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fibres and textile industry of the CEE countries.
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assuming that an increased level of satisfaction can
contribute to an increased work efficiency, bringing
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Introduction

Currently, there is a fairly widespread opinion that social capital is indispensable for
effective and innovative use of existing resources of both financial and human capital. It adds
value to people who have capacity, knowledge, skills and other resources to be useful to
employers or to run their own business effectively (Kuzkin et al., 2019). It is also the ability
to work together to achieve mutual benefits. While human capital is created thanks to the
skills and abilities of people, social capital facilitates the implementation of tasks through
changes in relationships between people and can be capitalized to achieve individual goals
(Marjanski & Sulkowski, 2019).

Due to the fact that people are one of the most important resources that contemporary
economic organizations have, employee satisfaction is of great importance for the functioning
of the entire organization regardless of its size. It translates into both its results and
development. For this reason, the problem of job satisfaction becomes a goal and a measure
of organizational efficiency for modern organizations. Satisfied employees are particularly
valuable because of their initiative, loyalty to the employer, favorable working climate they
create and a significantly lower level of absenteeism. A positive relationship was also found
between satisfaction and the level of workers’ commitment to task performance, employment
stability, level of service quality, customer loyalty and enterprise development (Sowinska,
2014, p. 45). Employers should be aware that increasing work efficiency is one of the most
desirable effects of professional work, as it leads to an increase in the efficiency of the entire
organization. On the other hand, high work results are equated with employee satisfaction.
Consequently, it is worth ensuring that the employee maintains it at a high level.

The importance of satisfaction is also expressed in the fact that it has an impact on
workers’ attitudes towards tasks, profession and organization, being an important element of
their competence potential.

The purpose of this study is to identify the determinants affecting employee
professional satisfaction at small and medium-sized enterprises in the fibres and textile
industry in the CEE countries. The following question was asked as a key research question:
What are the main factors affecting employee satisfaction at SMEs in the fibres and textile
industry of the CEE countries?

1. Literature review

1.1. Fibres & Textile SMEs in CEE Countries

Central and Eastern European countries (CEECs) include! Bulgaria, Croatia, the
Czech Republic, Hungary, Poland, Romania, Slovakia, Slovenia and three Baltic countries:
Estonia, Latvia and Lithuania.

The CEE countries form a dense international region, located between Western Europe
and the Russian Federation, characterized by a similar geopolitical location, as well as
common socio-historical experiences and development factors. Until recently, they operated
under the conditions of the political and economic system that was a denial of democracy and
a free market. Moreover, for almost half a century they were deprived of real independence.
Three of these countries (Estonia, Lithuania and Latvia) did not even have apparent formal
attributes of the state sovereignty. No wonder that today they differ from the so-called old
EU, having a lower level of development and a weaker international competitive position.

! According to the OECD classification, the CEE countries also include Albania. However, due to the fact that
this country does not belong to the EU, it was not included in the study (OECD, 2019).

Economics & Sociology, Vol. 13, No. 2, 2020



Malgorzata Smolarek, 183 ISSN 2071-789X
Y.ukasz Sutkowski
RECENT ISSUES IN SOCIOLOGICAL RESEARCH

The CEE countries represent a relatively small but very diverse territorial, demographic and
economic potential. Only Poland has a larger territory among them (6th place in the EU).
Romania is also a relatively large country, followed by Bulgaria and Hungary. Other
countries have an area of just several dozen thousand km?. The population of this region is
20.3% of the total EU population. Its density here is much lower than the EU average and
very diverse: the lowest population can be observed in the northern part (Estonia, Latvia),
whereas the highest population is in the central part (Czech Republic, Poland) (Ignasiak-Szulc
& Kosiedowski, 2016, p. 22).

After the accession of CEE countries to the EU, most of them took the last positions in
the Community rankings. The pace of long-term growth and accession to the European Union
were the most important areas in which it was possible to achieve a standard of living in the
countries of Central and Eastern Europe in accordance with much higher Western countries
(Cichowicz & Rollnik-Sadowska, 2018, p. 1).

In the case of CEE countries, there are many similarities, including primarily: weak
regional convergence, which is the result of different levels of individual macroregion
countries’ development; a slight tendency to polarize development processes at the regional
level; economic structure of the less developed regions is dominated by activities with low
added values (Sme¢tkowski and Wojcik, 2008, p. 3, 83). Nevertheless, projects are underway
for social and economic convergence. Thanks to this, the distance separating CEECs from
highly developed Western Europe is slowly but steadily decreasing (Wierus et al., 2017, p. 5).

Despite many similarities between the CEE countries, there are also differences in the
level of their regional development (resulting largely from different economic structures and
employment rates of individual regions). Despite gradual improvement, the problem of
sustainable development in the CEE countries remains an issue that requires considerable
attention. According to the research (Raszkowski and Bartniczak, 2019, p. 14), currently none
of the CEE countries belongs to the group characterized by a favorable situation in this area.
Slovenia and the Czech Republic came close to achieving this goal in 2016, but ultimately
remained together with Estonia, Hungary, Slovakia, Poland, Lithuania, Latvia and Croatia in
a group of moderate sustainable development. The worst (unfavorable) situation in this
respect was recorded in Bulgaria and Romania.

Small and medium-sized enterprises (SMESs) play an important role in the economy of
every market. In market economy conditions SMEs determine the economic strength of a
given country. Individual CEE countries show differences in the distribution of SMEs (Figure
1). In most CEE countries (the Czech Republic, Slovakia, Slovenia), the number of SMEs per
1000 inhabitants (aged 15 or over) has exceeded the EU-28 average from 50% to just over
100%. In turn, in several countries (Bulgaria, Poland, Croatia and Romania) this number was
below the EU average. This large variation in the number of SMEs per 1000 inhabitants (15
years or more) reflects a number of different factors, such as the economy industrial structure,
adoption and promotion of public policies that encourage self-employment and business
creation, in particular micro enterprises, level of entrepreneurship and general economic and
political conditions. Some authors consider that fact also regarding to availability of the EU
funds to finance innovation in small and medium-sized enterprises (Koisova et al., 2018).

