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Abstract  

 

The main duty of each superior is managing the enterprise. An important part of being a 
leader is managing people. The way a superior manages his staff and what style and 
personality he has, can have an impact on the employees' behavior, their work, their 
performance, how they feel in a given enterprise and consequently their job satisfaction. 
With effective leadership styles and approaches to employees, superiors create an 
appropriate organizational culture while employees want to be part of this culture, which 
should be reflected in their work performance, and thus in the profits achieved by the 
enterprise. A particularly important role the supervisor plays in the metallurgical enterprise 
where the production process is quite tough, is usually conducted in a four-shift system 
where the results are impossible to be corrected. The aim of this paper is to assess the 
characteristics of the superiors in terms of employees' opinions. The 4E+1P principles, 
twelve golden rules and Toyota’s principles were used to indicate the superiors' features. 
The research had a form of a survey. The research was conducted in a chosen metallurgical 
enterprise. It was seen that the manager of the research enterprise made decisions solely 
without asking employees for advice, he did not motivate them to develop and the 
employees complained about the lack of job security.  
 
Keywords: Supervisors' Features; Job Satisfaction; Survey, Employees' Opinion.   
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Introduction 

"A good boss makes his men realize they 

have more ability than they think they have 

so that they consistently do better work than 

they thought they could".  

Charles Erwin Wilson 

 

The role of the superior is not only to 
manage the enterprise and make decisions. 
The biggest challenge is to manage people, 
motivate them and develop an appropriate 
organizational culture so that the 
enterprise can achieve the planned goals 
(Kondra and Hurst, 2009). It should be 
noted that the leadership style and 
superiors' features are reflected in the 
behavior of the employees. They primarily 
affect people's commitment to work and 
also their job satisfaction.  
 
Vanucci et al. (2017) claimed that 
management is associated with technical 
knowledge, interpersonal relationships, 
skills and work coordination, so it is a key 
part to achieve the organizational goal and 
be creative. Management is one of the 
techniques that make an employee happy 
or dissatisfied with the level of job 
satisfaction. 
 
Employees' job satisfaction plays a key role 
in the functioning of the organization 
(Koys, 2001). Therefore, it is very 
important for the organization to 
understand exactly how the employee 
feels, what working conditions he/she has 
and what his/her level of satisfaction is 
(Murad Miah, 2018). 
 
Employees respond, and best and most 
effectively act not when they are controlled 
by management, placed in narrowly 
defined positions and assessed as a 
necessity. On the contrary, when they 
receive broader responsibilities, they are 
encouraged to contribute in the decision-
making process concerning the enterprise 
where they work and help achieve better 
results. People are motivated to achieve 
specific goals and they will be satisfied if 
they achieve these goals through better 

performance, even if these are goals of the 
enterprise where they work. They can be 
even more satisfied if they are rewarded 
with an external recognition or an inner 
sense of achievement (Armstrong, 2003). 
This external recognition is the 
responsibility of the superior. 
 
The aim of this paper is to assess the 
characteristics of the superiors in terms of 
employees' opinions. In order to achieve 
this aim, a survey was conducted among 
employees of a chosen metallurgical 
enterprise who were asked to characterize 
their superiors. The survey allowed for an 
indication of the positive and negative 
features of the supervisor. The study was 
conducted in the form of a case study. 
 
This research contributes to the existing 
literature on management, but at the same 
time it adds value because it shows how to 
assess job satisfaction in a quite easy way 
and to describe a supervisor’s features. It 
offers a simple methodology that can be 
used in any type of enterprise. 
 
It should be emphasized that this study, as 
well as literature analysis, were made from 
the point of view of engineers, not people 
associated with HR, which certainly has an 
impact on the content and the result of the 
study. People are an important element of 
the production system, which has a very 
large impact on the production process, 
and thus the final products and their 
quality. What is more, the metallurgical 
industry is very specific, it is a heavy 
industry, characterized by specific laws and 
very characteristic production, hence, this 
approach is presented. 
 
