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Abstract

The paper is theoretical and empirical in nature and presents an analysis of entrepreneurial attitudes among the employees of
restructured companies. The first part, based on the literature on the subject, describes the interdependencies between the
restructuring and entrepreneurial processes and the women's attitudes. These considerations were the basis of empirical research
in which the above mentioned relationships were analysed. The quantitative research with the use of the CAPI method was
conducted in 2019 and included female employees of restructured enterprises in the Zachodniopomorskie Voivodeship
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1. Introduction

The transformations of the Polish social and economic reality, initiated over 30 years ago, have brought about
significant effects, the consequences of which are felt by entities operating on the market. Not only did the
preferences of employees and employers change in terms of remuneration or working conditions, but also
considerable restructuring processes took place, reflected in the structural and ownership changes in Polish economic
entities. These processes have encompassed legal and organisational restructuring of companies, as well as adapting
the physical and technological structure of the business operation and employment structure [1]. However, an vital
element of the success of the above-mentioned restructuring processes is that the employees, in particular women
who account for almost 50% of the total number of workers in Poland, demonstrate adequate entrepreneurial
qualities necessary for mitigating negative effects of transformations and for achieving the set objectives [2], [3].

In view of the above dependencies, it is appropriate to carry out an in-depth analysis of the entrepreneurial
attitudes of women, who are employees of companies that are being restructured. The general objective of this paper
was achieved by presenting the results of empirical research on the subject under consideration. The results of the
analysis helped diagnose the entrepreneurial attitudes of female employees of the restructured enterprises. The
empirical considerations were preceded by an analysis of the research problem on the grounds of a literature review.

2. Restructuring and entrepreneurship

Restructuring most often refers to processes taking place within the enterprise which lead to improved efficiency
of the organisational structure[4]. This is possible thanks to better shaping and more rational use of the company's
prominent resources. Thus, it can be assumed that restructuring is a process of changing the basic resources of an
economic entity. In this approach, there is quite a common view that the lack of restructuring measures in the area
of human resources poses a major barrier to successful restructuring in general[5]. This is mainly due to the fact that
the company employs people who are a vital component of any restructuring process. On the one hand, they are most
affected by the consequences of restructuring, and on the other hand, they are the group which bears responsibility
for implementing the whole restructuring process and for reaching its outcomes as planned [6].

When looking at the essence of the restructuring process in the context of employment, it should be borne in mind
that this process is influenced by a number of both external and internal factors. The former include: economic
determinants i.e.: general condition of the economy, rate and directions of development, degree of openness and
integration with the global economy, changes in interest rates, tax rates and inflation; legal determinants i.e. labour
law, trade regulations and all legal norms regulating the economic system; political determinants i.e. the State's
market share and protectionism; technological determinants i.e. the scale and dynamics of civilisation progress,
including the degree of innovation of the economy and the development of R&D; social determinants, i.e.
demographic changes [7]. The internal conditions include: the structure of the organisation understood as the
distribution of labour and the procedures existing inside the organisation, the type of business operation, leadership
style, the needs of employees, the state of dissatisfaction resulting from the discrepancy between the reality and the
its perception. These conditions not only determine the restructuring of employment, but also affect the restructuring
process of the entire organization [8]. The positive or negative impact of these determinants on the restructuring
process in a given company cannot be assessed explicitly, as it depends on the strength of many concurrent factors.
Nevertheless, it should be stated that internal conditions determine first of all what attitude the company will adopt
in the face of changes, to what extent internal stakeholders will support developments stimulating the company
growth and eliminate constraints to the company performance [9]. The external determinants define the
opportunities to change that emerge on a given market [10].