For the countries surveyed, the importance of the SME sector is derived from their
significant contribution to creating added value and jobs, but with some differences between
countries (see Figure 2). When it comes to contributing to value added, the Czech Republic,
Hungary, Slovakia, Poland and Romania are below the EU28 average (56.8%). Estonia
(75.5%) has the highest share (European Commission, 2018, p. 14). For employment, the
SME sector uses over two-thirds of the workforce resources in four countries where the EU28
average (66.4%) is considerably exceeded: Bulgaria (75.4%), Lithuania (76.1%), Estonia
(77.9%) and Latvia (79.0%). Romania is below the EU average (65.8%).
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SME is a heterogeneous sector. In addition to spatial diversity, sectoral diversity can
be observed. Fibres and textile manufacturing is an example of the industry which relies on a
great number of SMEs. Fibres and textiles belong to the light industry. The fibres and textile
industry is one of the most labor-intensive sectors of the economy. At the same time, it is the
least effective.

The textile and clothing sector is an important part of the European manufacturing
industry, having a significant share in the economy and social well-being for many regions of
Europe. According to the Eurotax data from 2017, there were 176,400 companies in the
industry employing 1.7 million people and generating a turnover of EUR 181 billion (Sajn,
2019, p. 2). The sector is responsible for a 3% share in value added and a 6% share in
employment in total production in Europe (Textiles and clothing in the EU). Figure 3 shows
the number of enterprises operating in the textile and clothing sector in individual CEE
countries in 2016. Table 1 presents data on the number of enterprises (active, newly created,
liquidated) and the number of employees in the textile and clothing industry.
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Figure 1. The number of SMEs per 1000 inhabitants in the non-financial enterprise sector in
CEE countries in 2017
Source: processed data from European Commission (2018), p. 15.
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Figure 2. The role of the SME sector in the CEE countries in year 2017
Source: processed data from European Commission (2018), p. 16.
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Figure 3. Textile and clothing sector in CEE countries in 2016
Source: processed data from Eurostat (2019).

Table 1. Number of enterprises active in the textile and clothing sector in CEE countries in
2016

Total number of
liquidated
enterprises

Total number Total number
of of
active enterprises newly created
enterprises

Employees in
active enterprises

Bulgaria 3851 384 393 97 170
Czech Republic 2 326 276 247 36 349
Estonia 692 90 64 9 367

Croatia 983 60 79 16 677
Latvia 817 165 36 9326

Lithuania 867 43 42 25 982
Hungary 2773 401 1393 29570
Poland 10 520 1389 no data 120 049
Romania 5319 550 559 170 665
Slovenia 477 40 50 4727

Slovakia 1232 161 128 17 888

Source: processed data from Eurostat (2019).

Table 2 contains information on the number of micro-enterprises in 2016 in individual
CEE countries.

An important feature of the EU textile and clothing industry is intra-regional trade.
Despite growing pressure from competing Asian suppliers, the World Trade Organization
(WTO) statistics show that throughout the EU, textile imports amounted to USD 89 billion in
2016, of which 144,1% (USD 57 billion) belonged to the category of intra-regional trade.
Similarly, in the case of clothing imports in the EU countries with a total value of USD 198
billion in 2016 as much as 55.6% (USD 110 billion) came from other EU members. For
comparison, nearly 97% of clothing used in 2016 in the United States was imported, of which
over 75% came from Asia (Lu, 2018).
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Table 2. The number of micro-enterprises active in the textile and clothing sector in CEE
countries in 2016

Number of active Number of newly Number liquidated
enterprises created enterprises enterprises (employing
(with 1-9 employees) (employing 1-9 1-9 employees)
employees)

Bulgaria 2 349 329 318

Czech Republic 1696 267 232
Estonia 512 87 57
Croatia 752 57 74

Latvia 627 163 35
Lithuania 454 39 37
Hungary 2329 396 1340
Poland 7738 1322 no data
Romania 3193 452 481
Slovenia 389 40 46
Slovakia 946 155 115

Source: processed data from Eurostat (2019).

EU textile and clothing companies have a long tradition of cooperating with their
counterparts from the candidate and acceding countries, where the textile and clothing sector
plays an important role in the economy. First and foremost, these are outward processing
contracts that allow the use of cheaper labor available outside the EU. There is already a high
degree of economic integration between candidate and acceding countries and the EU. From
15% to 90% of exports from these countries is directed to current and future EU member
states, while from 45% to 75% of imports of candidate and acceding countries come from
future EU countries.

In most CEE countries, the location of the textile industry does not depend on the raw
material base. Raw materials used in the textile industry, such as cotton, silk, wool and jute,
are imported. They are mainly produced in China, India, USA, Russia and Egypt (cotton and
wool) and Italy or Japan (wool). In addition, the industry uses cotton from Kazakhstan, wool
from New Zealand and silk from China. The location of enterprises is to a certain extent
influenced by the traditions of craft fabric production and presence of cheap labor resources.
The fibres and textile industry is often located in industrial districts and large cities because it
is very labor intensive and its production is profitable only on a large-scale production.
Factories of light industry sectors, in particular clothing, knitting and leather, were also
located in centers where other industries offered jobs mainly for men (e.g. in Poland in
Ostrowiec Swigtokrzyski, Turek, Plock and Putawy). This made it possible to utilize the
surpluses of the female workforce there.

The textile industry is currently experiencing a clear crisis, falling exports and
competition from cheap imported goods (mainly from East Asia). This resulted in the
liquidation of many plants. In the last decade, the share of textiles in the sold production of
the industry dropped to almost 1.6%. It is worth mentioning that what has been "left" from the
textile industry must be produced of relatively high quality.
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1.2. Satisfaction of SMEs Employees

Researchers’ interest in employee satisfaction dates back to the 1930s. This issue still
intrigues especially representatives of management sciences, sociologists and psychologists. It
IS even recognized that there is a renaissance of interest in this issue (Juchnowicz, 2014,
p.11).

The category of job satisfaction is a concept that can be interpreted from different
perspectives. Most often, professional satisfaction is understood as positive feelings and
attitudes of a man towards his work environment and professional duties (Staples and
Higgins, 1998, p. 213). V.H. Vroom (1964) defines satisfaction as a positive attitude towards
work. In turn, for E.A. Locke (1976, p. 1319), job satisfaction is the result of perceiving one's
own work as something that enables achieving important values provided that they are
compatible with human needs or help to achieve them. Wexley and Yukl (1984) believe that
satisfaction is a set of employee feelings and attitudes towards work. Czarnota-Bojarska
(2010, p. 51) also indicates that it is an emotional relationship with the employing
organization, tasks performed at work and other aspects relevant to professional and social
functioning, i.e. a subjective assessment of positive and negative feelings and attitudes of the
employee in relation to his professional duties. In other words, a feeling of professional
satisfaction is a positive concept which is subjectively conditioned. Thus, satisfaction is a
result of the difference between what an employee receives at work and what he thinks he
should receive (Hellriegel et al., 1995, p. 12).