Literature Review 

 

Leadership 

 

Constant changes taking place in the area 
of information, technology and economy 
can be observed in modern organizations. 
It is necessary to manage them properly in 
order to achieve the desired effects and 
regularly achieve the best possible results. 
Currently, the role of a manager as a 
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person who inspires, motivates and 
encourages the employer to act is growing 
significantly (Czerw and Babiak, 2010, and 
Kotus, Koloman and Hudec, 2018). Their 
function, characterized by significant 
dynamics, is important for the 
development of any organization (Oliviera, 
Oscrivao, Nagano, Ferraudo and Rosim 
2015, and Ulewicz, 2013).  
 
As a workplace, the enterprise must take 
into account the specific nature of changes 
taking place in its environment. This 
applies to changes in material, 
technological, cultural and social 
conditions, which require that the way of 
working should be adapted to the 
expectations of the employees. In this 
context, it is particularly important for 
managers to ensure that employees’ 
potentials are developed and properly 
managed. Organizations should use a 
variety of methods and tools to motivate 
people to make their work more effective 
(Sawczuk and Kurowicka, 2018). 
Therefore, not only the organization itself, 
but also its superiors are extremely 
important in terms of job satisfaction 
(Steinhardt, Dolbier, Gottlieb and 
McCalister, 2003). It is their methods and 
actions that help subordinates identify 
themselves with the mission and vision of 
the enterprise, take care of co-workers and 
the atmosphere of the workplace. 
Counteracting negative behaviors and 
increasing satisfaction with the duties 
performed is the managers’ responsibility 
and is closely related to their preferred 
leadership styles (Cicero, Pierro and van 
Knippenberg, 2007).  
 
Leadership style and its impact on job 
satisfaction are very visible. Leadership 
style is the basis for creating an 
environment where employees are happy 
and enjoy working (Brenninger, 2015). 
There are many schools that speak about 
the leadership styles, such as: Great man 
theory, Trait theory, Behaviorist theory, 
Situational leadership, Contigency theory, 
Transactional theory or Transformational 
theory (Bolden et al. (2003). They are 
described in detail in the available 
literature. 
 

For example, Great man theory is the oldest 
theory of leadership. This theory showed 
that great leaders are heroic, mythical and 
intend to achieve leadership when 
necessary (Madanchian, Hussein, Noordin 
and Taherdoost, 2017) and (Kirkpatick and 
Locke 1991). According to this theory, 
leaders are born, not made and some 
individuals are superior to others. The  
ability to lead depends  on where is this 
person born, his status, privileges and 
money power (Spector, 2015). 
 
Trait theory (also called dispositional 
theory) focused on the various behavioral 
traits that leaders can be devoted to 
(Hussein, Noordin and Taherdoost, 2017). 
This theory is focused on discovering 
individual differences, but it gives up 
discovering personality mechanisms 
(Matthews, Deary and Whiteman, 2003). It 
categorizes features that distinguish 
leaders from followers and explains that 
some people are born with certain features 
that make them good leaders, so leadership 
is innate (Gray and Smeltzer, 1989). 
 
Among the most popular research 
directions in the engineering approach, 
there are three basic groups: personality, 
situational and personality-situational 
(Mroziewski, 2005). There are also 
divisions based on a different number of 
criteria, including the scale of R. 
Tannenbaum and W. H. Schmidt (1958), 
based on one condition and listing the 
styles from the most autocratic to the most 
democratic.  
 
However, the most popular classification is 
the managerial grid model developed by J. 
S. Mouton and R. P. Blake (Blake and 
Mouton, 1964), (Blake and Mouton, (1985) 
based on R. Likert's continuum of styles 
(Likert, 1967). Based on the concern for 
employees (vertical axis) and involvement 
in the appropriate performance of tasks 
(horizontal axis), they created a graph of 
the managerial behavior (Wyszkowska, 
Jakubczak and Doering, 2015), 
distinguishing five leadership styles: 
impoverished management (little concern 
for both employees and tasks), country 
club management (big concern for people, 
but little concern for tasks), produce-or-
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perish management (focus on tasks, 
without concern for employees), middle-of-
the-road management (finding the 
optimum balance between concern for 
people and tasks) and team management 
(strong commitment to the performance of 
tasks while taking care of subordinates' 
satisfaction). 
 
