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Abstract
Introduction and objective. The aim of this study is to assess the interpersonal relations of employees of State Forests in 
Poland, as well as to indicate the factors related to the level of satisfaction with the relations among people employed in 
similar positions, and relations with superiors. �  
Materials and method. The issues investigated were developed based on research conducted between 2014–2015 among 
employees of State Forests in Poland. In each of the 9 forest districts selected, 25 people were selected for testing from 3 
groups of employees: foresters, deputy foresters and supervisors, together with administrative staff. Altogether, 399 people 
took part in the study conducted by means of a questionnaire. �  
Results. The study showed that the overall level of satisfaction with interpersonal relations among employees of State 
Forests in Poland is high. Analysis indicated that the demographic characteristics of respondents, such as age, gender or 
place of residence, had no significant influence on satisfaction with interpersonal relations in the workplace. However, 
the level of satisfaction with interpersonal relations was positively affected by a high level of overall job satisfaction and 
satisfaction with remuneration. Decrease in the level of satisfaction was influenced by the accumulation of stressful life 
events and employment in administration. �  
Conclusions. Satisfaction with interpersonal relationships in the workplace is an important indicator of employee mental 
health. Studies have shown the need to broaden the scope of research into the variables that determine the character and 
personality of an employee.
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INTRODUCTION

Work is closely related to effort, as well as joy, satisfaction 
from its creative effects, or the possibility to develop spiritual 
and physical powers [1]. Work, therefore a dual activity 
which, by its nature and requirements to involve physical and 
mental capabilities, may be the source of well-being, pride, 
fulfilment, or alternatively cause apathy, frustration, illness 
or even death [2]. Satisfaction from work can be regarded as 
an indicator of wellness, especially mental and social in the 
workplace, but also as a factor influencing other spheres of 
human life (somatic health, family situation).

An important element of the overall satisfaction with work 
are satisfactory interpersonal relations in the workplace, both 
among people employed in similar positions, but above all, 
in relations with superiors. Studies conducted in the 1990s 
showed that the possibility to work with pleasant people 
is one of the most appreciated features of work [3]. This 
feature of employment was indicated by about 2/3 of the 
respondents, both in Poland (67%) and in the countries of 
Western Europe (64%). Only one of the work features – i.e. 

a good salary – was recognised as important by a higher 
percentage of respondents. At the same time, it should be 
noted that one of the most common reasons for resignations 
from work were inappropriate relations with superiors [4].

The research by O. N. Prince [5] shows that an important 
factor for employees’ job satisfaction is the recognition 
which an employee experiences which results from good 
relationships, both with superiors and colleagues. Recognition 
from the side of the superior is one of the most common 
factors for job satisfaction, as indicated by the research by P. 
Ghenghesh in a group of teachers [6]. Interpersonal relations 
(with supervisors, co-workers) as a factor of satisfaction 
are also mentioned by teachers in the research by G. Salma 
and M. A. Sajida [7]. One of the theories concerning the 
conditioning of motivation and job satisfaction also refers to 
the social relations in the work environment. This determines 
the equal and fair treatment of employees [8] as one of the 
factors influencing motivation to work and satisfaction from 
its performance. An employee’s experience in whether he/she 
is treated fairly results mainly from the correct relations with 
her/his superiors, but also from assessment of the relations 
with colleagues. K. J. Lawson, A. J. Noblet, J. J. Rodwell [9] 
in their studies of the relations between satisfaction and 
‘organizational justice’ pay much attention to this factor 
of satisfaction. An important dimension of this type of 
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justice is interpersonal justice, which manifests itself in 
the perception of employees who are treated fairly by their 
superiors and colleagues working on an equal footing. The 
authors point out that the sense of justice is connected with 
the state of mental health, which proves that the strategies for 
health promotion in the workplace should also encompass 
organizational justice. The impact of interpersonal relations 
on the mental health of employees is also confirmed by 
research conducted on a large scale (17,390 men and 2,923 
women) in 9 in Japanese factories [10]. As a result, it was 
found that inappropriate relations in the workplace, the 
sign of which was interpersonal conflicts, were associated 
with a higher incidence of depression. The link between 
interpersonal conflict and depression was significantly higher 
among men with a higher education who were not manual 
workers, than among men with a low professional status 
(manual workers with a low educational level).