Both internal and external determinants conditioning the employment restructuring process have a direct impact
on the occupational reconversion of employees [11]. The restructuring process specifically affects women,
particularly in view of the existing gender inequality on the labour market. Thus the occupational reconversion of
female workers is of great importance for both employees and employers, as it requires the former to anticipate the
future conditions in which the company will operate and to take account of the social dimension in the companies
undergoing restructuring. For female employees, the above is a condition for their flexibility and adaptation to new
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reality in their workplace [12]. This approach is consistent with Theory of Work Adjustment, according to which
professional reconversion is the process of achieving and maintaining employee satisfaction in the work
environment. On the one hand, the organisation requires that the employee, using his or her knowledge and skills,
performs the tasks entrusted to him or her in a proper manner [13]. On the other hand, the employee strives to satisfy
their own needs. If there is balance between the preferences of both the company and the employee, then the
employee remains in the organisation and works effectively. In case of imbalance, the employer should launch the
adaptation measures should be started which include modified organisational requirements and organisational
strengthening [14]. As far as female workers are concerned, it is important in this regard to ensure social and
economic balance, including in particular the support provided for the effective fulfilment of their social roles both
at work and outside the enterprise[15], [16], [17]. It can therefore be concluded that the smooth running of the
restructuring process depends on having a strategic plan to introduce changes, the genuine involvement of all
employees in the restructuring process and on effective communication. However, particularly in the case of female
employees in restructured companies it is necessary to promote entrepreneurial attitude [18].

Nowadays, entrepreneurial attitudes are defined as the active behaviour of a human being reflected in their
recognition and creation of new economic opportunities, in connection with the process of making decisions about
allocating and using particular resources and factors that can be found in the environment [19]. In such an approach,
the role of an entrepreneurial individual is to generate internal changes reflected in developing an entrepreneurial
attitude, and external changes taking place in entrepreneurial processes that lead to the improved effectiveness and
development of the environment in which they are operating , i.e. in the restructuring processes [20]. The above
activities are conditioned by the "element of entrepreneurship" that each human possesses [21]. This element is
nothing else than the human being's alertness to take advantage of the opportunities that arise. Thus, the
watchfulness of an entreprencurial individual is mainly based on their knowledge absorbed spontancously, i.c.
knowledge based on life experience [22]. This type of knowledge distinguishes a person from the rest of the society,
thus creating their advantage over other actors operating on the market. However, one should not forget that
entrepreneurial attitudes are not only determined by knowledge, but also by uncertainty and risk[23], [24]. This is
caused by the environment, which is marked by a high degree of unpredictability. Uncertainty about the future may
cause negative phenomena, both economic and social, the overcoming of which often forces corrective actions, i.e.
restructuring efforts. Therefore, if entrepreneurial attitudes relate to the activity of an organisation which implements
changes, thus triggering adjustment processes, then it is natural that entrepreneurial activity is a component of
restructuring [25]. Thus, it is difficult to pursue the restructuring process without shaping entrepreneurial attitudes
among employees [26], [4]. In this approach, the literature distinguishes the entrepreneurial qualities that condition
entrepreneurial attitudes which hinder or facilitate the employees' professional reconversion in the course of
restructuring the organisation. Qualities supporting the process of professional reconversion include: orientation
towards achievement and success, risk-taking, mental resilience, creative skills, ingenuity, extraversion, ability to act
in difficult situations, creative leadership, trust in others, leadership skills, ability to negotiate and mobilise others
and, finally, the recognition of people's needs[27]. The obstructive qualities are for example: fears, aversion, and
anxiety instead of self-reliance, difficulty in making decisions, uncertainty, lack of mental resilience, conformism,
and algorithmic mode of action, introversion, difficulties in contact and cooperation, and the deficit of leadership
skills [28].

Summarizing the considerations to date, it is clear that the motivation to take corrective actions, willingness to
take risks, decisiveness, faith in success, resistance to failure, innovation and creativity, as well as the capacity to
cooperate with team members - all of these contribute to the success of the professional reconversion of
employees[29]. The absence of these attributes may impede the implementation of the restructuring process.