Provided that job satisfaction is an element of attitude, it can be assumed that it is a
construct composed of three elements: emotional, behavioral and cognitive. They interact
with each other, while the employee develops a number of partial attitudes which
consequently determine his behavior (Lindzey and Aronson, 1985, p. 233) and overall
subjective well-being perception via links between satisfaction with working conditions
(Cannas et al., 2019; Faggianelli et al., 2018; Mishchuk & Grishnova, 2015). Ilies and Judge
(2004, p. 367) believe that from the point of view of professional satisfaction, a key
component is the emotional part related to the worker’s assessment of work.

In the literature on the subject one can find many models of shaping job satisfaction
(Jeremiah, Rust & Martin, 2019; Wijaya, 2019; Ensour, W., Zeglat, D. & Shrafat, F., 2018;
Zahed, A., and Ardabili, F. S. (2017). Most of them have a character of attribute models in
which sets of factors affecting job satisfaction are presented, including attitude towards future
employer attractiveness (Babikova & Bucek, 2019). The concept of Vroom (quoted in Sikora,
2000, p. 37), who considered professional satisfaction as a consequence of the expected
reward’s value, perception of the success probability, efforts put into achieving the assumed
result, assessment of the justness of the prize received and comparison of the prize with social
standards, has become the basis for many analyzes of factors determining job satisfaction.

Locke (1976) and Springer (2011, p. 166) mentioned the following factors influencing
job satisfaction: work that is an intellectual challenge for the employee to cope with,
coherence of one’s purpose with the organization’s goals, physical working conditions
consistent with the needs of the employee enabling goal achievement, fair remuneration
adequate to individual aspirations, lack of excessive physical overload, giving respect to some
employees of the organization, as well as support to combine individual and professional
goals along with the support to minimize conflict and ambiguity of roles.

Other studies, in turn, highlight that employee satisfaction benefits from such factors
as employee autonomy, challenging work, results, feedback related to supervisor results, work
measures and work stability (security) (Vlosky & Aguilar, 2009, p.1-5).

Bugdol (2006, pp. 155-164) claims that in a professional environment satisfaction can
be derived from pay and incentive systems, relations with supervisors and co-workers, market
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position of the company, opinions about the organization expressed by other people as well as
the organization itself and nature of work.

Lewicka (2010, p. 65), in turn, points out three groups of factors that affect employee
satisfaction to varying degrees. The first group consists of motivating procedures, superior-
subordinate relations and knowledge sharing in the organization. The second group comprises
training and development policy, employee evaluation, a sense of subjectivity and quality of
communication in the organization. The third group includes effectiveness of recruitment and
selection procedures, legibility of responsibilities, diversity management, anti-discrimination
and conflict resolution.

According to a different approach, there are three basic groups among satisfaction
factors: organizational, social and personal (Gros, 2012, pp. 115-116). Organizational factors
are directly related to work. These include the type of tasks performed by the employee (e.g.
their level of difficulty), pay (it should be adequate to the employee’s obligations and his
involvement), promotion prospects, work safety, organization’s functioning policy (taking
care of employees and their needs) and policy of organization development. Social factors
include determinants that refer to the following: organizational climate (an organization
should create a good working climate), mutual respect (no criticism of people, listening to
each other, respecting each others’ views), arrangements with superiors and colleagues (there
should be a desire to bring help, mutual friendliness) and customer relations. In turn, personal
factors involve workers’ individual characteristics that a company has no influence on. These
include individual properties, such as age, gender, race, intelligence, use of skills and
professional experience at work (Schultz and Schultz, 2008, p. 300).

Lumley et al. (2011, p. 103), on the other hand, indicate nine aspects of job
satisfaction: pay (satisfaction with pay and remuneration rises), promotion (satisfaction with
the possibility of promotion, i.e. personal development, greater responsibility, higher social
status), supervision (satisfaction with a person's direct supervision), benefits (satisfaction with
monetary and non-monetary benefits), conditional rewards (satisfaction with recognition and
rewards for good work), operational procedures (satisfaction with operational rules and
procedures) and colleagues (satisfaction with one’s relationships at work). People feel job
satisfaction when: they feel that they are able to properly perform their tasks; they realize they
are making progress at work; they are employed on favorable terms; they receive support
from their colleagues and work environment (having a positive impact on the atmosphere in
the organization). Quite important is also one’s commitment to work. Those involved to a
greater extent feel they are part of the team and are ready to make intensified efforts to
achieve their team's goals (Abun et al., 2019, p. 310).

Numerous research works focus on the internal aspect of job satisfaction. The results
show a positive relationship between work environment and job satisfaction that is affected
by physical working conditions and social working conditions (Sousa-Poza & Sousa-Poza,
2000; Gazioglu & Tanselb, 2006; Skalli et al., 2008). Also, according to the recent research
by Raziq and Maulabakhsh (2015, pp. 717-725), work environment has a particularly positive
impact on employee satisfaction. An important role in shaping a positive work environment is
played by the employee satisfaction with remuneration (DeVaney & Chen, 2003, p. 2).
According to the report Employee Job Satisfaction and Engagement: The Doors of
Opportunity Are Open (SHRM, 2017, s. 9), this is one of the most important elements of job
satisfaction. Davis (2004, p. 495) believes that SME employee remuneration is correlated
with job satisfaction but proper management supervision is more important. Interestingly,
despite this popular view in the literature, there are also different opinions. For instance,
studies conducted by Judge et al. (2010, pp. 157-167) indicate that the level of remuneration
is only slightly correlated with job satisfaction. According to the authors, a tendency to
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overestimate the importance of remuneration by employees may lead to the fact that they will
not value other factors, e.g. pay equity or its connection with the effort they put into work.

