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The article presents issues associated with the style of management applied in scientific organizations in
the context of sentiments and attitudes of employees. Attention is drawn particularly to the relations
between the style of management perceived by employees and the level of their perceived contentedness
and the perceived level of satisfaction, as well as between the perceived style of management and attitude
reflecting their readiness to recommend an organization as an employer. The application of the method of
statistical analysis, namely, the analysis of correspondence  allowed drawing the conclusion that there are
statistically important relations between the variables. These relations are comparably strongest in case of
the perceived style of management and the level of satisfaction. Thus, it can be concluded that applying
democratic style to employees favours stimulating their satisfaction and contentedness and at the same
time contributes to assuming an open attitude characterized by the readiness to recommend an
organization as a workplace and thus co-create its positive image.
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Introduction

Every member of an organization participates in a series of relations of
formal and informal character. The subjective assessment of these relations
and their relative significance for a particular person reflect the way the person
perceives both the general work environment1, and the work environment in
the closest surroundings of the employee. The employee of a scientific
organization is a member of a particular organizational unit (institute,
department etc.) and a particular research team, which has the same members
as a particular unit, or such a team may be independent in character from the
formal organizational structure. Participating at the same time in two above-
mentioned relational setups a person may play the role of both, among others,
a subordinate, a superior etc. (in terms of formal relations), as well as the role
of a colleague, mentor etc. (in terms of informal relations).

The role which has an exceptionally important influence on the
character, scope and manner of perception of all relations and thus on the
work environment is the role of the superior2 played within a formal
vertical relation linking him or her with the subordinates. What plays a
particularly big role in every organization is the role of the direct superior,
which is associated, among others, with his or hers frequent personal
contacts with employees3. The manner of implementation of tasks
associated with this role creates not only the closest work environment of a
particular employee, but also influences his perception of the general work
environment in a particular organization4. For this reason the direct
superior bears an exceptionally big responsibility, as the effects of his
decisions affect also the attitude of an employee to the organization as such,
influencing his subjective assessment of the degree and extent to which his
perceived needs are satisfied5. This responsibility is even comparably higher
in scientific organizations, which is associated with the multidimensional
character of professional challenges faced by employees of these
organizations (associated with scientific, research, organizational,
educational development, etc.).

One of the main elements influencing the relation of a direct superior
with employees is the style of management he applies6. It may fully comply
with the style of management of the top management of a particular
organization, or it may be the effect of a person's own interpretation of the



role of a superior. Obviously, the superior doesn't enjoy full freedom of
individually building his style of management, as he has to take into
consideration the limitations associated with, for example, procedures of
conduct defined by the top management. However, in relations with
employees he can apply certain own solutions. Working out such solutions
is important as it makes it possible to create a unique relational setup7

supporting joint effort of achieving the goals of a particular team. In such
case its members feel the contentedness and satisfaction from co-creating
the image of a particular organization8 through active participation in the
process of recommending the organization as an attractive workplace.

Creating such a setup makes it necessary for a superior to be an
authentic leader and mentor for his subordinates9 . However, achieving this
is impossible in a situation where the superior plays above all the role of an
administrator and/or a supervisor10. Individual style of management
evoking positive emotions among the subordinates should fit in the
framework of the democratic style, even if in a particular organization, at
higher levels of management the applied style is closer to autocracy. In
theory, such a problem shouldn't exist in scientific organizations due to
their characteristics associated with, among others, the rule of free
thinking and flexibility of action. However, in practice autocracy often
dominates over the democratic approach. It is necessary to remember that
the democratic style, as opposed to other styles of management, favours
satisfying the employees' professional and personal needs and thus it fits in
the marketing approach11. It is actually possible to conclude that personal
marketing can be successfully implemented only in case the democratic
style is applied. Obviously, some of the decisions made by the superiors,
including direct superiors, in scientific organizations should be consulted
with the subordinates, due to the decisions' character (this concerns, among
others, some typically administrative decisions). The nature of scientific,
research and educational projects makes participation in problem solving
and the feeling of influence on decision-making exceptionally important in
the long term. It is necessary to emphasize that what plays a particularly
significant role here is employees' subjective assessment of the style of
management applied to them, as they are the recipients of particular
actions and decisions, or even their co-creators in the area of, among others,
shaping the image of a particular organization12 . 
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Taking into consideration the presented deliberations it is possible to
ask the question about the significance of the style of management
perceived by the employees, from the point of view of their contentedness
and satisfaction13 and their readiness to recommend a particular scientific
organization as an attractive workplace. Identifying the strength of the
relationship between the mentioned variables is the basic research goal of
this article. In the process of research conducted for the purpose of this
paper the following research theses were investigated: 

