployee satisfac-
tion. The conducted research shows that the regpimassessed the over-
all job satisfaction in the surveyed enterpriseeuell (4.20 points). The
introduction of changes and improvements in thacetdd areas may,
however, further increase job satisfaction, and flharease the productivi-
ty and effectiveness of employees.

According to the conducted research, the highesteswas given to
a group of factors shaping employees' needs relategffiliation (3.98
points). The next place was taken by factors rélatesafety (3.80 points)
and self-fulfilment (3.77 points). On the other dathe lowest score was
given to factors related to the need for resped estognition (3.18
points). Therefore, these results confirm thatgberce of job satisfaction
in the surveyed company consists mainly in factdngch indicate that the
surveyed company has a friendly and good atmospkereghe one hand,
trust and independence, which is allowed by supersj and on the other
hand, their support influences the fact that engésyare satisfied with
their work. However, a group of factors that shdpeneed for estimation
and recognition, i.e. the system of rewarding, refwm@ and promotion,
require improvement and change.

As already indicated above, the overall job satitba in the surveyed
company is at a fairly high level (4.20 points).drder to supplement the
analyses presented above, the correlation betweemralbjob satisfaction
(a dependent variable) and individual factors (cheiteants) of job satisfac-
tion (independent variables) was also examined|€TaW.

The research shows that only 10 out of 20 calcdlaterelation coeffi-
cients (both Spearman aneKendall ranks) are statistically significant.
Taking into account these results, one may concthdepresence of high
(significant) relationship between overall job skiction and factors, i.e.
clear and understandable measures/criteria forssisgge the quality of
work, the possibility of learning from one's ownstakes. On the other
hand, a moderate (significant) relationship exigtsveen general job satis-
faction and seven factors, i.e. clearly definedpscof duties, taking into
account ideas/solutions indicated by employeesjw@atyy of assigned tasks
to the employee's capabilities, freedom of expngssine's own opinions,
feeling of influencing the company's success, gadations with supervi-
sors, reflecting the quality of work at the déwf remuneration. On the
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other hand, there is a low correlation between ggneb satisfaction and
positive relations with co-workers.

Therefore, the correlation analysis confirmed thahe surveyed com-
pany job satisfaction is shaped primarily by fagttrat influence the em-
ployees' needs related to affiliation. On the otrerd, the correlation coef-
ficients between general satisfaction and factbeping the need for re-
spect and recognition and self-fulfilment turned twube statistically insig-
nificant. Factors belonging to these two groupsuthotherefore, be of
particular interest to the company's supervisorsp whould care about
increasing employee satisfaction, and thus thdicieficy and effective-
ness.

Discussion

Determinants of job satisfaction have been theestlgjf many studies and
publications, and yet, there is still a lack of sensus as to the impact of
specific factors on job satisfaction (Sanchez-gelét al, 2018; Yuenet
al., 2018; Capecchi & Piccolo, 2016; Wilagka et al, 2016; Springer,
2011; Westover, 2010; Nair, 2007; Sousa-Poza & &®oza, 2000). Most
often, two groups of factors are examined, namelysg@nal and environ-
mental (Jagiski & Derbis, 2019). Research results so far ingi¢he strong
influence of environmental factors in shaping jattisfaction (Btaski &
Burlita, 2018; Razig & Maulabakhsh, 2015; Malgh al, 2000; Gordon,
1987). The factors directly related to the work ismvment encompass
mainly the content of the work and the conditioh$t® performance, and
they are the ones that have been looked into. Bus\dtudies have largely
focused on analyzing just one or two factors, mgkirdifficult to map out
potential correlations and relationships betwedfemint factors and the
degree of impact that each of these may have omvbeall level of job
satisfaction. To fully grasp the environmental atinds for job satisfac-
tion, a multi-level research study was conducted thok into account the
mutual connections between individual factors.

The study was embedded in a domestic and interretroad-transport
company belonging to the SME sector. Transport @mgs are currently a
crucial element of modern economies, and so trahspeing one of the
branches of a national economy, can be an impoféatdr contributing to
economic development but also indirectly to theeli@yment of each de-
partment of tangible output and of services. Caréid) some of the eco-
nomic data from the years 2008-2017 on the soetale sector —
Transport and Warehousing, it can be seen thaiuh@er of companies in
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this industry has been on the rise in recent y@awsaj et al., 2020; Kow-
alska, 2019; Zysiska, 2019).