The success of SMEs depends on the employees who are their most valuable capital
(Dziendziora, 2010, p. 35). That is why in this type of companies job satisfaction is an
extremely important issue. Literature suggests that in SMEs, it is important for job
satisfaction to provide employees with training, which enables them to broaden their
knowledge and be more creative and effective in achieving individual development (Jun, et
al., 2006, pp. 791-812). On the other hand, the involvement of employees in the organization
leads to their satisfaction which builds organizational efficiency (Hanaysha, 2016, pp. 298-
306). Singh’s (2017, pp. 20-30) research indicates that there is a causal relationship between
job satisfaction and employee involvement. In turn, work planning is the factor that causes
dissatisfaction. Employees seem confused if they do not know what they are doing or what
their career goals are. If employees know what is expected of them, they can easily achieve
their goals (Weiss, 2002, pp. 173-194). Defining responsibilities of each employee is
therefore a key step to their satisfaction. Workers’ performance and results should also be
assessed, e.g. every six months or once a year. It is recommended that policies and procedures
regarding remuneration and incentives be checked to ensure fairness, which in turn can be
more important factor as the level of salary (Mishchuk et al., 2019). In the case of SMEs, it is
proposed that management maintains the achieved level of satisfaction or strives for a higher
one without allowing its lowering.

By eliminating adverse working conditions, employees can be influenced to make
better use of their capabilities and potential. That is why, especially for SMEs, it is important
to recognize the importance of a good working environment. This need is all the more
essential in the context of the study results (Vladimirova, 2008) which indicate that SME
employees express a high level of satisfaction with the possibility of flexible working time
and using their initiative and are the least satisfied with their salary and promotion prospects.
A higher level of SME employee satisfaction is associated with a lower risk of their leaving
the company (Basma et al., 2017, p. 6).

For SMEs, the importance of a working environment in which employees are part of
the overall decision-making process becomes particularly important. Flexible working hours,
less workload, the right approach to teamwork and management support have a positive
impact on the employee performance. This leads to a high level of employee satisfaction,
thanks to which staff can become more involved in the company’s activities, more motivated
to work harder and more willing to work more efficiently, which can bring benefits to their
enterprises in the long run. Thus, job satisfaction in SMEs has a direct and positive impact on
internal entrepreneurship (Sehunoe et al., 2015, p. 123).

The above-presented factors presented are important when assessing work situations.
Constant and regular monitoring of the level of professional satisfaction improves cooperation
and communication within the organization. As a result, one can expect a reduced level of
rotation and absenteeism as well as an increased level of employee loyalty and morale. This
increases a manner of employee engagement and improves the quality and efficiency of their
work. According to Reijseger et al. (2017, pp. 117-130), the more employees were involved,
the higher their work efficiency was.

Summing up the above considerations, it should be pointed out that there is a strong
relationship between employee satisfaction and the effects of the activities of each
organization (including SMEs). Professional satisfaction translates into workers’
commitment, loyalty, trust in the organization, clients’ satisfaction and creativity and
innovation which, in turn, leads to better results for the entire organization.
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1.3. Social capital in SMEs in CEE countries

The term “social capital” appeared in the sixties. It refers to symbolic common goods
of the society that promote the development of social trust and reciprocity standards which, in
turn, leads to more effective forms of organization. It includes features of the organization
that facilitate coordination of activities, namely: networks, standards, level of trust and
cooperation to achieve mutual benefits (Putnam, 1995, p. 14). Therefore, social capital has
necessary values for broad development.

The concept of social capital has not come to a universally accepted definition or
coherent interpretation. Analyzing numerous definitions of social capital, one can notice a
variety of approaches to this issue: from macro-level (e.g. Fukuyama 2003, s. 169), through
meso-level (e.g. Coleman, 1990, pp. 317-318) to micro-level (e.g. Bourdieu, 1986, pp. 241-
258). This category is also analyzed in various concepts (structural, i.e. concerning the
network of relationships, normative, i.e. focused on norms and values, and behavioral, i.e.
analyzing specific manifestations of behavior). Contemporary scholars also point out an
institutional approach to social capital research (e.g. Sandal, 2017, p. 23; Sandal et al., 2019,
p. 69).

Therefore, social capital can be seen as the ability to work together within groups and
organizations to pursue common interests (Sutkowski, 2017, p. 155). Hence, social capital
includes, among others, the quality of relations between the community members, their
attitudes and synergy effects. Thus, trust and shared values of members of a given community
constitute an important feature of social capital (Sierocinska, 2011, p. 70).

From the point of view of management efficiency, forms of social capital are an
important issue. Among them, the aspect of creating an organization based on cooperation
deserves close attention. These forms can be classified by assigning them specific elements,
such as (Glover & Hemingway, 2005, p. 391): obligations and expectations, authoritarian
relations, information potential, norms and sanctions, purposeful organizations and proper
social organization.

Therefore, social capital is a category whose advantages are not limited only to
economic effects. They extend to the broadly understood quality of social life. Research
results (Skrodzka, 2018, pp. 841-858) have shown that there is a very strong and positive
correlation between social capital of the EU countries and the level of their intelligent growth.
In addition, research results have identified key aspects of social capital which include
collaboration between organizations.

When analyzing social capital, negative aspects should also be taken into
consideration. Among them, there are obstacles to innovation caused by rigid standards in
force in a given group, costs of lost opportunities arising from a chance for economic activity
outside a given connection network, high costs of investing in relationships within the
network or costs for people outside the group resulting from collusion (Raczkowska, 2009, p.
44). Due to these factors, the term “negative social capital” has appeared in the literature on
the subject. Portes (1998, pp. 15-17) presents four manifestations of this phenomenon:
exclusion, which means that only members of the distinguished social group are admitted to
goods (material values, positions or privileges), pressure put by certain social groups on
excessive benefits, reducing opportunities for the development of others, limiting freedom of
the individuals and lowering the requirements related to social behavior, dictated by the
distortion of rules.

