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Abstract
The paper presents an analysis of selected aspects of motivation and engagement of hard coal mine employees working in longwall
faces. The analysis of survey results covers selected questions from a broader survey conducted in the analyzed mining companies. The
miners had a negative opinion on the incentive programme in their workplaces, stating that it is ineffective. The survey also included
factors affecting the engagement of the entire research sample in their work, showing their significance level for the respondents.
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Introduction

The issue of the remuneration system in the mining indus-
try and its components has been studied relatively rarely so
far and is still not very frequently addressed in the literature.
A small number of publications concerning the Polish mining
industry stems from the fact that this issue is rather complex,
mainly due to numerous documents governing wage matters
in the mining industry or different arrangements of remuner-
ation components.

The main publications discussing the issue of the incen-
tive programme are those that address the issue of cafeteria
plans in the mining sector as one of the elements of human
resource strategy [1] and the classification of employees for
the purposes of staff management in the mining industry [1,
2, 3,4, 5]. The literature also includes publications on motiva-
tional aspects of remuneration systems in the mining indus-
try. They concern roadway works [6], a participation-based
incentive programme for the longwall crew [7], work value
hierarchy and personal factors [8], or project team incentive
programmes [9]. The issue of motivation in mining com-
panies was mentioned in several publications, including
[10, 11, 12, 13]. The aforementioned research revealed that
employees are motivated to comply with OHS rules mainly
by non-financial factors such as the sense of responsibility
for their family and relatives, for themselves and their col-
leagues, good work organisation, or correct behaviour of su-
periors. The respondents did not value financial stimuli as
much. Motivation for working safely was also the subject of
research among miners, which showed that rewarding for
safe work is necessary, while the use of wage measures may
have a positive effect on the motivation for working safely,
which is in conflict with the aforementioned research results
[14]. Tt is worth mentioning that trainings in this field are a
necessary complement of motivating miners to work safely
[15, 16]. And organizational culture in the mining industry
has the best impact on shaping miner’s awareness of occupa-
tional health and safety [17, 18].

The restructuring of the mining sector, which has been
ongoing for many years, aims to adapt both the business
structure and economic efficiency to the current market re-
quirements [19, 20, 21, 22, 23]. In the current situation of
the mining industry, the issues raised in the article are un-
doubtedly very important, which is highlighted by one of the
main documents regulating the functioning of mining sector
in Poland, " Programme for the hard coal mining sector in
Poland ". It points the low share of incentives in remuneration
systems as one of the weaknesses of the hard coal mining sec-
tor [24]. The current situation of the mining industry should
be used by managers to make modifications in remuneration
systems [25, 16].

Methodology and Data

Research on the system of motivation and engagement
of employees in their work was carried out in two mining
companies operating in Upper Silesia. The research sample
included hard coal mine employees working in faces.

The research was quantitative, performed with the use of
the Delphi method, and used the knowledge, experience, and
opinions of experts. At the beginning, the statistical sample
consisted of a much higher number of surveys but 169 sur-
veys that were correctly filled in and did not raise any doubts
were eventually analysed. The number of the respondents in
PG-1 (Mining Company 1) and PG-2 (Mining Company 2)
was 103 and 66 respectively. The analysis of the survey results
presented later in the paper concerns selected questions from
a broader survey of the analysed mining companies.

The aim of the surveys was to gain knowledge about work
motivation and engagement of miners working in longwall
faces. The five-point Likert scale was used for the question
where the miners assessed the current incentive programme.
For the question concerning employee engagement, the re-
sponses were scaled, i.e. the sum of the results for each factor
was converted into an appropriate significance percentage in
the group. Scaling was done using the formula below (1):
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Fig. 1. Assessment of the incentive programme by miners in the analysed mining companies. Source: authors' own elaboration based on research results