H1 — there is a relationship between the perceived style of management
and the level of contentedness felt by the employees;

H2 — there is a relationship between the perceived style of management
and the level of satisfaction felt by the employees;

H3 — there is a relationship between the perceived style of management
and the employees' readiness to recommend a scientific organization
as an employer.

General characteristics of empirical research

In order to achieve the above-mentioned goal and thus verify the
research theses, empirical research was carried out in 2014.
Questionnaires were used to collect raw data14. The survey covered 500
people15 representing current employees of scientific organizations
(mainly public universities) located in Poland. Later raw data was
subject to statistical analysis - the method of analysis of correspondence
was applied. Its goal is to identify closer relations between at least two
categories of variables represented by questions submitted to the
respondents. The key element of correspondence analysis is the creation
of a multidimensional map of output data (the so-called contingency
table), which reflect the frequency of respondents' answers with regard
to the analysed categories. Next, contingency tables are analysed by
means of chi-square test of independence16, where statistics showing the
strength of relationship between qualitative variables are determined.

The application of the method of correspondence analysis also makes it
possible to visualize spatially the relationships between categories on one-

66

Style of management and chosen sentiments and attitudes among employees of scientific organizations

www. minib.pl



dimensional and multidimensional axes. Such visualization makes it possible to
build a model on the basis of  mutual arrangement of neighbouring  points
which represent the analysed categories. The analysis of statistics and charts
generated by means of this method gives ground for making conclusions about
the relationships between categories of two variables. In this analysis it is
assumed that the variable (in this article the level of contentedness, level of
satisfaction from work and readiness to recommend the employer) with regard
to which relationships with other features are investigated always constitutes a
column variable. Statistical analysis of raw data was carried out based on the
method of correspondence analysis, using Statistica 8.0 package. 

The style of management perceived by the respondents 
and the level of their contentedness 

The results of empirical research show that most respondents were at least
rather satisfied (table 1), at the same time 17.65% of all respondents felt very
high satisfaction and less than every hundredth respondent was very
unhappy, a total of 18.45% of respondents expressed dissatisfaction. This was
a slightly higher share than the percentage of highly satisfied respondents.
According to every third employee, the management style applied by their
direct superior can be described as partially democratic17. A total of 56.86% of
the respondents recognized it as at least partially democratic. At the same
time, according to the remaining respondents it was to smaller, or greater
extent autocratic. Even though comparably  smallest portion of the
respondents described the style of management as completely autocratic, still
every fifth respondent gave such an answer. It is also possible to note that the
percentage was close to the combined share of people expressing smaller, or
greater dissatisfaction with the relationships in a particular organization.
This gives rise to the question whether this is just a coincidence, or whether
there is a correlation between the perceived style of management and the level
of contentedness.

It turns out that this correlation is statistically significant (p = 0,0139).
The combined value of chi-square amounting to 33.6592 suggests that
satisfaction, or lack thereof is a factor closely related to the style of
management in an organization. Thus, H1 hypothesis is true. 
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Table 1. Level of the respondents' contentedness and their perception of the style of management

Row variable: question 31 (4); Column variable: question 1 (7)

Answers e g d c b f a Total

b 1.96 0.00 4.90 4.90 1.96 5.88 0.00 19.61

c 5.88 5.88 0.98 2.94 2.94 13.73 0.98 33.33

d 8.82 2.94 0.98 2.94 0.98 6.86 0.00 23.53

a 3.92 8.82 0.98 0.00 0.98 8.82 0.00 23.53

Total 20.59 17.65 7.84 10.78 6.86 35.29 0.98 100.00

Where: for column variable concerning the level of contentedness — a) very dissatisfied, 
b) moderately dissatisfied, c) slightly dissatisfied, d) I don't care where I work e) rather satisfied, 

f) moderately satisfied, g) very satisfied; 
for row variable concerning the perceived style of management — a) fully democratic, b) fully autocratic, 

c) partially democratic, d) partially autocratic

Souirce: Own materials prepared on the basis of the results of conducted research.

