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Abstract. The paper concerns the role of employees’ commitment in increasing
the quality of management methods used in organizations. The first part of the
paper concerns the theoretical background for formulation of research
hypotheses concerning this relation occurrence in different business contexts
(developing and developed economy). The second part of the paper presents the
results of empirical research conducted among more than 1000 organizations
from Poland (as an example of developing economy) and Switzerland (as the
example of developed economy). The obtained results confirm the existence of
assumed relations.
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1 Introduction

Employees’ commitment is a subject that appeared in the literature in the 1990s under
the terms "high commitment", "high involvement", "high performance" [20] and after
a while it even evolved into the method of employees’ commitment management. It is
understood as “employees’ faithfulness to the organization, the willingness to exert
effort on behalf of the organization, the degree of goal and value between the
employee and the organization, and the employee’s desire to remain hired by the
organization” [15]. In recent years, the literature indicates the growing importance of
employees' commitment in the organization as a factor affecting the organization's
ability to build competitive advantage and increase organizational performance
[6]. However, it seems that above all else, employees’ commitment has the capacity
to influence the management methods quality, which is considered as one of drivers
of performance in contemporary organizations [3, 10]. Moreover, as the management
methods use and quality is significantly differing depending on business context and
they are considered to be an important factor supporting the improvement of
organizations operating in developing economies during their transition to developed
economies (even though their availability and skills needed for proper use are
weaker), it seems that the business context might be an important moderator of this



relation. The literature coverage of the role of employees in fostering and sustaining
management methods quality is very weak and conclusions concerning this relation
are non-existent. Therefore, the main aim of the article is to analyze and verify the
potential influence of employees’ commitment on quality of management methods
implemented in organization with regard to different business contexts.

2 Management Methods in Organization

The management of organization is connected to five basic notions (defined by [10,
17]): concept, methodology, methods, techniques and management solutions. Concept
are considered to be a comprehensive, developed and defined basis for consideration
of any idea. Methodology is understood as the entity or closely related collection of
methods, rules and disciplinary postulates. Methods are defined as goal- and
problem- ordered types of procedures, which are especially regular and systemic ways
of setting and realizing the given goal. Techniques are the manner in which technical
details are treated. Corresponding management solutions are understood as the way
for realization of management ideas.

Management methods quality is a notion not very well analyzed in the literature
[3, 12]. The notion of quality is defined by ISO 9000 as the “degree to which a set of
inherent characteristics fulfils requirement”. Therefore, the quality is the degree to
which set of features or characteristics of a product or service influences its ability to
satisfy stated or implied needs. It may be then assumed that a product or a service has
good quality when it complies with the requirements, which are specified by different
stakeholders. Based on that, management method quality can be defined as a degree
to which management methods fulfill the requirements specified by the organization,
i.e. its implementation and use are allowing organization to obtain a desired level of
results [17].

3 Employees’ Commitment Role in Improving
Management Methods Quality

The relation between management methods quality and employees’ commitment is
highly dependent on the type of management method. It is especially true for the
Human Resources Management (HRM) methods, which directly refer to a strategy
designed to acquire, develop, manage, motivate, and gain the commitment of
employees as key resources to the organization [2], will be much more closely related
to employees’ commitment than other management methods. However, what is true
for all management methods, employees’ commitment ensures that all practices,
including management methods implemented in organization, conform to quality
requirements and moreover, are followed by all employees from the organization [7,
14]. Therefore, it seems that there is a potential for the relation between employees’
commitment and management methods quality [17]. The interest in examining these
relations began at the turn of the century, after the industrial revolution caused



managers from all types of industries to look for a new definition of work, role of
employee and different ways to increase organizational performance [1, 5]. Van der
Wiele et al. [19] analyzed acceptance of philosophy of TQM and stated that it has
significant human resources implications and employees’ commitment is one of the
affected aspects. The majority of authors suggest that employees’ commitment is sort
of prerequisite for enhancing quality of management methods in organization. First of
all, because of the fact that according to studies closely related to employees’
commitment [1], connected with OCB [11], motivation [8, 18], and social exchange
[9] — the higher is their commitment, the better is the quality of solutions, which are
available for the employees, as they are able to see that they have all they need to
perform their tasks efficiently and only their commitment and approach to their job
may stop them from achieving goals, which fosters the increase of that commitment
and influences quality of solutions, which is dependent on their proper (and
committed) use. Management methods are one of the most important sources of
solutions available for employees [4]. Second of all, and more importantly, the quality
of management methods is highly dependent on their ability to fulfill the
organizations’ requirements [17]. Hence, the high level of employees’ commitment is
a prerequisite enabling employees to use available management methods to fulfill
those needs. Without that, the simple fact of those methods’ availability will not be
able to generate any benefits for the organization. Hence, it can be assumed that there
is a possibility that employees’ commitment influences quality of management
methods. Therefore, following hypotheses are formulated:

HI: Both in organizations operating in Poland and Switzerland, there is a positive
relation between management methods quality and employees’ commitment.