The study presented in this article only included €émployees of the
transport company and that is because previousn&seto the level and
determinants of job satisfaction already reveahed the impact of individ-
ual conditions may differ depending on the prof@sgMatveichuket al.,
2019; Neves Pacheco da Silva & Ferreira dos Sd&tts, 2019; Wang &
Jing, 2018; Hyttieet al., 2013; Nandan & Krishna, 2013). In the analysis,
consistent tendencies are seen in employee resptmfiee prevailing con-
ditions for shaping the work environment. Basedtton findings, the gap
was identified between employee expectations aadwvitrking conditions
offered to them. A valuable organizational persipecvas also obtained by
collecting feedback from the employees of the samerprise.

The conducted research confirms the findings saghbly other authors
that environmental factors have a significant intpac job satisfaction
(Razig & Maulabakhsh, 2015; Winkler 2009; Lambeirtal., 2001). Ana-
lyzing numerous studies conducted in different ¢oes (e.g. Mysikova &
Vecernik, 2013; Vinas-Bardolet, 2020; Rabbadaed., 2012; Zhangt al.,
2019; Sokolovét al., 2016; Borooah, 2009) and in different sectorthef
economy (Visewet al., 2020; Biatas & Litwin, 2013Kumar, 2020; Chordi-
yaet al., 2019), including TSL (Mitonga-Monga, 2018; SilaSirok, 2018;
Chhetriet al., 2018), it is difficult to identify just one deare factor de-
termining job satisfaction. Based on our reseatich, most important de-
terminants of job satisfaction seem to be accessftomation necessary
for the proper performance of work and independencperforming as-
signed tasks. A study conducted in a different T®mpany in Slovenia
indicates that the most important factors of jotiséaction are supervision
(employees are satisfied with the management'suetgins and guidelines
and believe that their superiors are competenttemgest), the nature of
work (employees perceive their work as pleasangnimgful and satisfac-
tory) and co-workers (satisfaction with cooperatiowtual trust, and good
working relationships) (Sila & Sirok, 2018). On tbier hand, there is also
research carried out in logistics companies whiobws that the correla-
tions between IT performance, internal relationshtpansport and job sat-
isfaction are significant and positive. Importantigis means that by im-
proving employee satisfaction, performance in amash as IT, internal
relations, and transport can also be improved,\acel versa (Guloglet
al., 2014.

Moving on, there are also researchers who arguahtanost important
factor determining job satisfaction is attitude &wds work (Celik, 2011;
Dhir et al., 2020; Stamolamproat al., 2019;). In this approach, job satis-
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faction is a kind of emotion that results from age&’'s embedding in or-
ganizational culture, how the company is managed vehat the conduct of
executives is. In the enterprise under examinattmgse factors — although
not the most important — still rank high among gdtisfaction determi-

nants. We have found in our research that the aedlgompany is man-
aged correctly, as confirmed by the good relatioetsveen employees and
superiors as well as the company's propensityrfmowii

Many studies highlight a close correlation existo@jween job satisfac-
tion and commitment to work. Increased work engagnis positively
correlated with organizational effectiveness, whithurn leads to a sense
of personal fulfilment and a feeling of high jobtisfaction (Saridakigt
al., 2020; Mitonga-Monga, 2018; Chordiyet al., 2019). Similar conclu-
sions can also be drawn from this study, given fibetbrs such as the pos-
sibility of learning from mistakes, the feeling @adntributing to the compa-
ny's success and freedom to choose own working adsthll rank high
among job satisfaction determinants. Employeesénsurveyed enterprise
identify with the company and feel that they inflge its success, which is
an important driver of job satisfaction for them.

In the analyzed company, good relations with supgrand positive re-
lationships with co-workers are also importantjfiy satisfaction. Similar
results can be found in other studies conductet oPoland (Biatas &
Litwin, 2013) and abroad (Hajdukoehal., 2015; Guloglwet al., 2014).

