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Abstract. The presented topic is of utmost importance due to the consequences that the implementation of atypical forms of employment 

has for all labour market actors. Sometimes employees decide on such forms of employment due to the pressure from employers who see it 

as a chance to optimize the costs. The conducted study confirmed that flexible forms of employment are more common among young 

people, who are at the beginning of their professional career, than among workers with seniority. The flexible forms of employment are 

also less frequent among managerial staff. The discussion is supported by empirical research conducted on a sample of 1,920 bank 

employees in Poland. This study is the first one that investigates the flexible forms of employment on a big sample of Polish bank 

employees and show the character of Polish bankers. 
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1. Introduction 

 

Recent years have seen rapid economic, demographic and social changes on both the global and Polish market 

(Voronov, Lavrinenko and Stashane 2014; Romashkina and Andrianova 2007; Bondaryeva, Kravchenko and 

Mieshkov 2015; Garbat 2018). Companies need to exercise more flexibility and adapt to the changes faster 

(Vanhercke et al. 2014). It has resulted in a number of job opportunities based on forms other than the traditional 

employment contract. This diversity is dictated by the need to adapt to the new conditions, skills and expectations, 

both on the part of employers and employees. 
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Some authors point out that one should look at flexible forms of employment through the prism of particular 

sectors of the economy (Storey et al. 2002). This allows one to see their specific character. Some sectors are 

adapting to flexible employment (Süß and Kleiner 2007; Schmidt 2011). According to research by Ch. Pfeifer 

(2005), one of such sectors is services, and especially banking. It is also one of the fastest growing sectors of the 

economies in Central and Eastern Europe (Kaźmierczyk 2015, Davydenko, Kaźmierczyk, Romashkina, 

Żelichowska, 2017). Banks often introduce new technological solutions and know-how faster than other 

businesses.  

 

In addition, most banks operating in Poland belong to Western investors and that should encourage rapid 

implementation of the organizational and management tools from the more developed countries. Therefore, banks 

in Poland are expected to promote flexible forms of employment. This is accompanied by social and demographic 

changes, such as sharp decrease in the birthrate, the increase in enrolment, popularization and simultaneous 

decline in the quality of tertiary education. All things considered, the flexible forms of employment may be both 

an opportunity or a threat for young workers (Heyes 2011). On the other hand, the rapid development of the 

banking sector as a leader in introducing new solutions (also organizational ones) favours banks as the subject of 

study of flexible forms of employment. Flexible forms of employment in Polish banks have not so far been 

analyzed precisely. This study is the first that investigates the differences in flexible forms of employment that 

was carried out on a sample of Polish bank employees and took into account their age, level of education, work 

experience and the size of a bank's locality. 

 

The main aim of this paper is to assess the popularity of flexible forms of employment in banks and compare its 

levels in different social groups. The two main theses propounded in this paper are that flexible forms of 

employment are more common among young people at the beginning of their professional career than among 

workers with seniority, and that flexible forms of employment are less frequent among managerial staff. 

 

To accomplish the research aim the authors used source literature in English, German, Polish and Russian on 

economics, human resource management, sociology, banking and industrial and organizational psychology (The 

ACM Digital Library, EBSCO, Emerald, BazEkon, ProQuest). A survey of nearly 2,000 bank employees in 

Poland was also carried out. 

 

This article consists of five main sections. The introduction is followed by a [general] review of the issue of 

employment flexibility and various forms of flexible employment and section three presents the data sources and 

the research methods employed. In section four, the findings are presented to be then followed by conclusions.  
  

2. Literature review         

    
The great popularity of flexible forms of employment in Europe was researched by: Jahn, Riphahn and Schnabel 

(2012), Storey et al. (2002), Süß and Kleiner (2007), Jasarevic (2012). In Poland, opinions on the popularity of 

flexible forms of employment are divided. Some authors point to the popularity of flexible forms of employment 

(Węgrzyn 2009). Others argue that traditional forms of employment are still dominant in Poland (Kalinowska 

2008). The popularity of temporary employment in Europe ranges from 5% (the Baltic States and Romania), to 

23% (in Spain) and even over 25% in Poland. Poland takes the first places in the ranking of temporary 

employment growth among Eastern European countries (International Labour Office 2016, p. 52, 56). 