Literature also provides a division of four 
leadership styles, which includes 
autocratic, participatory, democratic and 
laissez-faire styles (Bucurean, 2016). In the 
first style, the manager acts as a leader who 
tells his/her subordinates what to do, 
expecting that his/her instructions will be 
followed without questioning. This style 
works best when the tasks are simple and 
the contact with employees is rather short 
(Brahim Riđić and Jukić, 2015). The 
participatory style occurs when a leader 
engages subordinates and makes decisions 
together with them (Bell and Mjoli, 2013). 
Studies have shown that such a manager 
gains more respect and chooses better 
solutions, while at the same time influences  
employees’ productivity (Lumbasi, K’Aol 
and Ouma, 2016). The manager using the 
democratic style attempts to follow the 
principles of democracy (Gastil, 1994). This 
style is characterized by openness, 
collegiality and joint decisions made with 
the team (Ray and Ray, 2012). Such 
behavior encourages employees to be 
creative and increases their involvement in 
the activities for the enterprise 
(Amanchukwu, Stanley and Ololube, 2015). 
 
The French term “laissez-faire” or "let it 
happen" is also used to describe another 
leadership style. This style is characterized 
by avoiding decision-making (Chaudhry 
and Javed, 2012). Managers usually allow a 
high degree of independence to their 
employees, allowing them to decide freely 
about important issues concerning their 
work (Żuchowski, 2018, and Amanchukwu, 
Stanley and Ololube, 2015). 
 
It is commonly believed in modern 
organizations that taking care of 
employees’ satisfaction influences their 
positive behavior expected by the superior. 
First and foremost, employers hope that a 
satisfied employee will be more effective 

and involved at the same time (Springer, 
2011). However, to a large extent, 
satisfaction and effective performance of 
the assigned tasks depend on the superiors, 
because, as P. Wachowiak (2001) argues, a 
manager must be able to influence the 
behaviors of the employees and be able to 
manage them in accordance with the 
intentions important for the organization. 
 
A manager is a person responsible for 
coordinating activities, leading to the 
fulfillment of the enterprise's mission. He 
decides how to achieve the set goals and 
provides information to his subordinates 
(Stoner, Freeman and Gilbert, 1994). A 
manager both motivates and encourages 
employees to present their own ideas for 
the improvement of the enterprise and 
creates an integrated team responsible for 
various tasks. A manager achieves this, 
among other things, through incentives and 
rewards for the successful work, as well as 
using his own promotion policy. These 
actions require appropriate skills, allowing 
for an efficient and objective assessment of 
the performance of subordinates, while at 
the same time ensuring that their needs are 
met. A manager should also be able to 
adapt to the changing reality and cope with 
different situations, including responding 
to emerging conflicts between employees 
in the company. He/she has many 
interpersonal, informational and decision-
making roles to perform in an organization. 
These  roles are constantly extended and 
enriched. The way  a manager copes with 
them determines whether the employees 
feel satisfied with their work and become 
more and more involved (Mintzberg, 
1971). 
 
Employees’ Job Satisfaction 

 

The employees are an essential element in 
the process of implementing the 
enterprise's mission and vision, especially 
in the production sphere. Employees 
should meet the performance criteria set 
by the organization to ensure the 
acceptable quantity and quality of their 
work. To achieve this, the organization 
should first take care of the employees and  
their job satisfaction in particular. High 
level of job satisfaction of employees often 
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means a lower staff turnover rate (Scanlan 
and Still, 2013) and (Shen and Zhu, 2012), 
hence employees' high morale. Job 
satisfaction is one of the most studied fields 
of work design research in psychology 
(Parker, Morgeson and Johns, 2017) and 
(Lepold, Tanzer, Bregenzer and Jiménez 
2018). Koys (2003) defines job satisfaction 
as the employees’ perception and 
evaluation of the job. 
 
Job satisfaction is the essential element for 
employees’ motivation and stimulus 
towards better performance of their  work. 
It is associated with how people perceive, 
think and feel about their jobs (Spector, 
1997). It should be an essential aim for any 
organization to reach because employees 
are the most important production 
resource for any process. 
 
Job satisfaction can be defined as a sense of 
employees’ achievements and successes. It 
is generally believed that it is directly 
related to productivity and work 
performance, as well as to personal well-
being. Job satisfaction means doing the 
work one likes, doing it well and being 
rewarded for own efforts (Kaliski, 2007).  
Job satisfaction should be treated as 
another  vital work attitude (Heller and 
Watson, 2005) and (Ilies, Wilson and 
Wagner, 2009). It is usually defined as an 
attitude evaluating the work or the job 
experience. 
 