Having analyzed these findings from around the ayosihich also span
different sectors of the economy, including TSLcé@n be said that fair
remuneration and employment stability are key togatisfaction (Sokolo-
va, 2016; Warr, 2008; Springer, 2011; &ral., 2020). Other studies add to
this list the possibility of personal growth (Juolicz, 2012; Zhangt al.,
2019). However, our research shows that theserfaate not in fact signif-
icant determinants of job satisfaction. In the gpadl enterprise, the factors
such as the reflection of the quality of work i taimount of salary or em-
ployment stability ranked as low as tenth amongdéterminants of job
satisfaction, with the possibility of promotion &ied at the very bottom of
the list. These low scores may be due to the fzat the organizational
structure of the surveyed enterprise does not geogreat opportunities for
promotion and therefore the employees may haveideresl promotion to
be of little importance in shaping their job sattdfon.

Due to the small number of available scientific |m#tions and studies,
the line of thought assumed in this article is puexploratory and descrip-
tive. As shown earlier, the debate on job satisfacamong scholars has
been going on for years across different fieldsscitnce. The growing
interest in this topic, and therefore its inclusioneconomic analyses,
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should be sought in a relationship having been dobetween subjective
views on the work environment and the objectiveavadr of employees
which drives business performance. Having saithall, there has not been
much systematic research to identify the deternténahjob satisfaction in
transport companies. This study was, thereforepgportunity to shed
more light on this narrow topic and lay the groundwfor future research-
ers. The results show that employees in a TSL cagnpajoy a high level
of job satisfaction, with this assessment resulgrignarily from their satis-
faction with the intangible aspects of work. Howe\given the fact there
are very few studies addressing job satisfactiom itmansport company,
comparing these results with findings from otherdsds is, at best, diffi-
cult.

The study also has some limitations that may hdfextad the results
and therefore also the conclusions. Being a cashy sits findings cannot
be generalized to the industry as a whole, whitestiudy sample itself was
non-random and relatively small. Let us also nb& respondents came
mostly from just one geographical area. The usa stibjective measure-
ment scale should also be perceived as a limitatidhe research proceed-
ings. However, applying perception-based measuoresmplex theoretical
constructs such as job satisfaction is prevalergocial science research
(Kim et al, 2009).

With all that in mind, caution should be exercisglden generalizing
these results and they should instead be treatewealy preliminary find-
ings.

Despite these limitations, however, certain thecaéand practical im-
plications still arise from the study. First of,dtl confirms the key role of
environmental factors in shaping job satisfactimaking the results a po-
tential reference board to be used for employeeagement, emphasizing
the need to monitor employee needs and satisfasfithrwork as a way to
boost efficiency and effectiveness. Additionallgsight derived from the
analysis does not only condense the existing krsigdeand research on job
satisfaction in a transport company, but it alshidates a potential pathway
for future research. The importance of buildingtbese results cannot be
stressed enough, especially the need to highlighindividual components
of job satisfaction.

Conclusions

Building job satisfaction requires identificatiofi its sources and recogni-
tion of the nature of the relationship between gansatisfaction and its
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determinants. Without knowledge of these factors #ae extent to which
they are responsible for employee satisfaction dindatisfaction, actions
taken by employers may turn out to be misguidedp(mopriate) and be-
come only a source of costs and not the expecteefibe

In conditions of limited resources, employers sHapptimize activities
aimed at building employee satisfaction and foheirtefforts on those
attributes of the working environment, the modifica of which will have
the most desirable consequences. The selectioncbf attributes is based
on the assessment of the degree of fulfilment pketations and the scope
of impact on overall job satisfaction, determingdtke ability to generate
satisfaction and dissatisfaction. First of all, st®uld strive to reduce nega-
tive attitudes towards work and implement soluti@msareas which are
perceived the worst and at the same time haveoagstregative impact on
job satisfaction. Then it is possible to implemprdjects aimed at stimulat-
ing positive attitudes towards work and introdubargyes in areas which
are assessed negatively and at the same time hstueng positive impact
on job satisfaction. At the same time, areas whighperceived positively
cannot be neglected, in order to prevent a deciadbe satisfaction felt by
employees.