 

One of the groups that may be particularly exposed to continuous and forced work within flexible forms of 

employment are young people. They occupy a special position on the labour market (Andrzejczak 2014; 

Paszkowicz 2009; Davydenko 2004). Poland, as a consequence of the reform of the education system, has 

witnessed a shift towards the preparation for work on the level of higher education. There are still a lot of 
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universities whose graduates find it difficult to find employment (especially in the area of economics and 

management). The labour market is unable to absorb all the graduates (Andrzejczak 2015). For this highly 

digitalized group the Internet is a natural environment (Barska and Wojciech, 2014). According to a study by 

Barska and Wojciech, in 2025 c. 75% of employees around the world will be represented by the so called 

millenials, i.e. people aged between 18 and 34, lazy, spoilt, impatient and heavily committed to the Internet. 

According to Twaronite, this group will place a high value on the flexibility of employment (2015). On the one 

hand, young people are "...the most tractable" (Grzeszczyk 2003, p. 68) and they are probably ready to be 

employed within the framework of flexible forms of employment (Shelest 2015; Shelest 2016). Moreover, 

younger employees are less exposed to negative organizational commitment and turnover intention attributable to 

job insecurity (Cheng and Chan, 2008). In turn, it is the new generation that will have an ever-growing impact on 

the labour market. Therefore employers, when planning their businesses' future and employment structure, will 

have to take into account their characteristics. 

 

Flexible forms of employment are sometimes abused. They are often used as a cost-reducing tool (International 

Labour Office 2016, p. 57; Eurofound 2015; Jahn et al. 2012), while at the same time reducing worker safety. 

Therefore, in some countries, including Poland, they have come to be known as "junk contracts", which clearly 

reflects their perception by the general society (Bak-Grabowska and Jagoda 2015). This term reflects the social 

sense of the flexible forms of employment. Work under "junk contracts" is perceived as unstable and less paid. 

Regardless of the positive or negative characteristics of the flexible forms of employment, the constant emergence 

of new forms of employment aimed at increased flexibility can be observed (especially in the transition 

countries). 

 

With such rapid changes in the economy, many people find it hard to distinguish and comprehend the general 

principles of the alternative forms of employment. Even the names themselves may be vague and confusing, for 

instance: outsourcing, staff leasing or job sharing. Despite the wide and easy access to information, many people, 

especially the elderly, find it difficult to distinguish between the newly-occurred unusual forms of employment. 

The respective rights and responsibilities that arise from them are also hardly comprehensible. It can be presumed 

that these forms of employment can provide certain opportunities to both the elderly and the young who are 

willing to take up any work. 

 

Flexibility, in general, means versatility and ability to adapt easily to new conditions. This also pertains to the 

labour market where it means something completely different for both parties, employers and employees. For the 

former group, flexibility may refer to the necessity to adjust in many areas of one's business, such as production 

intensity, market competition and demand (Soniewicki 2015). Employees, on the other hand, may view flexibility 

as a need for lifelong learning, upskill or even changing qualifications. 

 

With regard to the labour market, flexibility can be defined as the ability to adapt to the new market conditions, as 

well as changes in technology and information (Wyrwa and Piątyszek-Pych 2012). First of all, attention should be 

drawn to such aspects as (Kalinowska et al. 2014): 

• employment flexibility, which gives entrepreneurs the opportunity to match the structure of the 

employees to the actual demand and changes in the volume of production and services, 

• functional flexibility, allowing employees to perform many tasks in multiple positions; this is connected 

with multi-profile qualifications and skill diversification of employees, 

• financial flexibility, that represents the variability of wages, 

• flexibility of working time, offering atypical forms of working time arrangement, depending on the 

prevailing economic situation on the market, as well as the capacity of the company, 

• spatial flexibility, that represents the freedom of choice of a locality where the assigned work will be 

performed. 
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The concept of flexible forms of employment (or flexible work arrangements) is not easy to define. Difficulties in 

defining atypical forms of employment were noted by Drela (2013), Süß and Kleiner (2007). The term 

“alternative forms of employment” is commonly used to describe types of employment relationship which are 

different in form. This way of thinking has been adapted by Salikova (2012). Therefore, if such alternative forms 

of employment differ from the traditional ones, one can be tempted to declare that they are in contrast to the 

typical employment relationship (Burroni and Keune 2011). It is described by, for example, contract length being 

other than for an indefinite period, only part-time openings, flexible hours of work, places of work other than the 

head office and lack of constant supervision on the part of the employer. Banks’ employment flexibility can be 

demonstrated by the ease with which employees are dismissed during depression, particularly in the time of 

economic crises. In many countries of the European Union, flexible forms of employment were more popular 

after the crisis (International Labour Office 2016). The Polish economy has gently suffered the last crisis. There 

has been no decline in GDP and the banking sector is constantly growing. Unfortunately, the collected data is not 

suited to assess the dynamics of flexible forms of employment under the influence of the business cycle. 