There are many different forms of social capital but one, rather simple, approach
divides them into three main categories (Keeley, 2017, p. 102):

- Bonding capital: a connection based on the sense of the shared identity (“people like us”),
such as family, close friends and people who share our culture or ethnicity.
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- Bridge capital: relationships that go beyond a shared sense of identity, for example,
distant friends, colleagues or peers.
- Relationship capital: it refers to individuals or groups in the hierarchy of the social ladder.
Difficulties with clearly defining a semantic scope of social capital bring problems
with measuring this phenomenon and comparing research results. The basic components of
social capital (in the broad sense, measured at a macro level) include three aspects which are a
starting point for the construction of many measures of this capital, namely: the structural
element, i.e. social networks, groups, structures and social institutions, information channels,
connections; regulatory element (cognitive social capital), i.e. social norms, especially those
relating to cooperation as well as patterns of realizing values and interests, trust, solidarity,
custom and customs; behavioral element, which refers to specific manifestations of
interaction, i.e. cooperation, help, volunteering, collective actions and information exchange
(Markowska-Przybyta & Ramsey 2017, p. 13). However, this element is not present in all
analyses because it is not clear whether to treat it as a component of social capital or as an
indicator of external correlation. Social capital is not a tangible value. Therefore, it is difficult
to measure and evaluate it in numerical values. In addition to local historical and cultural
influences, social consensus in society is influenced by several factors: health care systems
and their universal access to protect health; equality of income and assets that are correlated
with crime levels; demographic structure (to assess future generational balance in society);
freedom of speech, freedom from fear and lack of violent conflicts. These factors are required
so that companies can generate value. Various organizations measure social capital in
individual countries around the world. Social capital is one of the elements of the indices they
measure. According to the report The Global Sustainable Competitiveness Index (SolAbility,
2017, p. 41), the average index of social capital in the world in 2017 amounted to 46.7, while
the maximum level reached 63.2, and the minimum level was 29.1. Table 3 presents the social
capital index level in individual CEE countries in 2017. Among these countries, the highest
level of social capital in 2017 was in by Latvia which took 15th place in the world. Bulgaria
was the worst in this respect (159th place). Thus, CEE countries are lagging behind in terms
of social capital.

Table 3. Index of social capital in individual CEE countries in 2017 according to SolAbility

Countries Social capital index Position in the world
Latvia 56.7 15
Croatia 55.8 19
Slovakia 55.3 20
Lithuania 53.5 25
Romania 52.4 35
Czech Republic 50.3 59
Poland 48.1 74
Slovenia 46.3 93
Hungary 441 117
Estonia 42.2 131
Bulgaria 37.7 159

Source: study based on SolAbility (2017. p. 41).

In 2018, social capital was examined by the World Economic Forum in the context of
personal quality and social relations, strength of social norms and level of civic participation
in society. The authors of the ranking assumed that social capital creates greater cohesion in
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society and trust between people, thereby reducing transaction costs. Social capital was also
included in the survey of the so-called Legatum Prosperity Index 2018 (Legatum Institute
2018) where social capital measures the strength of personal relationships, social network
support, social norms and civic participation in a given country. Table 4 presents the social
capital index in 2018.

Table 4. Index of social capital in individual CEE countries in 2018 according to the World
Economic Forum and according to the Legatum Institute

Countries World Economic Forum Legatum Institute
Social Capital Place in the Social Capital Place in the
Index world Index world
Slovenia 58.4 24 60.06 20
Estonia 51.9 58 51.08 69
Slovakia 51.4 63 52.19 59
Czech Republic 50.1 69 49.96 71
Poland 50.1 70 49.45 76
Romania 49.7 77 48.70 83
Hungary 48.7 87 49.44 77
Latvia 46.7 99 45.50 113
Bulgaria 46.1 102 48.55 85
Croatia 44.6 112 45.90 109
Lithuania 42.2 121 46.98 98

Source: elaboration based on data from the site: https://www.prosperity.com/rankings
(2/04/2019)

It should be noted, however, that despite the elaboration of aggregate rankings for
countries, the level of social capital in individual countries may vary in specific regions.

For example, in Slovenia, social capital consists of cooperation networks based on
regular face-to-face meetings, standards and trust. Research by Poto¢nik Slavi¢ (2009, pp. 21-
36) (based on the official data and field studies of the associations at the municipal level) in
Slovenian rural areas showed that local associations are an important factor for local
development and a tool for measuring social capital development. Based on the analyses, the
following types of social capital organization were defined: hierarchical organization (Suha
krajina), bridging organization (Upper Savinja Valley) and concentric organization (GoriSka
brda). Economically and demographically eroded areas have few elements of social capital.
As a result, they are not prospective for local development (for example, Brkini).

Similarly, in Poland, social capital resources differ significantly in individual regions.
For example, western and northern regions in most cases show a higher than average level of
bridge social capital although one can notice significant variation in them. Empirical findings
indicate that, for example, Wielkopolska (Poznan region) has a generally low level of bridge
social capital and bonding capital. In this respect, it is similar to the central areas of Poland
(Czapinski & Panek 2015).

SMEs usually rely on local social capital. Managers use close relationships because
they associate them with higher levels of trust. In other words, they perceive such ties as more
credible, which results in better information and organization. Research results suggest that
such close social ties may hinder early internationalization of SMEs. Rather, these companies
tend to focus on a limited number of foreign partners and neglect to build new relationships
that could help them in their future challenges. In addition, companies that significantly rely
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on close relationships can be isolated from other valuable sources of information. Thirdly, a
high level of trust in close relationships can lead to limited information processing. As a
result, the company is not focused on the best opportunities (Musteen et al., 2010, p. 198).
Dependence on one foreign collaborator and, therefore, a lack of social capital is one of the
biggest threats to SMEs which desire to enter foreign markets.

To sum up, social capital plays a huge role for the development of knowledge and
innovation. It is also important for economic growth. In individual countries, its resources are
not uniform and its measurement is not easy due to the need to take into account many
qualitative elements, including satisfaction.

2. Methodological approach

2.1. Hypotheses

The following question was asked as a research question: What are the main factors
affecting employee satisfaction of SMEs in the fibres and textile industry in the CEE
countries?

The following research hypothesis was put forward: Hypothesis 1. The level of
employee satisfaction working for fibres and textiles SMEs in Central and Eastern Europe
depends on the level of social capital.

2.2. Methods

The purpose of this study is an attempt to identify determinants affecting professional
satisfaction of employees of small and medium-sized enterprises in the fibres and textile
industry in the CEE countries.

The research results presented in this study were obtained after the implementation of
a research project carried out in the period from February to May 2019. The project
investigated employee satisfaction of small and medium-sized enterprises. The research was
conducted in four countries belonging to the CEE countries, i.e. Poland, the Czech Republic,
Slovakia and Lithuania. The empirical research was quantitative. The use of the survey
questionnaire as a research tool allowed for a percentage summary of the collected responses
based on subjective opinions of the respondents covered by the survey.