Job satisfaction results from the 
requirements and expectations of the 
organization as well as the expectations of 
the employees and personal goals. 
Employees and their organization have 
mutual relations. The organization should 
provide employees with motives to meet a 
number of needs and fulfill their personal 
aspirations. Employees provide the 
organization with resources so that it can 
achieve its goals (Vallejo, Vallejo and Parra, 
2001). 
 
People can also have different approaches 
to various aspects of their work, such as 
the type of work they are doing, colleagues, 
superiors or subordinates and also their 
salary (George and Jones, 2008). Different 
motivation styles and leadership styles can 

work in different ways for every employee, 
resulting in an increased work 
performance and job satisfaction. 
Therefore, job satisfaction is an essential 
element which motivates  employees and 
encourages  them to achieve better results 
(Raziq and Maulabakhsh, 2015). 
 
Ostroff (1992) says that employees’ 
satisfaction is of great importance not only 
for the employees but also for the entire 
organization. Because satisfied employees 
are usually happy and motivated to work, 
consequently the organization can get 
amazing results from their work. On the 
other side, those dissatisfied employees 
will not be encouraged and will be 
disturbed by their work routine, so they 
will run away from responsibility and even 
avoid working (sick leave, days off etc.) 
(Judge, Thoresen, Bono and Patton, 2001).  
 
Each person has different criteria for 
measuring his/her job satisfaction. The 
factor that influences  that is the style of 
management,  as well as payments, 
working hours, schedule, benefits, stress 
level and flexibility. Job satisfaction is 
related to productivity, motivation, work 
performance and life satisfaction 
(Abuhashesh, Al-Dmour and Masa’deh, 
2019), which means that this also applies 
to the private lives of the employees 
 
There are four determinants influencing 
employees’ satisfaction: 
“supervisor/leader”, “job design”, 
“workplace environment” and 
“performance pay”. According to the 
available literature, the factor 
“supervisor/leader”  does not have a strong 
impact on employees’ motivation but is 
crucial for job-design satisfaction and it 
very much affects the level of satisfaction 
with performance pay(Brenninger, 2015). 
 
The subject literature indicates a strong 
correlation between employees’ 
satisfaction and the effects of the 
organization's activities. Among the widely 
researched and verified relationships are 
the impact of job satisfaction on 
commitment to work (Shepherd and 
Mathews, 2000) and thus on the 
effectiveness (work performance), as 
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presented by Yalabik, Popaitoon, Chowne, 
and Rayton, (2013) in their model. 
 
Methodology 

 

The research took the form of an easy 
questionnaire. It was filled in by 47 
employees of the chosen metallurgical 
enterprise in March-April 2019. What is 
important is that they were subordinates to 
the same manager. 
 
The research enterprise belongs to the 
metallurgical industry. It should be 
remembered that this is a very specific 
industry (heavy industry). In such 
enterprises, men are most often employed; 
women are rather employed only in offices 
and for organizational work. Therefore, 
this may be reflected in the results. Men 
have different approaches to surveys than 
women. Not only that, they create different 
bonds and different atmospheres 
(employee-employee and employee-
supervisor) than women (her feelings and 
conflicts play a big role). They often have 
different requirements for working 
conditions. 
The employees were asked to answer with 
"YES" or "NO" to the given statements 
about their supervisor's features, which 
were divided into 3 groups. This research 
allowed for an indication of the positive 
and negative features of the supervisor. 
 
The supervisor’s assessment was based on 
3 following groups of statements 
(Konstanciak, Borkowski and Jagusiak, 
2011, and Ingaldi and Dziuba, 2016): 

(1) An assessment according to 4E+1P 
principles, based on 5 features: My 
leader 1E – Is full of enthusiasm all day 
long, 2E – Is able to encourage others to 
take actions, 3E – Makes decisions fast 
when it comes to production process, 
4E – Knows how to implement 
decisions, 1P – Cares for the success by 
co-workers. 

(2) An assessment according to twelve 
golden rules, based on 12 features: My 
leader 1GR – Sets a good example, 2GR 
– Communicates about goals of actions, 
3GR – Informs about news in 
production process, 4GR – Asks staffs 

for advice related to correct processes, 
5GR – Gives support during 
performance of tasks, 6GR – Directs and 
is demanding, 7GR – Allows to improve 
work independently, 8GR – Rewards for 
good work, 9GR – Thanks openly, 10GR 
– Criticizes in a discreet manner, 11GR 
– Forgives and encourages for 
achieving good results, 12GR – Is open 
to ideas by the staff. 