Rys. 1. Ocena systemu motywacyjnego przez gérnikéw w analizowanych przedsiebiorstwach gorniczych. Zrodto: opracowanie wiasne na podstawie wynikéw badan
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Fig. 2. Assessment of the incentive instruments currently used in the analysed mining companies. Source: authors' own elaboration based on
research results
Rys. 2. Ocena obecnie stosowanych narzedzi motywowania w analizowanych przedsigbiorstwach gérniczych. Zrédlo: opracowanie wlasne na podstawie
wynikéw przeprowadzonych badan

(SUM — number of respondents)

100%
(4 x number of respondents) * %

Results

It is without doubt that the incentive programme affects
the feeling of being appreciated for one's work and the need
of rewarding. The analysed occupational group was asked to
assess the incentive programme in their workplace. Only four
respondents did not answer this question, while the results
obtained were a bitter disappointment. Figure 1 shows that
as many as 80% of the respondents rated the incentive pro-
gramme as poor, while less than 20% as "rather good". In
both mining companies, the majority of the responses were
"it's hard to say" (34 and 32 in PG-1 and PG-2 respective-
ly). Should the response "it's hard to say" be omitted, 46 re-
spondents (almost 45%) in PG-1 think that the incentive pro-
gramme is poor, while approx. 20% (21 respondents) think
it is rather good. In PG-2, approx. 13% of the miners (9 re-
spondents) rate the programme as good, while over 30% rate
it as poor (23 respondents).

Based on the response to the question about the assess-
ment of the incentive programme in respondents' workplaces,
it can be concluded that it functions poorly in hard coal mines
or it does not have the so-called driving force. The next ques-

tion, concerning the assessment of the incentive instruments
used, serves as a confirmation of the respondents' opinion.
The vast majority of the respondents think that they are not
effective (Fig. 2). The responses were very similar in both
mining companies. The majority of the respondents said that
it is difficult for them to assess the instruments currently used.
This group included 87 respondents, i.e. more than 50% of
the respondents. Fifty-eight respondents (approx. 35%) rated
them as ineffective, with only 14 respondents (8%) in both
mines rating them as effective.

This should not be the case because, after all, the incen-
tive programme should make the employee satisfied with the
work that he/she performs and the conditions where he/she
performs it. The most important function of the incentive
programme is to make the employee identify with the compa-
ny. He/she feels more connected with the company, hence the
engagement in his/her work increases.

Given that the surveyed occupational group rated the
incentive programme in the industry as poor and rated the
incentive instruments used as ineffective, they were also
asked about the frequency of granting bonuses. The bonus
is one of the main incentive instruments. It is included in
optional components of remuneration, which means that a
company can but does not have to use it. For both compa-
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Fig. 3. Frequency of granting bonuses in the analysed mining companies. Source: authors' own elaboration based on research results

Rys. 3. Czestotliwo$¢ przyznawania premii w analizowanych przedsiebiorstwach gérniczych. Zrédlo: opracowanie wlasne na podstawie wynikéw prze-
prowadzonych badan
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Fig. 4. Factors affective miners' engagement in their work in the analysed mining companies. Source: authors' own elaboration based on research results

Rys. 4. Czynniki wplywajace na zaangazowanie gérnikéw w prace w analizowanych przedsiebiorstwach gérniczych. Zrédlo: opracowanie wlasne na
podstawie wynikéw przeprowadzonych badan

Generally, bonuses supplement the base remuneration,
reinforcing the motivational nature of remuneration. On one
hand, paying bonuses on a quarterly or monthly basis does
not generate too high costs for the employer in a single set-
tlement period with the employee. On the other hand, the
amount of an annual bonus would certainly be higher, which
would result in the accumulation of costs for the employer
but also in an increased employee satisfaction due to a one-off

nies, it can be observed that quarterly bonuses are the most
common (Fig. 3). They were indicated by as many as half of
the respondents (46 PG-1 respondents, i.e. 45%, and 35 PG-2
respondents, i.e. 53%). More responses concerned month-
ly bonuses (26 respondents, 25%) in the first company than
in the other (only 4 respondents, 6%) as well as yearly bo-
nuses (14 respondents in PG-1 and 6 respondents in PG-2).