Although more than three decades have passed since the beginning of the process of economic system
transformation, Polish businesses are still undergoing restructuring processes [30]. Therefore, the forming of
entrepreneurial attitudes becomes, on the one hand, a necessary condition for eliminating the negative effects of
restructuring and, on the other hand, it determines an effective and rational process for adapting to the free market
reality [31], [32], [33], [34]. Importantly, the development of entrepreneurship as a social element, encompassing,
e.g. better access to employment through generating new jobs in the existing enterprises or in the start-ups,
contributes to the sustainable growth of the Polish economy[35].
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Bearing in mind the above, it is reasonable to verify in an empirical way how entrepreneurial attitudes of the
employees of the restructured companies are formed.

3. Study Results

In order to carry out the primary research objective, which was to diagnose the entrepreneurial attitudes of
employees of the restructured companies, a decision was made to hold questionnaire-based interviews. The
quantitative research was conducted at the turn of 2018/2019 using the CAPI method. The interviews were
conducted with the use of a structured electronic questionnaire, which contained standardised questions about the
problem under investigation, arranged in an appropriate order and grouped into thematic blocks. The research
covered 53 employees from 12 manufacturing companies in the Zachodniopomorskie Voivodeship, which had
undergone the restructuring process over the previous 5 years. It should be pointed out here that diagnostic questions
concerning the restructuring process played an essential role in determining the type of companies under study.
Those questions were formed on the basis of theoretical considerations, which were presented in the first part of this
study.

According to the findings of the survey, more than half of the respondents (52%) had higher education; every
third person (36%) had secondary education, while 12% had vocational and primary education. The majority of
women worked in the same company for up to 5 years (45%), while 31% worked there for more than 5 years. The
longest service in one company was 42 years and the shortest - one month. Moreover, the majority of women were
employed in service companies (58%) and retail companies (22%), while the remaining part, i.e. 20% of women
participating in the survey, worked in manufacturing companies.

With a view to achieving the objective, in the first stage of the research process, employees were asked a question
about the aspect of their jobs they value most. The respondents could mark more than one answer in this question.
In the majority of cases the respondents chose job security (54%) as having the greatest value. The second popular
answer was decent wages (42%), followed by skills upgrading and professional development opportunities (38%),
atmosphere at work (37%), respect for their rights (32%) and finally the employer's flexible approach (31%).

In the next stage of the survey, respondents were asked to identify the least valued aspects of their jobs.
According to 89% of the respondents, the least desirable was to be in charge of all kinds of changes, both of
organisational and investment nature, as well as to suffer disrespect for their rights (73%). 44% of female employees
chose bad atmosphere at work, 11% indicated an autocratic style of team management, while 9% indicated a lack of
promotion prospects.

When assessing the respondents' entrepreneurial capacity, the survey results showed that 87% of the
respondents described themselves as entrepreneurial, 2% were of the opposite opinion, and every tenth respondent
(11%) was not able to determine their potential. The next part of the questionnaire was aimed at determining the
entrepreneurial attitude of the women under survey. The best developed entrepreneurial qualities that the employees
of the restructured enterprises had were diligence (62%), conscientiousness (59%), honesty (56%), persistence
(47%), loyalty (43%), and responsibility (39%). Next, the respondents indicated readiness to take risks (32%) and
creativity (27%).

The research also identified the entrepreneurial qualities which, according to the respondents, help accept the
effects of restructuring in the company. In order to make it easier to interpret the results, the relevance of the
responses was analysed using the Likert scale and average ranks on a scale from 1 (minor quality) to 5 (major
quality). According to the obtained results it is clear that the majority of employees listed creativity (4.44), readiness
to take risks (4.19) and persistence (4.07) among the entrepreneurial qualities helping them adapt to the ongoing
changes. Further, the respondents indicated responsibility, conscientiousness (3.82), diligence, (3.21) honesty (3.14)
and loyalty (3.02). While performing the analysis according to particular criteria, by which the examined community
was divided, it should be noted that the greatest differences were found in the group of employees selected by
education. The employees with vocational and primary education chose honesty and diligence as the qualities that
make adaptation to changes the easiest. The respondents with secondary education indicated responsibility and
creativity, while those with higher education pointed to readiness to take risks and persistence.
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It is interesting that those entrepreneurial qualities which the women surveyed declared as being their weakest
point were actually regarded by them as the most helpful in the process of adaptation to changes. The observed
discrepancies are presented in the Figure 1 below.
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Fig. 1 Profile of key entrepreneurial qualities of employees of restructured companies.
Source: Own study based on the questionnaire-based survey