For the purposes of this study, enterprises operating in the fibres and textile industry
have been identified. Detailed characteristics describing the test sample are presented in
Table 5.

While assessing the factors affecting job satisfaction, relationships in the company,
communication, systems of remuneration and motivating employees as well as a feeling of
constancy and employment stability were analyzed. The Pearson's chi-square, the likelihood
ratio and the linear relationship test were applied in order to determine the interdependence
between an employee’s country of residence and the specified factors of job satisfaction.
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Table 5. Characteristics of the research sample

research sample = 295 (100%)
Characteristics describing respondents participating in the survey:

sex of respondents Women 29.5%
Men 69.5%
age of respondents up to 25 years old 12.2%
26-35 years old 10.8%
36-45 years old 31.2%
46-55 years old 36.6%
over 55 years old 9.2%
education of respondents Higher 32.5%
Secondary 41.4%
Vocational 26.1%
seniority up to 5 years 12.2%
5-10 years 16.6%
11-20 years 43.1%
21-30 years 19.0%
over 30 years 9.2%
position held Executive 16.6%
Managerial 83.4%
Characteristics describing enterprises covered by the survey:
company size by number of employees micro-enterprise (0-9) 42.0%
small enterprise (10-49) 47.8%
medium enterprise (50-249) 10.2%
country of the company activity Poland 32.2%
Lithuania 19.3%
The Czech Republic 21.4%
Slovakia 27.1%

Source: Own study.

3. Results and Discussion

At the beginning of the survey, respondents were asked if they felt satisfied with their
work. As many as 74.9% of the surveyed employees of the fibres and textile industry
indicated ‘yes’ and ‘rather yes’, as shown in Figure 4.

The issues related to job satisfaction in individual countries in which the research was
conducted are presented in Table 6. There was a relationship between employee satisfaction
with their work and the country of their residence (P = 0.009). The most positive answers
were given by the inhabitants of Slovakia (78.8% answered ‘rather yes”, 8.8% - ‘yes’). The
Czech Republic came second with 78.5% positive responses. Poland took third place.
Lithuanians were the least satisfied with their work.

Taking into account the social capital index values for the analyzed countries (Table
4), it should be noted that the share of positive responses regarding satisfaction with work
corresponded with the social capital index. It can therefore be concluded that the degree of
textile workers’ satisfaction with work is correlated with the social capital index value.
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Therefore, the H1 hypothesis has been confirmed. Table 7 shows the Chi-square tests which
show a significant relationship between the country of residence and employee satisfaction.

Respondents were also asked if they felt satisfaction with various aspects of their
work. The assessment included relations prevailing in the company, communication,
remuneration systems, motivating employees and a sense of consistency and stability of
employment.

BYes MRather yes Ratherno MNo

Figure 4. Satisfaction with the work performed
Source: own study .

Table 6. Satisfaction with work performed in individual countries

The Czech
Responses Republic Lithuania Poland Slovakia Altogether
Yes 10.8% 1.8% 5.3% 8.8% 6.8%
rather yes 67.7% 55.4% 67.0% 78.8% 68.1%
rather no 15.4% 33.9% 24.5% 11.3% 20.7%
No 6.2% 8.9% 3.2% 1.3% 4.4%
Altogether 100.0% 100.0% 100.0% 100.0% 100.0%

Source: own study.

Table 7. Values of selected tests of the relationship between the country of residence and
satisfaction with the work performed

Asymptotic
significance (two-
Test Value df sided)
Pearson's chi-square 21.924 9 .009
Likelihood ratio 22.634 9 .007
Linear relationship test 3.353 1 .067
N of important observations 295

Source: own study.
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Relationships in the company were similarly positively assessed by the employees
(Fig. 5). As many as 71.9% of the surveyed evaluated these relations in a positive way.

4.1%2.4%

BYes MRather yes Ratherno MNo

Figure 5. Satisfaction with relations prevailing in the company
Source: own study.

There was a relationship between the assessment of satisfaction with the relations
prevailing in the company and the country of residence (P = 0.000). The most positive
answers were given by the inhabitants of Slovakia (91.3% - rather yes and 2.5% - yes). The
Czech Republic came second with 83.1% positive responses. Poland took third place. The
residents of Lithuania were the least satisfied with the relations prevailing in the employment
company, as shown in Table 8.

Table 8. Satisfaction with relations prevailing in the company in individual countries

The Czech
Responses Republic Lithuania Poland Slovakia Altogether
Yes 3.1% 3.2% 2.5% 2.4%
Rather yes 80.0% 42.9% 59.6% 91.3% 69.5%
Rather no 16.9% 44.6% 33.0% 5.0% 24.1%
No 12.5% 4.3% 1.3% 4.1%
Altogether 100.0% 100.0% 100.0% 100.0% 100.0%

Source: own study.

Considering the test values (Table 9), it can be concluded that the degree of satisfaction with
the relationships prevailing in the company textile workers work for shows a significant
dependence.

Another examined issue affecting job satisfaction was employee satisfaction with
communication in the company (Fig. 6).

Satisfaction with communication in the company in individual countries is presented
in Table 10. The most positive answers were given by employees in Slovakia (9.3%) and the
Czech Republic (84.6%). Employees from Poland came third (61.7%). Employees from
Lithuania came fourth (42.9%). Considering the test values (Table 11), it should be assumed
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that the degree of satisfaction with communication in the company textile workers work for
shows a significant relationship.

Table 9. Values of selected tests of the relationship of the country of residence and
satisfaction with the relations prevailing in the company

Asymptotic
significance (two-
Test Value df sided)
Pearson's chi-square 55.683 9 .000
Likelihood ratio 60.814 9 .000
Linear relationship test 3.764 1 .052
N of important observations 295

Source: own study.

Another issue raised in the study was employee satisfaction with the incentive systems
in force in the company they work for (Fig. 7). Employees in the fibres and textile industry
are not satisfied with motivation systems. As many as 86.8% of the surveyed responded
negatively. There were only 4.4% positive responses in this case.

41% 0.7%

BYes MRather ves Rather no No I have no opimon

Figure 6. Satisfaction with communication in the company
Source: own study.