Studies have also shown that the quality of interpersonal 
relations has a significant influence not only on the general 
level of job satisfaction, but also on the health of working 
people. Evaluating satisfaction of social relations in the 
workplace and identifying factors that influence the level 
of satisfaction can be the basis for actions preventing social 
conflicts and negative health consequences.

In the presented study, the authors search for the factors 
related to fulfilment and job satisfaction within the fields 
of research mental health, of sociology and psychology of 
work. One of the concepts clarifying the diversity of levels of 
satisfaction from work refers to the different ways of treating 
work, and divides people into 2 groups, depending on their 
attitude to work [13]. For some, work is a way of achieving 
the means to live and they do not have any other expectations 
of it, while, for the other group, work is a value in itself. 
Work-oriented people, for whom work is one of the most 
important values, derive satisfaction from the sole fact of 
performing the work, but at the same time they have specific 
requirements concerning work. Their failure is often a source 
of frustration and disappointment, which directly affects 
their functioning in the field of mental and physical health. 
M. Kohn and C. Scholer [14] believe that job satisfaction is 
one of the psychological effects of performing work. Work-
oriented people feel immediate satisfaction in the course 
of its implementation, in accordance with the principle 
that satisfaction occurs when a person performs actions of 
their own choosing. In the instrumental treatment of work, 
satisfaction occurs only after its execution.

OBJECTIVE

The aim of this study is to assess the interpersonal relations 
of employees of the State Forests / National Forest Holding 
in Poland, as well as indicate the factors related to the level of 
satisfaction from the relations among the people employed at 
similar levels, and their relations with superiors. The issues 
were developed based on analysis of the results of research 
conducted among employees of the State Forests in Poland. 
The study was conducted in 9 of the 16 provinces in the 
country.

MATERIALS AND METHOD

The research material underlying the presented analysis 
was collected within a research project funded by the State 
Forests entitled ‘Selected health risks in the employees of State 
Forests work environment in Poland with special emphasis on 
occupational diseases’ (No. OR-2717-39/11). A questionnaire 
was used to research the matters connected with the job 
satisfaction of people employed in the State Forests. The 
main part of the questionnaire was a work evaluation 
sheet including assessment of relations with colleagues 
and superiors, assessment of the work and conditions of 
its performance, assessment of the organisation of work 
flow, evaluation of opportunities to develop within the 
workplace, and remuneration. In addition, the questionnaire 
included a block of questions concerning assessment of the 
respondent’s life situation and a list of stressful life events 
(Questionnaire Social Readjustment Rating Scale – SRRS), as 
well as basic information questions. The study was conducted 
between 2014–2015 in 16 forest districts located in the 
areas of 9  provinces (Podlaskie, Pomeranian, Kuyavian-
Pomeranian, Warmian and Masurian, Mazovian, Lubusz, 
Lower Silesian, Silesian and Opole). Selection of the research 
sample consisted of 2 stages. In the first stage, forest districts 
in different regions of Poland were selected. The choice was 
made by the Directors of Regional Directorates of State 
Forests. The criterion for the selection of a forest district 
was the assessed risk of exposure of forestry workers to 
occupational diseases. In the chosen forest districts, 25 people 
were selected for the study, representing 3 employee groups: 
foresters, deputy foresters and supervisors, together with 
administrative staff. The study involved 399 people. 7 service 
employees were excluded from the above- mentioned groups 
due to the nature of their work (physical work).