Picture 1. "Level of felt contentedness — perceived style of management" 

Row variable: question 31 (4)
Column variable: question 1 (7)

Own values: 0.2258;  0.0657; 0.0385
Combined chi-square = 33.6592; df = 18; p = 0.0139

Source: Own materials on the basis of the results of conducted research.
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As picture 1 shows, considering both analysed variables, it is possible to
distinguish three groups of respondents:

1)  people who are rather satisfied ("e" from question 1) assessing the style
of management as partially autocratic ("d" from question 31);

2)  people who are moderately dissatisfied and are unable to assess the level
of their satisfaction ("b" and "d" from question 1) assessing the style of
management as fully autocratic ("b" from question 31);

3)  people who are very dissatisfied, moderately satisfied and very satisfied
("a", "f" and "g" from question 1) assessing the style of management as
fully, or partially democratic ("a" and "c" from question 31).

The first of the mentioned groups is characterized by comparably
highest uniformity, even though its internal structure suggests that certain
elements of autocracy don't evoke dissatisfaction, but actually make
employees satisfied. At the same time, the third group is characterized by
lowest uniformity. Its internal structure shows that the democratic style
evokes extreme, often actually opposite emotions. Moreover, taking into
consideration the fact that the point representing people who are rather
dissatisfied didn't belong to any group distinguished in the model, it is
possible to conclude that the feeling of dissatisfaction is determined also by
factors other than the perceived style of management, which play a greater
role than in case of evoking the feeling of satisfaction. 

Further, taking into consideration the strength of mutual relations, it
is possible to conclude that theur are comparably the weakest in case of
the second group, which is shown by comparably biggest distances
between the points creating in on the model. The smallest distances
between two pairs of points belonging to the third group suggest there are
strongest correlations between the highest level of satisfaction and
perceiving the style of management as fully democratic and between the
moderate level of satisfaction and assessing the style of management as
partially democratic. Comparably, much greater distances between the
remaining points, especially those forming the second group,  suggest
lower intensity of the correlation between the remaining variables,
including the relation between moderate level of dissatisfaction and the
style assessed as fully autocratic. Thus, it is possible to draw a conclusion
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that thanks to the application of democratic style it is easier to evoke
satisfaction among employees, than to evoke dissatisfaction by applying
autocratic style, however, as has been shown there are also statistically
significant correlations between these variables.   

The style of management perceived by the respondents 
and their level of satisfaction 

Apart from the level of felt contentedness, a reflection of the degree to
which the expectations of employees are satisfied is the level of their
satisfaction associated with work in a particular organization, especially in
a particular research team. Thus, if there are statistically significant
correlations between the level of perceived contentedness and perceived
style of management, what comes up is the question whether correlations
exist also in case of felt satisfaction.

As the conducted research shows, over 1/5 of the respondents didn't feel
satisfaction from work at a particular organization (table 2). Thus, it was a
slightly higher percentage of people than in case of dissatisfied people.
Moreover, an almost three times greater share of respondents felt complete
lack of satisfaction, compared to the share of very dissatisfied respondents.
This is also caused by the fact that contentedness, or lack thereof results
from circumstances other than professional activities, but satisfaction is
closely associated with the character of professional activity. This
constitutes a confirmation of the uniqueness of the two discussed
categories, which cannot be treated as synonyms. A total of 61.17% of the
surveyed felt full, or partial satisfaction. This was a percentage close to the
share of people regarding the style of management as partially, or
completely democratic. Moreover, in total, a very similar share of
respondents didn't feel satisfaction, in comparison with people who
assessed the style of management applied to them as fully autocratic. 