Table 10. Satisfaction with communication in the company in individual countries

The Czech
Responses Republic Lithuania Poland Slovakia Altogether
yes 3.1% 0.7%
rather yes 81.5% 42.9% 61.7% 91.3% 70.5%
rather no 10.8% 26.8% 21.3% 6.3% 15.9%
No 12.5% 4.3% 1.3% 4.1%
I have no opinion 4.6% 17.9% 12.8% 1.3% 8.8%
Altogether 100.0% 100.0% 100.0% 100.0% 100.0%

Source: own study.
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Table 11. Values of selected tests of the relationship of the country of residence and
satisfaction with communication in the company

Asymptotic
significance (two-
Test Value df sided)
Pearson's chi-square 59.164 12 .000
Likelihood ratio 60.992 12 .000
Linear relationship test 1.863 1 A72

N of important observations 295

Source: own study.

54.6%

BYes MRather yes Rather no No I have no opinion

Figure 7. Satisfaction with incentive systems in force in the company
Source: own study.

Satisfaction of employees of the fibres and textile industry with incentive systems in
force in the company they work for differed in individual countries (Table 12). Slovak
employees were the most dissatisfied with the motivation systems (92.5%). 87.7% of those
surveyed indicated dissatisfaction in the Czech Republic, 84.1% in Poland and 82.2% in
Lithuania. At the same time, in Lithuania and Poland one can notice a relatively smallest
percentage of people who indicated satisfaction. Considering the test values (Table 13), the
relationship can be considered to be statistically significant.

Satisfaction of the surveyed employees with the applicable remuneration systems was
at a slightly higher level than in the case of satisfaction with motivation systems (Fig. 8). In
this case, positive responses constituted 20.0%, which indicates significant dissatisfaction
with the remuneration systems of SME employees in the fibres and textile industry.
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Table 12. Satisfaction with the incentive systems in force in company in individual countries

The Czech
Responses Republic Lithuania Poland Slovakia Altogether
yes 2.5% 0.7%
rather yes 7.7% 3.2% 3.8% 3.7%
rather no 69.2% 26.8% 39.4% 80.0% 54.6%
No 18.5% 55.4% 44.7% 12.5% 32.2%
I have no opinion 4.6% 17.9% 12.8% 1.3% 8.8%
Altogether 100.0% 100.0% 100.0% 100.0% 100.0%

Source: own study.

The greatest satisfaction with the remuneration systems in force in the company was
indicated by Czech employees (29.2%) and Slovak employees (22.5%). In the case of Polish
employees, this satisfaction was at the level of 19.1%. In the case of Lithuanian employees, it
reached the level of 7.1% (Table 14). Considering the test values (Table 15), it can be
concluded that the relationship is statistically significant.

Table 13. Values of selected tests of the relationship of the country of residence and
satisfaction with the incentive systems in force in the company

Asymptotic
Test significance (two-
Value df sided)
Pearson's chi-square 74.896 12 .000
Likelihood ratio 80.424 12 .000
Linear relationship test 3.120 1 077

N of important observations 295

Source: own study.

54.2%

BYes MRather yes Ratherno MNo

Figure 8. Satisfaction with the remuneration systems in force in the company
Source: own study.
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Table 14. Satisfaction with the remuneration systems in force in the company in individual
countries

The Czech
Responses Republic Lithuania Poland Slovakia Altogether
yes
rather yes 29.2% 7.1% 19.1% 22.5% 20.0%
rather no 60.0% 37.5% 45.7% 71.3% 54.2%
No 10.8% 55.4% 35.1% 6.3% 25.8%
Altogether 100.0% 100.0% 100.0% 100.0% 100.0%

Source: own study.

Table 15. Values of selected tests of the relationship of the country of residence and
satisfaction with the remuneration systems in force in the company

Asymptotic
significance (two-
Test Value df sided)
Pearson's chi-square 56.210 6 .000
Likelihood ratio 59.164 6 .000
Linear relationship test .600 1 439
N of important observations 295

Source: own study.

Another issue raised in the research was employee satisfaction with the remuneration
received (Fig. 9). Over half of the surveyed employees are not satisfied (56.9%) with their
salary. Employees from Slovakia (73.2%) and the Czech Republic (62.8%) are the most
satisfied. In turn, the smallest satisfaction occurs in Poland (23.1%) and Lithuania (15.0%), as
shown in Table 16.

56.9%

Byes No

Figure 9. Employee satisfaction with remuneration received
Source: own study.
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Table 16. Employee satisfaction with remuneration received in individual countries

The Czech
Responses Republic Lithuania Poland Slovakia Altogether
yes 62.8% 15.0% 23.1% 73.2% 43.1%
No 37.2% 85.0% 76.9% 26.8% 56.9%
Altogether 100.0% 100.0% 100.0% 100.0% 100.0%

Source: own study.

Table 17 presents the Chi-square tests which indicate the existence of a significant
relationship between the country of residence and satisfaction with the remuneration received
by employees.

With regard to remuneration, the surveyed employees were asked to assess it in
comparison to other economy sectors (Fig. 10). Most surveyed employees, 53.9%, indicate
that it is at a similar level. Only 18.0% of respondents point out that it is at a higher level.

Table 17. Values of selected tests of the relationship of the country of residence and employee
satisfaction with remuneration

Asymptotic
significance (two-
Test Value df sided)
Pearson's chi-square 71.936 3 .000
Likelihood ratio 76.179 3 .000
Linear relationship test 2.029 1 154
N of important observations 295

Source: own study.

3.1%

53.9%

BTt is definitely higher
Bt 1s rather higher
It 1s at a similar level
It 15 rather lower
W1t 15 definitely lower

Figure 10. Salary assessment compared to other economy sectors
Source: own study.
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The smallest discrepancies between the remuneration of SME employees in the fibres
and textile industry and the remuneration in other economy sectors (according to the
respondents’ subjective assessments) were indicated in Slovakia and the Czech Republic. In
this respect, Poland took third place. However, the largest disparities were indicated in
Lithuania (Table 18). Taking into account the test values (Table 19), it can be concluded that
the relationship is statistically significant.

Table 18. Assessment of remuneration in comparison with other economy sectors in
individual countries

The Czech

Responses Republic Lithuania Poland Slovakia Altogether
definitely higher 6.2% 1.8% 2.1% 2.5% 3.1%
rather higher 9.2% 16.1% 21.3% 11.3% 14.9%
at a similar level 67.7% 25.0% 39.4% 80.0% 53.9%
rather lower 4.6% 17.9% 12.8% 1.3% 8.8%
definitely lower 12.3% 39.3% 24.5% 5.0% 19.3%
Altogether 100.0% 100.0% 100.0% 100.0% 100.0%

Source: own study.