The sample group was dominated by men (86%), only 
14% of the respondents were women. The vast majority of 
respondents were long-time employees who had worked in the 
State Forests for more than 15 years; half of all respondents 
had worked in the Holding for more than 25 years. The time 
of employment of only 1/5 of the respondents did not exceed 
15 years. The average duration of employment for the sample 
was 25.1 years. The average age of the respondents was also 
high (47.8 years). Almost half of the respondents were aged 
50, and 13.3% of respondents were aged 60 or older. Every 
fifth respondent (21.4%) was not over the age of 40. The level 
of education divided the respondents into 2 almost equal 
groups: those who had completed secondary school (49.5%) 
and those with higher education (50.5%). The respondents 
were employed in 4 groups of job positions. The largest group 
were foresters (37.5%), a slightly smaller group – deputy 
foresters (27.6%) and administrative staff (27.6%), and the 
smallest group were supervisors (rangers and supervision 
engineers) – 7.4%. Half of the employees of the State Forests 
lived in rural areas, a quarter of them lived in cities, and 
others (21.4%) in the forestries in the forest.

RESULTS

The satisfaction of State Forests employees with interpersonal 
relations was assessed on 2 levels: horizontal – relating to the 
relationship with co-workers employed in similar positions, 
and vertical – concerning relations with their superiors. 
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On each level, interpersonal relations were evaluated from 
3 aspects:
1)	assessment of traits of partner relationship;
2)	assessment of specific elements of interactions;
3)	overall rating of satisfaction from interactions and with 

their partners.

Assessment of partner relations and individual elements of 
interactions was made on a rating scale of 1 – 4: 1 – absence of 
interaction, 2 – rather absent, 3 – rather present, 4 – present.

Assessing their colleagues in similar positions, employees 
of the State Forests emphasised primarily their positive 
qualities. In general, they agreed (average ratings, approx. 3.5 
on a 4-level scale) that their colleagues at work were friendly, 
kind and willing to help. The trait specifying that colleagues 
were close to one another received slightly fewer high ratings 
(x=3.09) (Fig. 1). Respondents tended to be willing to admit 
that their colleagues were stubborn (x=2.08), and only rarely 
assigned to them entirely negative traits, such as disagreeing, 
being quarrelsome or lazy.

In assessing the qualities of their immediate superiors, the 
employees of the State Forests agreed that the superiors were 
competent – knew what they are doing (x= 3.71 on a 4- point 
scale). A high consistency of opinions was observed with 
such traits among superiors as: honesty, activity, tactfulness. 
Respondents tended to agree with the opinion that their 
superior was trustworthy (x=3.3) and allowed employees to 
influence decisions (x= 3.2).

Negative qualities of the superiors were indicated twice 
less often. It should be emphasized that among these 
characteristics, most respondents emphasized that their 

superiors did not intercede on behalf of employees (x =1.82). 
Employees of State Forests also recognized that some of 
their superiors were grumpy, ill-informed, were disliked 
and rude (Fig. 1).

In general, the relationships of the surveyed people entered 
into with their colleagues were positively assessed (Fig. 2). 
The most striking feature of the interactions of the surveyed 
employees was helping out (x =3.44). The following features 
were also highly ranked: showing kindness, honesty, entering 
into relations of friendship and showing respect and affection. 
Conflicts in relations and unhealthy rivalry received rather 
low ratings (x =1.78, and x =1.65, respectively).

Employees of the State Forests in Poland recognised mostly 
positive approaches by their immediate direct superiors 
(Fig. 2). The possibility of direct contact with the employee’s 
supervisor was especially appreciated (x =3.68 on a 4-point 
scale). High indications were also given to such superiors’ 
behaviour as: concern for a worker’s safety, care for good 
relations, and understanding of employees’ problems. To a 
lesser extent, the respondents confirmed that the supervisor 
paid attention to their opinion, or was concerned about the 
life situation of the employee.

Negative behaviour on the part of superiors occurred 
on a significantly smaller scale, and mainly concerned 
excessive demands from the employee, as well as behaviour 
exhibiting signs of mobbing. Among these behaviours, the 
employees usually indicated setting unrealistic deadlines 
by supervisors, or entrusting tasks to inadequately qualified 
employees (Fig. 2). In addition, it happened that superiors 
made malicious comments aimed at employees, criticized 
without reasons or publicly ridiculed them, which is 

Figure 1. Average indication of superior’s features
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undoubtedly culpable behaviour and legally forbidden. 
Respondents’ answers also suggest that there were a few cases 
where supervisors expected employees to inform against their 
colleagues, and some behaviours with a sexual undertow.