It turns out that this is not a random convergence. As analysis shows,
the relation is statistically significant (p = 0,0003). Thus, it is possible to
conclude that H2 hypothesis is real. Moreover, it is even stronger than the
previously analysed relationship, which is shown by higher value of chi-
square amounting to 36.2766.
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Table 2. The level of respondents' satisfaction and their perception of the style of management. 

Row variable: question 31 (4); Column variable: question 4 (5) 

Answers d b e c a Total

b 8.82 3.92 0.98 5.88 0.00 19.61
c 4.90 19.61 0.98 2.94 4.90 33.33
d 4.90 10.78 0.98 6.86 0.00 23.53
a 0.00 17.65 0.00 0.98 4.90 23.53

Total 18.63 51.96 2.94 16.67 9.80 100.00

Where: for column variable concerning the level of satisfaction — a) fully satisfying and allowing self-fulfilment
b) quite satisfying, c) indifferent d) rather unsatisfying , e) completely unsatisfying; 

for row variable concerning the perceived style of management — a) fully democratic, b) fully autocratic, 
c) partially democratic, d) partially autocratic

Source: Own materials prepared on the basis of research results. 

Picture 2. "Level of felt satisfaction — perceived style of management" model

Row variable: question 31 (4)
Column variable: question. 4 (5)

Own values: 0.3282; 0.0256; 0.0019
Chi-square total = 36.2766; df = 12; p = 0.0003

Source: Own materials prepared on the basis of research results. 

1111

MINIB, 2015, Vol. 16, Issue 2,  p. 1–18

www. minib.pl



Analyzing the distribution of points on the model presented on picture 2, it
is possible to clearly identify a division into two parts. On the right side there
are points representing people who are either completely, or quite satisfied ("a"
and "b" from question 4) assessing the style of management as completely, or
partially democratic ("a" and "c" from question 31). At the same time, on the left
side of the structure there are points reflecting people who can't define their
level of satisfaction, as well as people who are more or less unsatisfied.  ("c", "d"
and "e" from question 4) assessing the style of management as completely, or
partially autocratic ("b" and "d" from question 31). Thus, the structure is
polarized according to the way the style of management is assessed. It is worth
noting here that comparably smaller distances can be found between points
representing people who see mostly the elements of autocracy in the style of
management and who feel no satisfaction, or feel indifference (left part of the
structure), than between points referring to people who are satisfied and who
regard the style of management as characterized mostly by democratic
elements. On this basis it is possible to draw a conclusion that applying the
autocratic style it is easier to lower the level of satisfaction than to raise it by
applying the democratic style. This is a clear difference in comparison with the
character of relations existing in case of the level of contentedness.

The style of management perceived by the respondents 
and their readiness to recommend an organization as an employer

It is possible to make an assumption that, considering the fact that
between the perceived style of management and the level of contentedness
and between the perceived style of management and level of satisfaction
there are statistically significant relationships, such a relationship also exists
between the perceived style of management and the readiness to recommend
a scientific organization as an employer. As table 3 shows, even though the
smallest percentage of respondents flatly advised against taking up work at
a particular organization, still a total of 26.47% of people advised against such
a move. Thus, more than every fourth respondent not only didn't contribute
to building a positive external image of an organization as an employer, but
actually generated a negative image of the organization. It is worth pointing
out here that it was a greater percentage than the total percentage of non-
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contented people and greater percentage than the total share of unsatisfied
people. It also didn't correspond to the share of people describing the style of
management as partially, or fully autocratic, compared to which it was
smaller. This gives rise to the question whether there really is a statistically
significant relationship between the readiness to recommend an organization
as an employer and the perceived style of management.

Nevertheless, it turns out that such a relationship does exist 
(p = 0.0014). Thus the H3 hypothesis is true. However, the identified
relationship is comparably weaker than in case of both earlier analyzed
relationships, which is suggested by the lower total value of chi-square,
which in this case amounts to 27.0949. 