 

Economic growth is accompanied by increased competition between companies. The importance of productivity 

and efficiency results in reduced costs, for example employment-related ones. Flexible forms of employment 

enable to reduce operating costs, and sometimes protect workers against unemployment (Wilthagen 1998). 

Moreover, aging societies and cultural transformations, such as changes in women and men’s roles in the family, 

or an increase in the number of single parents raising children, contribute to the emergence of atypical forms of 

employment (European Commission 2007). A tendency to relax these regulations in a big part of OECD countries 

is observed (OECD 2013). These all intensify the development of flexible security.  

 

Classification of flexible forms of employment can be accomplished in several ways, using different criteria. 

Considering degrees of flexibility, we can distinguish different flexible forms of employment, such as 

(Kalinowska et al. 2014): 

 very flexible (contract of mandate, contract for specific work, management contract, teleworking, 

outsourcing), 

 medium flexible (agency contract, preliminary contract, staff leasing, job sharing, part-time working) 

(Eurofound 2015), 

 partly flexible (contract for a probationary period, temporary contract, appointment, internship contract, 

seasonal work). 

One of the most commonly used classifications of alternative forms of employment on the Polish labour market is 

as follows (Bąk 2009): 

 labour employment – based on the labour law, such as: fixed-term contracts, part-time work, on-call 

work, telework; 

 non-labour employment – based on the civil law, e.g. civil law contracts, self-employment; 

 other – e.g. job sharing, staff leasing, outsourcing. 

In conclusion, flexible forms of employment have many positive aspects. On the other hand, it should be 

emphasized that there are also reasons for criticism of the discussed forms of employment. According to the 

critical approach such models are unusual, uncertain, deviating from the prevailing rules and, therefore, bring 

anxiety and fear of the unknown (Krukowski and Oliński 2010). Flexible forms of employment can both increase 

or decrease innovativeness of companies and workers. The latter do not identify with the employer (Storey et al. 

2002). 

 

Labour employment includes those forms of contracts which are governed by the Labour Code. By operation of 

law, the employee is subordinated to his/her employer. He or she is protected by a wide range of employee rights. 
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The main forms of labour employment include: temporary contract, probationary period contract, fixed-term 

contract, replacement employment contract, part-time work, on-call employment and teleworking. 

 

The term “non-labour employment” is to be understood as such employment relationship which, in its form, is not 

subject to the Labour Code. This form of employment is used more and more often, due to the fact that it 

corresponds in a better way to the realities of the current labour market. The most common agreements of this 

type are: contract of mandate, contract for specific work, agency agreement, self-employment, job sharing, 

outsourcing (Dolgui and Proth 2013). 

 

Flexible forms of employment are present in Poland and other European countries, such as France, Spain or 

Germany. In the last case, we can often come across the form of employment called “Geringfügige 

Beschäftigung” which is used for a fixed-term, part-time relationship (Eichhorst and Kendzia 2016; Buschoff and 

Protsch 2008). One can distinguish between two types of this form of employment, i.e. intended for businesses 

(the commercial sector), and for private households. The differences between them arise from different 

accounting methods and the amount of National Insurance contributions. In England, this atypical form of 

employment is called the “zero-hour contract”. It includes a part-time job and on-call employment. According to 

this form, employees are entitled to annual leave and the minimum wage (Cheese 2015; Contract types and 

employer responsibilities). Summarising, Poland, Slovenia, Romania and Slovakia usually use the new 

employment forms identified mostly concern employees. At the same time, southern European countries, the 

Baltic States, Germany and Denmark usually generally involve the self-employed (Eurofound 2015).  

 

3. Data 

 

The research results presented are part of a broader study, which was based on the same research method and 

data. Thus, the description of the research method and data is applicable also to the results of research on other 

aspects of HRM and other papers by authors. The data from the survey, which was conducted from January 2016 

to April 2016, were used to test the research thesis. The “snowball” technique was used in order to collect the 

data. The survey participants were invited by existing subjects. Personal contacts and individual visits to banks 

were used to collect the data. More than 20,000 queries were sent with a request to fill in the questionnaire via e-

mail, social networking websites (such as Facebook and GoldenLine) and thematic forums. Both an electronic 

version (Anonimowe Badanie Pracowników Banków 2016) and hard copy one of the questionnaire were used in 

the survey. 