Table 19. Values of selected tests of the relationship of the country of residence and the
assessment of remuneration in comparison with other economy sectors

Asymptotic
significance (two-
Test Value df sided)
Pearson's chi-square 68.528 12 .000
Likelihood ratio 72.137 12 .000
Linear relationship test 2.200 1 .138

N of important observations 295

Source: own study.

Workers’ feeling of job stability and constancy contributes to their satisfaction. This
feeling is very strong among respondents. 81.1% of the surveyed indicated the presence of
this factor in their professional work (Fig. 11).

There was also a relationship between the sense of constancy and stability of
employment and the country of residence (P = 0.000). Employees from Lithuania felt the
safest (32.1%), which is illustrated by their positive answers. Almost every fourth employee
from Poland was sure of the constancy and stability of their employment (23.4%). The Czech
Republic came third in this respect, followed by Slovakia (Table 20). Taking into account the
test values (Table 21), it can be concluded that the relationship is statistically significant.

When considering the social capital index values for the analyzed countries, it should
be noted that a number of definitely positive answers regarding the constancy and stability of
employment corresponded with the social capital index. The higher the share of people
declaring that their employment is more constant and stable, the lower the social capital
index.
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3.7%
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Figure 11. Workers’ feeling of constancy and job stability
Source: own study.

Table 20. Feeling of constancy and employment stability among employees in individual
countries

The Czech
Responses Republic Lithuania Poland Slovakia Altogether
Yes 12.3% 32.1% 23.4% 6.3% 18.0%
rather yes 67.7% 46.4% 67.0% 66.3% 63.1%
rather no 13.8% 12.5% 7.4% 27.5% 15.3%
No 6.2% 8.9% 2.1% 3.7%
Altogether 100.0% 100.0% 100.0% 100.0% 100.0%

Source: own study.

Table 21. Values of selected tests of the relationship between the country of residence and
satisfaction with the relationships prevailing in the company

Asymptotic
significance (two-
Test Value df sided)
Pearson's chi-square 38.822 9 .000
Likelihood ratio 41.099 9 .000
Linear relationship test 147 1 701
N of important observations 295

Source: own study.

Despite a strong feeling of constancy and employment stability, just over half of the
employees of the fibres and textile industry are considering changing the company they work
for (Fig. 12).
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Figure 12. Workers’ plans regarding leaving their current company

Source: own study.

Relatively fewest employees surveyed have plans to leave their current company in
Slovakia (1.3%) and Poland (3.2%). The Czech employees came third, with 6.2% of
respondents planning to leave. The largest number of people planning to change their job was
recorded in Lithuania (8.9%), as shown in Table 22. Given the test values (Table 23), it can
be concluded that the relationship is statistically significant.

Table 22. Workers’ plans to leave their current company in individual countries

The Czech
Responses Republic Lithuania Poland Slovakia Altogether
Yes 7,1% 1,1% 1,3% 2,0%
rather yes 6,2% 1,8% 2,1% 2,4%
rather no 60,0% 32,1% 44.7% 56,3% 48,8%
No 33,8% 58,9% 52,1% 42,5% 46,8%
Altogether 100,0% 100,0% 100,0% 100,0% 100,0%

Source: own study.

Table 23. Values of selected tests of the relationship between the country of residence and
workers’ plans to leave their current company

Asymptotic
significance (two-
Test Value df sided)
Pearson's chi-square 26.174 9 .002
Likelihood ratio 25.865 9 .002
Linear relationship test 1.479 1 224
N of important observations 295

Source: own study.
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Conclusion

Work is a source of satisfaction that triggers creativity and innovation. It motivates
employees to learn, develop and improve, which affects the quality of their work and its
results. Therefore, care for maintaining professional satisfaction of SME employees at a high
level may result in strengthening the employer's role on the market and increasing the
company's competitiveness.

The above-presented study attempted to identify determinants affecting professional
satisfaction of employees of small and medium-sized enterprises in the fibres and textile
industry in the CEE countries.

The study has confirmed that there is a relationship between job satisfaction and
workers’ country of residence. A number of positive answers regarding satisfaction with work
corresponds to the social capital index, which confirms the adopted research assumption.

While assessing the factors affecting job satisfaction, relationships in the company,
communication, systems of remuneration and motivating employees as well as a feeling of
constancy and employment stability were analyzed. Among them, workers’ relations and
company communication as well as constancy and stability of employment were positively
assessed by the employees. The incentive and remuneration systems in force were evaluated
negatively. Every second employee in the surveyed industry indicated a lack of satisfaction
with the salary received. The employees from Slovakia and the Czech Republic are the most
satisfied. In turn, the lowest satisfaction with the remuneration received can be observed in
Poland and Lithuania.

Despite a strong feeling of constancy and employment stability, just over half of the
workers employed in the fibres and textile industry are considering changing the company
they currently work for.

To sum up, employers in the fibres and textile industry should pay more attention to
their workers’ satisfaction, assuming that an increased level of satisfaction can contribute to
an increased work efficiency, bringing measurable results.

Limitations

In the study, there were some limitations, including:

- the data was collected using a completed questionnaire. Thus, the researcher was
dependent on the voluntary cooperation of respondents;

- the study was limited to selected job satisfaction factors;

- the size of the research sample was not large enough to generalize the conclusions;

the study was conducted using a self-designed questionnaire.

An obstacle in the search for the factors conditioning satisfaction
with work is, among others, a personalized approach of employees to entrusted duties and
individual satisfaction with work. While closely considering the factors conditioning
satisfaction, one should pay attention to different workplaces, job specifics, type and nature of
the activities carried out by the employer, as well as age, sex, life situation, etc. of the
respondents. The scope of such research could be interesting, but very extensive.

Perspectives

Due to the fact that for modern SMEs the problem of job satisfaction becomes both an
objective and a measure of organizational efficiency, future research could concern a process
of shaping SME workers’ satisfaction as well as which of the above-mentioned factors are of
a particular importance. Further research could therefore focus on better recognition of
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shaping the process of the employee satisfaction and, consequently, on attempts to determine
the impact of workers’ satisfaction on their behavior.
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