Each of the dimensions of the assessment of interpersonal 
relations of forestry employees (evaluation of features of 
co-workers and a superior, assessment of relations with 
colleagues and superiors) was reviewed on 7-level satisfaction 
scale: 1 – great dissatisfaction, 7 – great satisfaction (Tab. 1). 
The overall level of satisfaction of employees of State Forests 
in Poland with interpersonal relationships was high. The 
average satisfaction level for specific dimensions of the 
relations was close to the value of 6, which means that the 
respondents were generally satisfied with the interpersonal 
relationships. The highest level of respondents’ satisfaction 
occurred in the case of assessment of the relations with co-
workers (x=5). At the same time, it should be pointed out 
that the largest percentage of respondents who were very 
satisfied concerned the assessment of the superior’s traits 
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Table 1. Evaluation of overall satisfaction with co-workers and superiors

Grade

Evaluation of satisfaction with:

Colleagues’ 
features

Superiors’ 
features

Relations 
with 

colleagues

Relations 
with 

superiors

N % N % N % N %

1. Very dissatisfied 0 0.0 3 0.8 0 0.0 2 0.5

2. Dissatisfied 0 0.0 2 0.5 1 0.3 2 0.5

3. Rather dissatisfied 3 0.8 13 3.3 2 0.5 6 1.6

4. On average satisfied 37 9.4 43 11.0 14 3.6 26 6.7

5. Rather satisfied 93 23.7 63 16.1 88 22.4 93 24.0

6. Satisfied 223 56.9 192 49.1 239 61.0 200 51.7

7. Very satisfied 36 9.2 75 19.2 48 12.2 58 15.0

Generally 392 100.0 391 100.0 392 100.0 387 100.0

Average from grades 5.64 5.65 5.80 5.68

* does not include‚ data not available

Figure 2. Average assessment of relations with colleagues
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(19.2%), and the least – assessment of colleagues’ traits (9.2%). 
Although 1/5 of respondents were very satisfied with their 
superior’s traits, at the same time, a relatively high proportion 
(15% of all respondents) expressed average satisfaction or even 
dissatisfaction with their superior’s traits. Dissatisfaction or 
average satisfaction occurred on the smallest scale in the 
assessment of relations with colleagues – 4.4% of the sample 
(Tab. 1), and to a much greater extent in the evaluation of 
traits of co-workers (10.2%) and in the assessment of relations 
with superiors (9.3%).

The nature of interpersonal relations in the workplace and 
employees’ satisfaction from these relations is undoubtedly 
one of the factors influencing the overall level of job 
satisfaction [13]. Satisfaction with interpersonal relations 
can also be regarded as the attitude towards social relations 
in the workplace (dependent variable), which is influenced 
by various factors. It is hypothesized that 4 groups of factors 
(predictors) affect the assessment of interpersonal relations 
among employees of the State Forests:
1)	socio-demographic characteristics of the respondents 

(gender, age, education, place of residence);
2)	nature of the work (seniority, position);
3)	level of job satisfaction (job satisfaction, salary 

contentment);
4)	respondent’s life situation (life satisfaction, contentment 

with the family situation, satisfaction with financial 
situation, and level of stress due to life events [14].

In order to determine which of these predictors had a 
significant influence on the assessment of interpersonal 
relations, multiple linear regression analysis was used with 
a stepwise approach of predictors input. The analysis was 
applied to the 4 dependent variables defining interpersonal 
relations among forestry workers:
1)	assessment of co-workers’ traits;
2)	level of satisfaction with co-workers’ traits;
3)	assessment of superior’s traits;
4)	level of satisfaction with superior’s traits.

An identical set of 15 independent variables was introduced 
in each analysis: gender, age, education, work experience, place 
of residence, employment on forester position, employment 
on deputy forester position, employment on administrative 

position, employment on a supervisory position, assessment 
of satisfaction with salary, job satisfaction, levels of stress due 
to life events, assessment of life satisfaction, satisfaction with 
financial situation, and satisfaction with family situation. The 
iIndependent variables were converted to nominal variables 
bivalent (dichotomous).