(3) Toyota’s principles, that is what leaders 
do?, based on 8 features: My leader 1TP 
– Improves work in his team, 2TP – 
Cares if the team lives by the rolling 
mill’s vision, 3TP – Influences with 
energy and positive attitude, 4TP – Is 
open, 5TP – Is confident while making 
decisions , 6TP – Cares if his questions 
are followed by actions, 7TP – His 
behavior inspires for learning, 8TP – Is 
success-driven. 

4E+1P principles (Welch and Welch, 2005) 
are very often used for the assessments of 
candidates during interviews for 
managerial positions. Twelve golden rules 
(Nickles, 1995) contain comprehensive 
characteristics of a person and can be 
successfully used during investigations. 
Toyota has developed leaders’ features, 
which can also allow for revealing a 
number of supervisor traits (Liker, 2003; 
Mielczarek and Knop, 2018).  
 
The results of the research were presented 
in a graphical form (bar charts). In the case 
of the first part, where the superior was 
assessed, the answers YES, NO and YES-NO 
were available for each of the three parts of 
the features. 
 
The employees of the research enterprise 
were also asked to assess three items that 
allow to determine their job satisfaction: 

− Overall satisfaction with working 
conditions. 

− Relations with the superior. 
− Satisfaction with salary. 

Employees were asked to evaluate the 
above mentioned elements on a scale of 1 
to 10, where 1 meant complete 
dissatisfaction whereas 10 meant full 
satisfaction. The results of this part of the 
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survey are presented in the form of a bar 
chart, where bars indicate the average 
rating of an element in relation to the 
maximum rating that this element could 
obtain (satisfaction index). 

The questionnaire containing the 
supervisor’s assessment was used by 
authors before to analyze superiors' 
features in other enterprises, for example 
in the papers of (Ingaldi, and Dziuba, 
2016). The validity of the questionnaire 
was established by conducting a pilot 
research in another enterprise. 

The Cronbach Alpha test was performed 
for individual tools on the supervisor’s 

assessment and satisfaction indexes to 
analyze the reliability of scale data. The 
obtained results were interpreted 
according to the assumptions presented by 
Hair et al. (2003). 

Results and Discussion 

Cronbach Alpha test - results 

In Table 1, the results of the Cronbach 
Alpha test were shown. The results are in 
the range (0.7-0.8), which means that the 
results for the individual groups of 
statements are good and can be further 
analyzed. 

 

 

Table 1: Cronbach Alpha for the supervisor’s assessment (own study) 

 

Groups of statements Cronbach Alpha N of items 

4E+1P principles 0.792 5 

12 golden rules 0.726 12 

Toyota’s principles 0.754 8 

Satisfaction indexes 0.799 3 

The 4E+1P Principles - Results 

The results of the characteristics of the supervisors based on the 4E+1P principles are 
presented in Figure 1. 
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Fig. 1 : An assessment’s structure according to the 4E+1P principles: a) general results 

(YES, NO), b) difference in answers (YES-NO) (own study). 

Analyzing Figure 1 can reveal  that the 
employees assessed the individual features 
of the superior in very different ways. Most 
of them said that their superior was able to 
encourage others to take actions (2E) and 
made decisions fast when it comes to 
production process (3E). These are two 
important features of a superior. The 
superiors’ task is to motivate employees to 
act and make them willing to take up the 
task. A supervisor is a person who has to 
respond to various events and must 
respond very quickly, especially in 
situations of pressure in time. This is 
particularly important in the case of the 
metallurgical enterprises, because the 
situation in such enterprises is changing 
very dynamically; the supervisor often goes 
out to the production hall and works 
together with other employees in crisis 
situations.. 

The same employees said that 
unfortunately, their supervisor was not full 

of enthusiasm all day long (1E) and did not 
care for the success by co-workers (1P). In 
the case of these two features, the 
difference between positive and negative 
responses was negative. Such a situation 
should be worrying, because the superior 
should take care of his employees, their 
development and their well-being. 
Otherwise, it will be difficult to keep 
employees in the enterprise, and new 
employees will have to learn how to work, 
gain experience etc. Working in a 
metallurgical enterprise is not easy and 
great experience is needed, which is why it 
is so important not to let employees leave. 