H2: Employees’ commitment influences the quality of management methods used in
organization.

Moreover, there is another factor which should be considered in case of this relation —
business context. The business context significantly influences the organizations’
access to business solutions, which differs in case of their complexity, maturity and
availability. Management methods can be considered as one of those solutions.
Therefore, it may be assumed that in more developed economy, where the availability
of more mature and complex management methods is higher and they are used for a
significantly longer period of time, the role of their determinants will be more
significant. Moreover, management methods are considered to be an important factor,
which supports the improvement of organizations operating in developing economies.
They are prone to reduce the gap between developing and developed economies [10,
13, 16]. Therefore, it would be easier to achieve high management methods quality im
more developed economies and averagely higher levels of employees’ commitment
will more significantly influence it. Therefore, the following hypothesis can be
formulated:



H3: In organizations operating in Switzerland, the influence of employees’
commitment on quality of management methods implementation in organization is
stronger than in organizations operating in Poland.

An overview of the proposed hypotheses is presented in Figure 1.
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Fig. 1. An overview of research hypotheses.

4 Empirical Research Overview

In order to verify the proposed hypotheses and identify the level of all variables
needed to achieve this aim in two business contexts, the survey was conducted and it
is presented in [17]. The main survey was preceded by the pilot one conducted at the
beginning of 2018 among the group of 50 organizations. It identified the issues
concerning ambiguity of several questions. The ambiguous questions were rewritten
in order to obtain more informed response from the organizations participating in
main survey and two questions were omitted because they generated unreliable
responses. The main research was conducted as a part of a research project “The IT
reliability influence on the quality of management methods and techniques”, no.
2017/01/X/HS4/01967 financed from the funds of the National Science Center in
Poland. The main survey was conducted in March 2018, among organizations located
in Poland and Switzerland, which was the only condition limiting the sample
(organizations were surveyed regardless of size, industry or type of business etc.),
using online survey service: SurveyMonkey. Respondents panels provided by the
SurveyMonkey were used as the sampling technique. Only one survey was carried out
anonymously in one organization, and it was completed by employees who have a
broad view of the entire organization.

4.1 Research Sample Overview

The research sample contains the organizations, chosen randomly from a purchased
respondent’s panel, operating in Poland and Switzerland. 558 valid responses were
collected from Poland and 564 valid responses were collected from Switzerland [17].
It is a very large sample for this kind of study and can be a basis for overall



conclusions concerning the given topic. Sample characteristics are presented in Table
1 and clearly show that the sample is covering organizations of all sizes and all types.
The selection of organizations from two countries is intentional and is aimed at
including into the sample organizations assessing their employees’ commitment and
management methods quality as low (below 3, what is true for sample from Poland)
and as high (above 3, what is true for sample from Switzerland). Moreover, as one of
the aims of the publication is the analysis of differences between developing and
developed economy, the selection of research sample containing organization
operating in both of them was crucial.

Table 1. Research sample characteristics from Poland.

Organization size Poland Switzerland
Micro (below 10 people) 107 114
Small (11-50 people) 140 134
Medium (51-250 people) 134 114
Large (above 250 people) 177 202
Total 558 564

4.2 Variables Overview

Three variables were identified in order to verify the formulated hypothesis.

Management methods quality will be measured with results obtained due to
implementation of all management methods implemented in organization. 18 results
were identified and their change caused by implementation of each management
method (and all management methods in organization) was measured on a Likert
scale (from very positive influence to very negative influence with the middle point:
no influence). Based on the assessment of every item (one item = one result), four key
variables were defined [17]: results related to efficiency, results related to employees,
results related to product and results related to innovativeness. An overview of the
variables’ development is presented in Table 2.

Table 2. Overview of variable: management methods quality.

Group Items

Adaptation of the organization to changes taking place
in the environment
Improvement of the organization's competitiveness

Results related  Increase of the chances for the long-term existence of

to efficiency the organization

Overall increase in the efficiency of the organization's
management
More effective achievement of the organization's goals




Shortening of the decision-making time
Better flow of information inside the organization
Results related  Increase of satisfaction and increase of employee morale
to employees Increase in employee involvement in achieving results
Improvement of the competence of employees
General improvement of the organization's financial

results
Results related More effective and more rational management of the
to product organization's resources

Increase in the quality of products

Improvement of the timeliness of production orders
Increase in the number of changes in products / services
Increase in the number of changes in business processes
Increase in the number of organizational changes
Increase in the number of marketing changes

Results related
to
innovativeness

Employees’ commitment will be measured based on eight commitment building
elements, based on methodology developed by Mone and London (2009) and Mone et
al. (2018) presented in Table 3. The items were phrased in form of statements to be
evaluated on a Likert scale (from I strongly agree to I strongly disagree with a middle
point: I do not have an opinion) [17]. One key variable was defined: employees’
commitment.