Analysis of regression showed that only a few variables 
had a significant influence on the indicators of interpersonal 
relations of the State Forests employees in Poland. The 
assumption that these relations depend on the demographic 
characteristics of the respondents (gender, age, place of 
residence) was not confirmed. Interpersonal relations, 
family situation or financial situation of the respondents 
were also not affected. The following had the biggest impact 
on the interpersonal relations existing among the employees: 
general satisfaction with the job, job position and traumatic 
life events. However, it should be noted that the models of 
specific interpersonal relationship indicators differed slightly 
(Tab. 2).

Grades which the examined employees attributed to their 
colleagues’ traits remained closely connected with the general 
level of job satisfaction, salary contentment, levels of stress 
caused by life events during the previous year, and with their 
position in the administration (Tab. 2). A positive correlation 
(β=0.206) combined satisfaction with work and remuneration, 
which means that the more the respondents were satisfied 
with their work and pay, the better they evaluated their 
colleagues’ traits. High levels of stress due to difficult life 
events and work in administration, negatively influenced the 
co-workers’ traits (β=-0.134; β=-0.112, respectively).

As far as the people working in the forestry were 
concerned, the level of satisfaction with the relations with 
co-workers depended on 3 predictors: job satisfaction, 
position in the administration (these variables were in 
the model of co-workers traits assessment) and education 
(Tab. 2). Respondents working in the forestry who were 
more satisfied with work, were also more satisfied with 
their relationship with co-workers (β=-0.205), while those 
working in the administration were less satisfied with their 
co-workers (β=-0.113). Satisfaction with these relations was 
also negatively affected by the level of education: those better 
educated evaluated as worse their relations with colleagues 
employed in equivalent positions (β=-0.129).

Table 2. Models of assessment of interpersonal relations conditioning (results of multiple regression analysis with stepwise approach)

Indicators of interpersonal relations
(Explained variable)

Predictors
ANOVA Coefficients B

t p R2

F p non-standardized standardized

Assessment co-workers’ traits

(constant)
Job satisfaction
Satisfaction with remuneration
Stress level
Job – Administration

22.372 0.000

2.200
0.115
0.097
-0.001
-0.113

0.206
0.206
-0.134
-0.112

13.460
3.361
3.371
-2.851
-2.411

0.000
0.001
0.001
0.005
0.016

0.193

Level of satisfaction with relations with 
co-workers

(constant)
Job satisfaction
Education
Job – Administration

11.716 0.000

2.577
0.060
-0.059
-0.060

0.205
-0.129
-0.113

21.335
4.129
-2.568
-2.252

0.000
0.000
0.011
0.025

0.085

Assessment of superior’s traits

(constant)
Job satisfaction
Job – deputy forester
Satisfaction with remuneration

17.368 0.000

2.193
0.145
-0.123
0.074

0.227
-0.107
0.137

11.870
3.555
-2.197
2.143

0.000
0.000
0.029
0.033

0.122

Level of satisfaction with the relations 
with superiors

(constant)
Job satisfaction
Satisfaction with remuneration

41.366 0.000
1.711
0.096
0.041

0.350
0.135

17.641
6.818
2.626

0.000
0.000
0.009

0.180
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Interpersonal relations with superiors, were influenced 
to a great extent primarily by general job satisfaction and 
satisfaction with salary. These predictors were both in the 
model of the superior’s traits assessment conditioning, and 
in the model of level of satisfaction with the supervisor’s 
conditioning. In both models, these variables had a 
positive effect on the interaction with superiors (Tab. 2). In 
addition, in the model of evaluation of determinants of the 
superior’s traits, there occurred a variable that specified the 
employment in the position of deputy forester. Working in 
this position negatively correlated with evaluation of the 
superior’s traits (β=-0.107), which means that deputy foresters 
evaluated their superiors worse than other employees of State 
Forests.