Table 3. Readiness of the respondents to recommend their organization 

as an employer and their perception of the style of management 

Row variable: question 31 (4); Column variable: question 19 (4) 

Answers  b d a c Total

b 8.82 2.94 0.98 6.86 19.61

c 13.73 0.98 7.84 10.78 33.33

d 15.69 2.94 2.94 1.96 23.53

a 13.73 0.00 9.80 0.00 23.53

Total 51.96 6.86 21.57 19.61 100.00

Where: for column variable concerning the readiness to recommend an organization as a workplace — 
a) I definitely recommend, b) I moderately recommend, c) I moderately advise against, d) I definitely advise against; 

for row variable concerning the perceived style of management — a) fully democratic, b) fully autocratic, 
c) partially democratic, d) partially autocratic

Source: Own materials prepared on the basis of research results. 

Similarly as in case of the relationship between the perceived style of
management and the level of satisfaction, also here we can see a clear polarization
of the structure into two parts (picture 3). The structure is polarized and divided
into the part to the right of axes of ordinates, in which points representing people
recommending work in their organization  in a more, or less enthusiastic way ("a"
and "b" from question 19) assessing the style of management as fully democratic,
or partially autocratic ("a" and "d" from question 31) and the part located to the left
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of the axis, in which there are points reflecting people advising more, or less
strongly against working for a particular organization ("c" and "d" from question
19) defining the style of management as completely autocratic, or partially
democratic ("b" and "c" from question 31), which is relatively worse than in case of
the right part. Analysing the distances between points on the model it is possible
to notice that comparably shortest distances can be found between points
representing people who strongly recommend an organization as an employer and
describing the style of management as completely democratic. This suggests there
are comparably stronger ties between the application of a fully democratic style
and the readiness to actively recommend an employer than between applying a
fully autocratic style and actively advising against starting work for a particular
organization (the distance between the representing points is much greater). It is
worth emphasizing here that applying a partially autocratic style doesn't make
employees advise against their employer, however, in this case respondents were
less eager to recommend their organization as an employer.

Picture 3. "Readiness to recommend an organization as an emplyer 
— the perceived style of management" model

Row variable: question 31 (4)
Column variable: question 19 (4)

Own values: 0.1817; 0.0826; 0.0013
Chi-square total = 27.0949; df = 9; p = 0.0014

Source: own materials prepared on the basis of the results of conducted research.
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Thus, it is possible to conclude that evoking among the employees the
readiness to actively recommend an employer requires applying to them a
fully democratic style, especially that it favoured evoking the highest level
of satisfaction and the highest level of satisfaction among the respondents,
playing an exceptional role in the process of shaping this feeling among the
respondents. 

Conclusions 

On the basis of analysis it is possible to conclude that there are
statistically significant relationships between the level of contentedness
and the level of satisfaction of employees of scientific organizations and the
preceived style of management applied by the superiors. This means that
hypotheses H1 and H2 are true. Such relationships exist also in case of the
perceived style of management and the readiness to recommend a
particular organization as an employer (which means hypothesis H3 is also
true), even though they are characterized by comparably smaller strength
than mutual relations between employees' feelings and the style of
management. However, this doesn't change the fact that an approach to
employees which involves the way of building formal and informal relations
by the superior may have a positive, or negative influence both on the
feelings of superiors and their attitudes and behaviours, which bring
results affecting the whole organization.  

Certainly, the application of the democratic style brings positive effects,
as it evokes positive emotions among the employees and encourages them
this way to build the organization's positive external image and thus to
building its general positive image. This is particularly apparent in case of
feelings associated with contentedness, which may be associated with the
characteristics of these feelings which reflect interpersonal relations in
which a particular person participates. In case of satisfaction it was clearly
visible that applying autocratic style contributes more to lowering the level
of this feeling than applying democratic style contributes to raising its
level. The relationship between the level of satisfaction and the style of
management turned out to be comparably strongest, which is confirmed by
high value of the chi-square total. To sum it up, it is possible to conclude
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that evoking the feelings of contentedness and satisfaction and evoking the
willingness to recommend a particular scientific organization requires from
the superiors, especially direct superiors, the application of democratic
style to their subordinates.
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