 

The main survey was preceded by a two-staged pilot survey. First, the survey was conducted on a small group of 

target participants (180 students). In the second stage, the target group consisted of 100 employees from the 

banking sector. The aim was to reveal any inconsistencies and to examine whether the questions were 

understandable. Thanks to the pilot study, the questionnaire was modified and improved. 

 

The questionnaire consists of an introduction followed by 23 closed-ended questions and several demographic 

and work-related questions. The main part of the questionnaire contains questions which refer to seven important 

human resource management areas (recruitment, motivation, flexible forms of employment, organizational 

culture, mobbing, training and outplacement). Some of the questions were used to test the research thesis. 

Banking employees were asked about the form of current and the first form of employment. They could choose 

some of the forms listed or give own form of employment. 

 

The questionnaires have been completed by 1,949 respondents. 29 questionnaires were rejected due to low 

credibility and reliability (for example, some respondents selected “0” in response to all of the closed-ended 
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questions). As a result, the final research sample consists of 1,920 respondents (152 electronic version and 1,768 

hard copy). Table 1 provides more details regarding the sample structure. 

 
Table 1. Sample structure 

 

Criterion Number of individuals Percentage 

Gender 

Female 1,312 68.33% 

Male 473 24.64% 

No answer 135 7.03% 

Education 

University (major in economics) 883 45.99% 

University (other) 515 26.82% 

High school (major in economics) 270 14.06% 

High school (other) 189 9.84% 

Vocational 2 0.1% 

Elementary 2 0.1% 

No answer 59 3.1% 

Occupied position 

 

Senior managerial position 43 2.24% 

Middle-level managerial position 129 6.72% 

Lower-level managerial position 153 7.97% 

Non-managerial position 1,485 77.34% 

No answer 110 5.73% 

Organizational unit 

Headquarters 409 21.3% 

Regional branch 416 21.66% 

Operational branch 1,020 53.13% 

No answer 75 3.91% 

Type of bank 

Commercial bank 1,342 69.90% 

Cooperative bank 481 25.05% 

No answer 97 5.05% 

The equity 

National 919 47.86% 

Foreign 863 44.95% 

No answer 138 7.19% 

Workplace 

Front office 1,118 58.23% 

Back office 460 23.96% 

No answer 342 17.81% 

Disability 

Lack 1,820 94.79% 

Slight level 12 0.63% 

Moderate level 8 0.42% 

Significant level 2 0.1% 

No answer 78 4.06% 

Source: own computations based on the survey data. 

 

The composition of the research sample according to gender, type of education and type of bank corresponds to 

the structure of employment in the banking sector in Poland (2011). The mean age of respondents was 36,6 years. 

The mean work experience in banking was 12,1 years, ranging from 1 to 43 years. The mean total work 

experience of respondents was 15,0 years (Table 2).   

 
Table 2. Summary statistics on age and work experience 

Criterion Minimum Maximum Mean Median Standard deviation 

Age 19 64 36.612 35 9.7496 

Work experience in banking 1 43 12.065 10 9.5799 

Work experience with current employer 1 43 9.835 7 9.3882 

Total work experience 1 45 14.976 12 10.2416 

Source: own computations based on the survey data. 
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The locality size criterion demonstrates that the largest group of respondents came from the localities inhabited by 

50 thousand people, the fewest surveyed people coming from localities with 200-500 thousand inhabitants (Table 

3). 
Table 3. Summary statistics on place of residence 

 

 

 

 

 

 

 

Source: own computations based on the survey data. 

 

4. Empirical analysis  

 

A majority (74.1%) of bank employees are employed at the beginning of their professional career by means of 

different types of flexible contracts different time span, defined by employer (60.5% on a fixed-term contract). 

Only 18.8% could eventually count on an indefinite employment contract, which gives them the most 

employment privileges and the highest social security. Nearly 8% of the bankers at early stages of their careers 

are employed under contracts of mandate or contracts for specific work, and 9.5% work on temporary contracts 

(probationary period contracts or replacement employment contracts).  