Since the impact of employee satisfaction on thehavior is still am-
biguous and difficult to measure, there is the nieedurther research on
this issue. One of the important areas in thiseesis the identification of
factors influencing employee satisfaction. Inforimatabout these factors,
their influence on employee satisfaction may hawgaificant impact on
the shaping of their productivity and effectivenelise conducted research
shows that in the surveyed company job satisfadi@maped primarily by
factors that affect the needs of employees relateaffiliation. In the case
of factors influencing the remaining needs of emp&s, changes and im-
provements should be introduced, so that theyénfte employee satisfac-
tion to a greater extent in the surveyed orgaropati

While drawing conclusions from the conducted res®apne should
remember about a limited number of analyzed enuiental variables (the
research does not include individual and personuaiitiables). The above
limitation is an incentive to undertake further Wwaimed at getting to
know even better the process of shaping employisagdion, and then to
verify the impact of the satisfaction level on thethavior.
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Table 2. Importance of factors influencing employee satisfaction

The needs Factor Group  Group
Research factors of job satisfaction assess Rank assess  positio
of man
ment ment n
Stability of employment 3.79 10
Access to information necessary for
proper work performance 4.21 1
Clearly defined responsibilities 3.53 13
Safety Suitable physical working conditions 3.83 9 380 2
Clear and understandable measures /
criteria for assessing the quality of
work 3.65 11
Positive relationships with colleagues 3.85 8
Good relations with supervisors 4.05 5
Taking into account ideas / solutions
... pointed out by employees 3.83 9
Affiliations The feeling of influencing the 398 !
company's success 4.06 4
The opportunity to learn from own
mistakes 4.11 3
Reflecting the quality of work in the
amount of remuneration 3.79 10
Attractive non-wage benefits 2.93 15
Respect and A satisfactory system for awarding 318 4
recognition  prizes and bonuses 271 16 ’
A promotion opportunity 2.47 17
Adequacy of assigned tasks to the
employee's capabilities 3.89 7
Freedom to express own opinions 3.90 6
Possibility to use own work methods 4.05 5
Self- Independence in the performance of
. entrusted tasks 4.20 2 3.77 3
realization s ..
Possibility of development (raising
qualifications, promotion) 3.00 14
Flexibility of working time 3,61 12

Table 3. Correlation coefficients between overall job satisfaction and individual
factors influencing job satisfaction

Overall job satisfaction

The needs Research factors of job satisfaction Spearman’s 1-Kendall's
of man rank .
. coefficients
coefficients
Stability of employment 0.253 0.236
Access to information necessary for proper
work performance 0.23 0.22
Safety Clearly defined responsibilities 0(3)7 ()(3*2)9
Suitable physical working conditions 0.131 0.114
Clear and understandable measures / criteria 0.675 0.634

for assessing the quality of work () ()




Table 3. Correlation coefficients between overall job satisfaction and individual
factors influencing job satisfaction

Overall job satisfaction

The needs Research factors of job satisfaction Spearman’s 7-Kendall's
of man rank .
. coefficients
coefficients
Positive relationships with colleagues 0.389 0.356
O )
Good relations with supervisors 0.445 0.426
O )
Affiliations Taking into account ideas / solutions pointed 0.5*59 0.2*27
out by employees ) )
The feeling of influencing the company's 0.453 0.419
success @) (@)
The opportunity to learn from own mistakes 0.612 0.589
") ")
Reflecting the quality of work in the amount of 0.444 0.409
remuneration @) (@)
Attractive non-wage benefits 0.063 0.051
Respect . . .
and A satisfactory system for awarding prizes and
recognition bonuses 0.098 0.086
A promotion opportunity 0.002 0
Adequacy of assigned tasks to the employee's 0.521 0.487
capabilities (@) (@)
Freedom to express own opinions 0.492 0.468
) ")
Possibility to use own work methods 0.247 0.232
Self- Independence in the performance of entrusted
realization  tasks 0.284 0.266
Possibility of development (raising
qualifications, promotion) 0.293 0.263
Flexibility of working time 0.088 0.076

significant correlation at the level* p <0.10, ** p <0.05, *** p <0.01

Figure 1. Share of domestic and international transport in total transport in 1990

and 2005
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Source: compilation based on Slubowski (2007).