The 12 Golden Rules - Results 

The  results of the characteristics of the 
supervisors based on the 12 golden rules 
are presented in Figure 2.
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Fig. 2: An assessment’s structure according to the 12 golden rules: a) general results 

(YES, NO), b) difference in answers (YES-NO) (own study). 

In the case of the 12 golden rules, the 
positive features of the superior indicated 
by employees were: he directed and was 
demanding (6GR), rewarded for good work 
(8GR) and criticized in a discreet manner 
(10GR). These are important features 
because it is the superior who should make 
decisions and give instructions. Rewarding 
and criticizing  represent an element of 
management. An appropriate choice of 
rewards and criticizing in a discreet 
manner are a good element in motivating 
employees. It is important here that the 
employees are mainly men. They like to 
solve problems among  each other. They 
don't like hiding feelings or 
understatements. They prefer to have 

everything said, explained to clear the 
atmosphere of work. 
 
On the other hand, the employees said that 
their superior did not ask staffs about 
advice related to correct processes (4GR) 
and did not allow to improve work 
independently (7GR). The superior feels 
like he is the one who has to decide, who 
introduces all the changes and the 
employees have to follow his instructions. 
The substantial majority of the negative 
answers were obtained for two traits. It's a 
pity, because older employees, with a lot of 
experience, could help a lot in eliminating 
problems and in developing the enterprise 
in terms of production (changes in 
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equipment, its operation, defects 
elimination but also in the production 
process itself). 

The Toyota’s Principles – Results 

The results of the characteristics of the 
supervisors based on the Toyota’s 
principles are presented in Figure 3.  
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Fig. 3: An assessment’s structure according to the Toyota’s principles: a) general results 

(YES, NO), b) difference in answers (YES-NO) (own study) 

In the analysis of the results concerning the 
Toyota's principles, it was shown that 
according to the employees, their superior 
was open (4TP) and was confident while 
making decisions  (5TP). The second 
feature confirms the result obtained from 
the 4E+1P principles (trait 3E). The 
superior makes decisions quickly and in a 
confident manner and  is not afraid of 
responsibility. The openness of the 
superior has a positive impact on 
employees’ motivation. It is easier to talk to 
such a superior as he/she understands 
employees' problems. Again, the fact that 
the manager spends time with employees 

in the production hall in difficult situations 
is important. There, he has a direct contact 
with his subordinates. 

Furthermore, the respondents indicated 
that the superior was not success-driven 
(8TP), which for employees, is linked to 
trait 1P (the 4E+1P principles). The 
superior does not influence the 
development of the employees and their 
opportunities for achieving success, which, 
unfortunately, is negative from the 
standpoint of motivation and maintaining 
employees in the enterprise. 
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Satisfaction Indexes - Results Figure 4 shows satisfaction indexes based 
on the ratings given by the respondents. 
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Fig. 4:  Satisfaction indexes (Dziuba, Ingaldi M., Zhuravskaya, 2020) 

General employees’ satisfaction (mean of 
all three indexes) was 63.7%. This is a good 
but not satisfactory result. Most employees 
are satisfied with their working conditions. 
The lowest level of satisfaction was found 
in salaries. The mean satisfaction is close to 
the mean assessment of relations with 
superiors.  

This result may be due to the superior’s 
traits that were previously analyzed, 
especially the negative ones. Employees 
are not asked for advice about the 
processes used in the enterprise;  they do 
not improve them; they do not feel 
responsible for the enterprise, and the 
behavior of their superiors does not 
motivate them to develop themselves  and 
strive  for success. The unsatisfactory 
employment safety also negatively affected 
the general level of satisfaction. If an 
employee does not see his/her future in the 
enterprise, does not see the possibilities of 
his/her development and is not properly 
motivated, he/she will perform his/her 
assignments less accurately  without 
sufficient attention. Sooner or later, they 
will look for a new job and the enterprise 
will have to look for new employees. All 
this leads to low work performance 
(Dziuba, Ingaldi M., Zhuravskaya, 2020). 