Table 3. Table captions should be placed above the tables.

Group Items

employees are motivated to improve their productivity
and find better ways to do their job,

communication on the part of the organization's
management helps employees to understand the
organization's strategies, missions and goals,

employees feel that they have enough resources to do
their job effectively,

employees feel that the management of the organization
thinks about their good,

employees are satisfied with the possibilities of
promotions and personal development,

employees recognize that not only payment, but also
additional benefits and work atmosphere are benefits
from employment,

employees have confidence in the management of the
organization,

employees believe that they receive enough feedback
from their supervisors to improve their efficiency on this
basis.

Employees’
commitment




4.3 Research Results

In order to verify the proposed set of hypotheses, the U Mann — Whitney, correlation
and regression analysis was performed. First, the differences between averages values
of variables obtained from samples from Poland and Switzerland were verified and
the results are presented in table 4.

Table 4. Results obtained due to implementation of management methods and employees’
commitment in organizations from Poland and Switzerland.

. _ Test U Mann -

Poland (n=558) Switzerland (n=564) Whitney

M SO MD M SO MD Z p
Resul |
esultsrelated ) (oo 14 354 101 371 -1855  <0.01
to efficiency
Results related
esulstefaled s 075 200 358 1.0 400  -17.98 <001
to employees
Resul |
esultsrelated )\, (00 505 35 105 350 -17.981  <0.01
to product
Results related
to 227 072 225 356 105 350  -17.536 <0.01
innovativeness
Employees’
fployees 266 091 250 352 LIl 350 -13472 <001
commitment

The obtained results allowed to verify that Poland and Switzerland are indeed
various business contexts and quality of management methods (in case of all groups
of results) and employees commitment is evaluated positively in Switzerland (M >
3.0) and negatively in Poland (M < 3.0). Next, the correlation analysis was performed
and the results are presented in table 5.

Table 5. Correlation analysis results

Employees’ Employees’
commitment commitment
(Poland) (Switzerland)

Results related to efficiency
Results related to employees
Results related to product
Results related to innovativeness

Results (overall)

r=0.177; p<0.01
r=0.177; p<0.01
r=0.166; p<0.01
r=0.157; p<0.01
r=0.173; p<0.01

r=0.632; p<0.01
r=0.653; p<0.01
r=0.611; p<0.01
r=0.557; p<0.01
r=0.599; p<0.01

The obtained results confirm that indeed there is a statistically significant relation
between management methods quality and employees’ commitment, which allows for



acceptance of hypothesis H1. Moreover, the correlation is weak in case of sample
from Poland and strong in case of sample from Switzerland. It furthermore confirms a
huge difference between those business contexts. Next, the regression analysis with
moderator was performed in order to verify the hypotheses H2 and H3. The results of
the analysis are presented in table 6.

Table 6. Regression analysis results

Model description Model F R’ Delta  Moderator  t Stat P

stats R’ coeff. Value
Employees’ 0.9577 7.7618  0.001
commitment,
Business context, 2.6384 13.935 0.001
Moderator -0.5227 -7.2973  0.001
dependent v.:

results (overall) 279.038  0.417  0.036

The obtained results allow to verify the cause-effect relation between employees’
commitment and management methods quality due to obtained statistically significant
and well fitted regression model (in which employees’ commitment is a statistically
significant independent variable), which is a basis for accepting H2 hypothesis.
Moreover, that business context is a statistically significant moderator of the relation
between employees’ commitment and management methods quality (p < 0.001),
which allows to accept the hypothesis H3.

4.4 Discussion

The performed empirical research is a basis for positive verification of employees’
commitment influence on management methods quality, which occurs in case of both
analyzed business contexts. However, in case of polish organizations (from less
developed economy), the strength of the analyzed relation is much lower than in case
of swiss organizations. It confirms the assumption that the analyzed relation is much
more significant in more developed economy. In the light of U Mann — Whitney
statistical test it can be furthermore confirmed that assumed reasons for that fact were
correct - employees’ commitment and quality of implemented management methods
is generally assessed much higher in organizations from more developed economy.
Moreover, the analysis confirms that business context is a significant moderator of the
confirmed cause-effect relation between employees’ commitment and management
methods quality.



5 Conclusions

The main aim of the article was the analysis and verification of potential influence of
employees’ commitment on quality of management methods implemented in
organization with regard to different business contexts. The empirical research
performed among more than 1000 organizations from Poland and Switzerland
allowed to verify that employees’ commitment is statistically significantly influencing
quality of management methods used in organization. Moreover, business context is
significantly moderating that relation. The level of economy development is
strengthening the employees’ commitment influence on management methods quality,
especially in the aspect of results connected with employees, which is consistent with
assumptions.

The performed research has some limitations — only two countries were selected
as the examples of business contexts. It requires further verification. Moreover, the
quality of all management methods used in organization (in general) was analyzed
and it seems that there might be significant differences between different management
methods. It seems to be a valid topic for further research.
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