Eight respondents did not say how often bonuses are given
payment of the accumulated bonus.

to them.
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In addition to the considerations of motivating and en-
gaging miners in their work, they were asked to specify how
much impact the mentioned factors have on them on a scale
from 1 to 5, where 1 meant low impact, while 5 large impact
(a factor strongly affects the respondent). Scaling was used
for this question. The respondents' answers were scaled, i.e.
the sum of the results for each factor was converted into an
appropriate significance percentage in the group (1).

It is not hard to notice that when all respondents rate a
given question the lowest (i.e. 1), the significance percentage
obtained from the formula equals 0, but when all respondents
rate it the highest (i.e. 5), the percentage is 100%. This linear
scaling makes it easier to interpret the significance of individ-
ual answers and makes it possible to compare groups of dif-
ferent sizes as well as the entire sample, including the division
into individual companies.

The analysis of the entire research sample results shows
that being guaranteed to work (78%), thus being guaranteed
to receive remuneration, is the most important factor for the
respondents. Factors of a slightly less significance for the re-
spondents also included: St. Barbara's Day award (70%), coal
allowance (66%), and seniority awards (64%). Factors affect-
ing the respondents' engagement in their work and having a
significance in the range of 50-60% included:

o partial funding of summer/winter camps for children;

B incentive bonus;

B work atmosphere;

e Miner's Card (miners' privileges) ticket

B remuneration allowances;

B performance bonus;

B profit bonus;

o partial funding of self-arranged countryside holiday.

Medium-impact factors with a significance in the range
of 40-50% included: promotion opportunity (40%), Christ-

mas gifts for children (41%), recognition given by superiors
(42%), partial funding of education, preventive healthcare,
and bonus for directors (43%), medical care (44%), Christmas
vouchers (46%), vouchers for supportive meals (47%), appro-
priate working conditions (48%), and development, training
opportunities (49%).

Figure 4 shows the significance level of factors affecting
the engagement of the entire research sample.

The following factors have a low impact on engage-
ment: cinema/theatre tickets, transport to and from work
for employees, sports passes, miner's habit, miner's sword,
decoration, arranging holidays for children, medical
care.

Discussion and Conclusions

One of the weaknesses of the hard coal mining sector pre-
sented in the strategic analysis in the "Programme for the hard
coal mining sector in Poland" included low participation of
incentive instruments in remuneration systems and excessive
fragmentation of remuneration components. The mining in-
dustry has been unable to tackle this issue for a long time,
while the ongoing restructuring processes put changes in the
incentive programme on the back burner. The surveys reveal
that the incentive programme is ineffective in the analysed
mining companies. The factors engaging miners in their work
obviously include financial factors. A quarterly bonus is one
of them.

The presented research conclusions can be used to mod-
ify existing remuneration systems in the mining and energy
sectors, with particular emphasis on increasing the share of
incentives in remuneration systems.
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Elementy motywacji i zaangazowania pracownikéow w wykonywang prace na przyktadzie
przedsiebiorstw gorniczych

Artykul prezentuje analize wybranych aspektéw motywacji oraz zaangazowania pracownikéw zatrudnionych w kopalniach wegla
kamiennego, pracujgcych na stanowiskach robotniczych w przodkach scianowych. Przedstawione w artykule analizy wynikéw bada#n
ankietowych obejmujg wybrane pytania z szerszego badania przeprowadzonego w analizowanych przedsigbiorstwach gorniczych.
Gornicy negatywnie ocenili istniejgcy w ich zaktadach system motywacyjny stwierdzajgc, Ze jest on nieskuteczny. Badanie objeto
réwniez czynniki wplywajgce na zaangazowanie calej proby badawczej w prace, pokazujgc ich poziom istotnosci dla ankietowanych.

Stowa kluczowe: motywacija, przedsiebiorstwa gornicze, sektor energetyczny, gornicy, zaangazowanie w prace
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