Summary of the Results 

Summing up, the employees described 
their supervisor in the surveys, indicating 
the following features (high predominance 
of answers with "YES" or "NO"). According 
to employees, their direct supervisor: was 
able to encourage others to take actions 
(2E), made decisions fast when it came to 
production process (3E), directed and was 
demanding (6GR), rewarded for good work 
(8GR), criticized in a discreet manner 
(10GR), was open (4TP) and was confident 
while making decisions (5TP). These 
features were positively evaluated by the 
respondents. But unfortunately, at the 
same time, their supervisor: was not full of 
enthusiasm all day long (1E), did not care 
for the success by co-workers (1P), did not 
ask staffs for advice related to correct 
processes (4GR), did not allow to improve 
work independently (7GR) and was not 
success-driven (8TP). 

In conclusion, the superior uses a rather 
friendly autocratic style (Kożusznik, 1985). 
This style means that the superior expects 
full subordination in exchange for certain 
privileges, and sometimes he uses rewards 
for the most obedient individuals, treats 
employees kindly, but rarely uses their 
advice. The superior primarily rewards 
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loyalty according to the manifestation of 
the behaviors he/she appreciates. So there 
is a full subordination of employees in 
exchange for the privileges obtained. The 
incentive system is expected to inspire 
subordinates to seek kindness of the 
disposer of the desired resources. The 
managers give them the opportunity to 
express their own judgments and opinions, 
but make the final decisions on important 
issues  solely.  

In the case of metallurgical enterprises, the 
results can be approached from two 
extreme sides. On one hand, this approach 
does not allow employees to participate in 
production changes, which is important 
because they are the ones in contact with 
the machines and the product, and know 
what problems they are facing, so they can 
help solve them. On the other hand, due to 
the fact that men predominate among 
employees, this can cause too much 
loosening of the employee-supervisor 
relationship, so the supervisor should be 
very careful about that. 

All the indicated features of the supervisor 
influence the employees who may feel that 
their superiors do not lead them to success, 
do not motivate them through participation 
in decision-making concerning the work or 
its improvement. This can, then, have an 
effect on their job satisfaction. 

Summary 

The superior and his/her features 
influence the organizational culture and 
the atmosphere in the enterprise. They 
play an important role in creating a 
working environment and providing 
employees with information and feedback. 
Consequently, the way the superior 
behaves towards the employees influences 

the affective response from the team 
members. 

The present paper discusses the results of a 
questionnaire survey conducted in a 
metallurgical enterprise. The research 
concerned the characterization of the 
superiors of a selected group of employees. 
In the paper, a typical engineering 
approach was used due to the industry in 
which the research was conducted and also 
the engineering education background of 
the authors. 

The most important positive and negative 
traits of the employee's superior were 
identified by means of grouped statements 
in accordance with the 4E+1P rule, 12 
golden rules and the Toyota's principles. 
Satisfaction indexes were also calculated. 

Based on the model presented by Yalabik, 
Popaitoon, Chowne and Rayton, (2013), 
literature review and the survey results, it 
can be emphasized that the personality of a 
supervisor influences the work 
performance, which can be presented in a 
graphic form. in cases of worrying 
situations in the team, for example 
conflicts, decreased effectiveness, 
stagnation, etc., the cause is directly or 
indirectly the result of a mistake that was 
deliberately or unconsciously made by the 
supervisor. A good supervisor knows how 
to motivate his or her employees to work. 
Properly instilled employee motivation 
enables to achieve goals more effectively, 
which, combined with the employee 
satisfaction, helps create a favorable 
working atmosphere and greater 
involvement of employees at all levels of 
the organization, which ultimately 
improves the employees' work 
performance (the model is shown in Figure 
4).
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Fig. 4: Superior’s personality and employee’s work performance (own study) 

The survey presented in this paper will be 
continued in other enterprises in order to 
confirm the model presented above. 

Of course, the research is not without 
limitations. The survey was created on the 
basis of the authors' experience and found 
references. Some important factors could 
be omitted due to the subjectivity of the 
authors who looked at the problem from 
the engineer's point of view. The  survey 
itself was quite long, so some respondents 
could feel bored and filled it up without any 
will or randomly. The research was 
conducted in cooperation with the 
management of the research enterprise, 
which could also have an impact on the 
results because the employees knew that 
the results would be available to the 
management so they could be afraid to 
answer freely and honestly. 
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