The study results show that the majority of qualities differ significantly. Only the responsibility and
conscientiousness of the employees were approached most closely the level they possessed and desired. This may
indicate that employees are not properly prepared to face changes. For this reason, there is a need to teach the
employees to be constantly ready to make creative and risky decisions which are burdened with uncertainty. It is also
necessary for the employees to be responsible and persistent when pursuing their goals.

The analysis showed that the women respondents valued most their job security and the absence of changes in
their work environment. The majority considered themselves as entrepreneurial, although they did not have
sufficiently developed skills to support the restructuring processes. It seems therefore reasonable to diagnose the
effects of restructuring. For most of the employees, restructuring was associated with staff reductions (83%), lower
wages (82%), more workload (73%) and the introduction of flexible forms of employment (64%). Significant
differences in responses could be seen when we examine them according to the criterion of the length of service. The
majority of women with up to 5 years' seniority replied that the restructuring in the company was mainly related to
wage reductions and additional workload. For employees working for more than 5 years, restructuring clearly meant
redundancies. These findings may indicate that employees with a prolonged length of service, being a group most
exposed to the effects of restructuring, clearly equated any changes in the company with job cuts. Those who had
been working for no more than 5 years felt less threatened by redundancy but were more afraid of losing part of their
wages and of having to take on new responsibilities. It may be surprising that workers generally did not associate
restructuring with flexible forms of employment. Perhaps this was due to the fact that Polish employers are rather
reluctant to introduce flexible forms of work. However, the study clearly shows that the implementation of such
forms of employment help eliminate the adverse effects of restructuring by, inter alia, reducing labour costs,
optimising the state and structure of employment, increasing productivity and employment efficiency, reducing the
risk and costs of terminating permanent employment contracts, or limiting the scope of employee benefits .

The above findings can be complemented by the pattern of answers to the question about changes caused by
restructuring that had been experienced by the respondents over the past 5 years. The respondents could mark the
maximum of five answers. They most often chose the following options: the redundancies (71%), changes to their
workload (62%), changed procedures at the workplace (58%) and lower wages (57%). Therefore, if the staff
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reduction was one of the most frequently pointed out changes related to the restructuring process the respondents had
experienced, it seems interesting to look at the study findings concerning the sense of threat to be made redundant
within the following 2 years. The study revealed that more than two thirds of women, 68%, felt such anxiety, while
one in three respondents (32%) was of the opposite opinion.

In view of the fact that the restructuring is equated with staff reduction, and that employees are afraid of further
layoffs, it was reasonable to analyse the measures taken by women to mitigate the negative effects of restructuring.
On the basis of the empirical material obtained in the course of the study, it was found that 63% of the respondents
took entrepreneurial initiatives, while 37% did not see such a need. It is therefore worth finding out what kind of
initiatives are taken by women who feel at risk of losing their jobs (Fig 2)

I attend upskilling training courses 83%
I am looking for a job 79%
I attend retraining courses 45%
I intend to start my own business 32%
I run my own business 8%
Other; 2%

0% 10% 20% 30% 40% 50% 60% 70% 80% 90%

Fig.2. Entrepreneurial initiatives in the face of staff restructuring in the eyes of women employees
Source: Own study based on the questionnaire-based survey

According to the data of Graph 2, 83% of female employees participated in training courses improving their
professional qualifications, almost the same number of respondents (79%) were job seekers. Subsequently, women
attended retraining courses in order to change their career path (45%) and every third of them planned to start their
own business. Only 8% owned a business and believed that this was the right alternative to losing their current job.
In the category of Other, women respondents specified the following answers: I want to move to another city in
Poland, I want to go abroad, I choose old age pension.