Although the results of the analysis of variance (F and p 
in Tab. 2) show that the regression models are well matched 
to the empirical data, it must be admitted that the predictors 
of the individual models explain the variability of the 
dependent variables to a small percentage. The variability 
in the assessment of colleagues’ traits and the level of 
satisfaction with the relations with superiors is explained 
in the largest percentage (about 20%). A very small percentage 
of differences in satisfaction with the relationship with co-
workers (8.5%) is explained.

DISCUSSION

The study shows that the overall level of satisfaction with 
interpersonal relations of employees of State Forests is high. 
The majority of respondents were satisfied or very satisfied 
with their relations with superiors, as well as with people 
working on an equal footing. The respondents participants 
were much more likely to indicate the positive traits of their 
superiors and colleagues than to their negative traits. At the 
same time, it should be stressed that in assessing the traits of 
their colleagues and superiors, the employees of State Forests 
expressed extremely different opinions much more often in 
respect to supervisors than with respect to their co-workers. 
1/5 of respondents expressed the highest level of satisfaction 
with their superiors, while only about half of them expressed 
such a level of satisfaction with their colleagues. A low level of 
satisfaction was also significantly more common in relation 
to the superiors than to co-workers. Therefore, relations 
with superiors are characterized by greater variability 
than relations with co-workers. A relatively large part of 
respondents (about 1/5) had a very good relationship with 
superiors; however, at the same time, noticeable differences 
occurred in a substantial part of the respondents replies.

Many authors [15, 16, 17, 18] draw attention to the fact 
that work which meets the needs of those performing it is a 
source of satisfaction. Undoubtedly, general satisfaction with 
work is proof of the fulfilment of the expectations placed 
in it, and satisfaction with pay allows fulfilling necessary 
needs. It therefore seems understandable that those aspects of 
satisfaction with work positively influence the interpersonal 
relations among forestry workers. People who are more 
satisfied with work and their remuneration are also more 
satisfied with the traits of their co-workers and superiors, 
and their mutual interaction. The tendency to negatively 
assess their colleagues is typical of a person with a high level 
of stress due to difficult life events. The established relations 
are consistent with the overall regularity that a traumatic 

situation has a negative impact on the functioning of a human 
being, particularly in the mental [19, 20] or even somatic 
[21] spheres. As a result of those events, the most common 
instances of negative emotions occur, which may influence 
relations with the environment. Studies by Ogińska-Bulik 
[22] indicate that the impact is not necessarily negative. The 
author proved that among people who have experienced 
traumatic life events, there was a relatively high level of 
positive changes in relations with other people. However, it 
should be noted that the author focused on positive changes 
exclusively, disregarding negative changes.

The presented analysis indicates that the demographic 
characteristics of the studied employees of State Forests, such 
as: age, gender or place of residence, did not have a significant 
influence on the satisfaction with interpersonal relations in 
the workplace. Springer [23] obtained similar results while 
examining satisfaction with work among the residents of 
the district of Poznań in Poland. The author concluded that 
the demographic characteristics of people of working age 
have no significant effect on the satisfaction of employees. 
Variables determining the social status expressed by a job 
position had a significant influence on satisfaction. Research 
by J. F. Terelaka and P. Jankowska [24] also indicated the job 
position as a factor of satisfaction with work. The research 
also indicated that a complementary fit is a predictor of 
satisfaction with work, depending on the position. In the 
presented study, the characteristics of professional status 
were also the predictors of satisfaction with social relations 
of employees of State Forests. Negative assessments of the 
interpersonal relations of the polled employees of State 
Forests are indeed related to the level of education and job 
position. Respondents with a higher level of education and 
working in the administration were less satisfied with their 
co-workers, while those working as foresters evaluated the 
traits of their colleagues working on an equal footing, as 
being worse.

CONCLUSIONS

The results of the analysis indicate that satisfaction with 
social relations in the workplace, to a large extent depends 
on the overall satisfaction with work, including satisfactory 
salaries. Reduction in the level of satisfaction was affected 
by the accumulation of stressful life events. Because many 
authors note that important predictors of job satisfaction 
and interpersonal relations connected with it are employees’ 
character traits and personality, it seems advisable to broaden 
the research into the psychological factors of satisfaction 
from social relations in the workplace.
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