Employees who were not taking action related to the effect of the restructuring process were asked a question
about their strategy to deal with the situation if such a threat would become real. A vast majority of female
employees (78%) replied that they would look for and find another job, 62% would join an upskilling course, while
56% of the respondents would retrain to another profession. Every third employee would consider starting a business
whose field of operation would not be related to her previous job, and every seventh would go on a prolonged sick
leave.

The last stage of the research process was to establish stochastic relations between the entrepreneurial qualities of
employees and their activities aimed at reducing the negative effects of company restructuring. In order to verify the
relationship between the variables, Cramer’s V coefficient was applied. Cramer's V measures the strength of the
relationship between the variables whose measurements are expressed on nominal scales. To test the relevance of
these relationships, an independence test was chosen, which allows to check whether the two features tested are
independent. For this purpose, an independence table was drawn up, which, when filled in, gives the empirical
abundance matrix. Onto this table, a theoretical matrix was superimposed that had been calculated on the assumption
of the independence of the features, and then the two matrices were compared by means of statistics. That provided
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an answer as to whether the hypothesis of trait independence could be rejected as a result of too large differences in
empirical and theoretical counts.

On the basis of the estimations it was established that creative employees were more likely than others to take
entrepreneurial initiatives aimed at eliminating negative effects of the restructuring process, which was confirmed by
both the test  (51,22) and Cramer's V coefficient (0.45). Moreover, the study also revealed that there was a
stochastic correlation between readiness to take risks and the entrepreneurial behaviour. Those conclusions were also
confirmed by the coefficient of determination (41.28), calculated for the above relation, and Cramer's V coefficient
(0.41). As regards other entrepreneurial qualities, it was found on the basis of statistical estimates that there was a
relationship between the determination to accomplish the desired goals and the entrepreneurial behaviour. The
strength of that relationship was at 0.37, which means that this particular quality determines efforts to mitigate the
negative effects of the employment restructuring process. It is also worth noting that there was a stochastic
relationship between the responsibility and entrepreneurial behaviour of employees. The value of Cramer's V
coefficient (0.28) showed a moderate, strong and significant correlation.

Using the independence test to seek a link between employees' conscientiousness and their entrepreneurial
attitude, it was established that there was a link between the two variables. The strength of the stochastic
relationship, analysed on the basis of Cramer's V coefficient for relevant relationships, showed a noticeable (0.18)

4. Discussion and conclusions

To recapitulate, basing on the results of the survey, the relationship between the entrepreneurial behaviour of
employees and the restructuring process was diagnosed. The majority of respondents clearly equated restructuring
processes with redundancies. In addition, the surveyed employees considered themselves to be entrepreneurial, but
they did not have sufficiently developed entrepreneurial qualities that could help them overcome the
disadvantageous effects of the ongoing changes. In this respect, it was found that people with entrepreneurial
capacity undertake measures aimed at mitigating the negative effects of employment reconversion more often than
other respondents.

In the opinion of the respondents, creativity, readiness to take risks, persistence and responsibility determine to
the greatest extent their acceptance of the changes that have occurred. Thus, these specific qualities are conducive to
the employees' initiation of entrepreneurial processes represented by their decision to continue their professional
activity.

In the face of the ongoing restructuring processes of Polish enterprises, it should undoubtedly be stated that the
entrepreneurial attitudes promoted among women will condition the accomplishment of the restructuring objectives
in individual enterprises. Thus, encouraging entrepreneurial behaviour will contribute to the creation of structural
conditions for sustaining and strengthening the restructured businesses, thereby ensuring secure and stable jobs.
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