 
Table 4. First and current forms of employment – basic statistics 

 
First form of employment Current form of employment 

%; number of answers %; number of answers 

Indefinite employment contract 18.8%; 361 66.1%; 1,270 

Fixed term contract 60.5%; 1,162 21.0%; 404 

Contract of mandate, contract for specific work 7.9%; 152 2.0%; 39 

Agency agreement 1.3%; 24 0.8%; 16 

Work contracting 0.5%; 9 0.6%; 11 

Self-employment 0.7%; 13 0.6% ; 12 

Teleworking 0.4%; 8 8.5%; 163 

Job sharing 0.3%; 6 0.4%; 8 

Probationary period contract, replacement employment contract 9.5%; 183 1.8%; 35 

On-call employment 0.1%; 2 0.1%; 2 

Others - 0.1%; 2 

All flexible forms of employment together 74.1%, 1,423 25.5%; 489 

No answer 7.1%; 137 8.5%; 163 

 

Source: own computations based on the survey data. 

 

 

The structure of the forms of employment in the case of further employment (current form of employment) looks 

completely different (Table 4). Most of the employees work under an indefinite employment contract (66.1%). 

Various flexible forms of employment apply to 25.5% of the employees. The most common form is the fixed-

term contract and teleworking (8.5%).  

 

The main thesis argued: flexible forms of employment are more common among young people starting their 

professional activity than senior workers. The thesis was confirmed both in reference to the first, and current 

forms of employment. Application of flexible forms of employment is facilitated by: the employee’s young age 

(up to 35 years), short experience with the current employer (up to 7 years), short work experience in banking (up 

to 10 years), and short total work experience (up to 12 years). All of these factors interacted equally with the use 

Size of locality 

Up to 50 thous people 658 34.27% 

50-100 thous people 251 13.07% 

100-200 thous people 245 12.76% 

200-500 thous people 124 6.46% 

More than 500 thous people 541 28.18% 

No answer 101 5.26% 
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of flexible forms of employment. It means that both in the case of the first and the next jobs, more seniority and 

more experience foster employment on the basis of an employment contract for an indefinite period. The 

proportion of young employees working under flexible forms of employment was several times higher than of 

employees with longer experience. For example, up to 41.7% of employees up to 35 years of age were employed 

(currently) within the framework of flexible forms of employment. At the same time, the proportion of older 

employees (over 35 years) being employed on the basis of these forms of employment was only 13.7%. In 

accordance with the assumptions as adopted earlier, the increase in the use of flexible forms of employment, 

promotes the decrease of employment based on the traditional employment contract for an indefinite period 

(Table 5 and 6).  

 

 

Green Line research shows that flexible forms of employment can be particularly beneficial for learners (73%), as 

well as for people taking up a job for the first time (25%) and they allow to combine work with study and 

personal life (25%) (Zielona Linia 2011). Moreover, according to R. Muster's research, young people indicate that 

flexible forms of employment allow them to combine work and education. At the same time, they reduce their 

creditworthiness (2012). Often, atypical employment is forced on their part by an employer who does not want to 

increase labor costs and employ them on the basis of an employment contract for an unspecified period of time. 

The young declared that they would willingly change the form of employment if they only could. 

 

 
Table 5. First form of employment in different groups – population and seniority 

 

 

Source: own computations based on the survey data. 

 

 

 

 

 

 

 

 

Group 

Indefinite employment contract; %; 

number of answers 

All flexible forms of employment 

together; %; number of answers 

Fixed term contract; %; number 

of answers 

Chi-squared; df; 

significance; Phi 

Yula/ V Cramera 

answers 

Chi-squared; df; 

significance; Phi 

Yula/ V Cramera 

answers 

Chi-squared; df; 

significance; Phi 

Yula/ V Cramera 

answers 

Female 4.832; 1; 0.028; 

0.054 

21.8%; 265 4.800; 1; 0.028; 

0.054 

78.2%; 950 0.061; 1; 0.805; 

0.006 

64.8%; 787 

Male 16.9%; 76 83.1%; 373 65.5%; 294 

Up to 50 thous people 

18.529; 4; 0.001; 

0.105 

21.3%; 130 

18.503; 4; 0.001; 

0.104 

78.8%; 482 

8.509; 4; 0.075; 

0.071 

65.0%; 397 

50-100 thous people 27.7%; 64 72.3%; 167 61.0%; 141 

100-200 thous peole 13.4%; 31 86.6%; 200 71.9%; 166 

200-500 thous people 22.6%; 26 77.4%; 89 59.1%; 68 

Above 500 thous 

people 
17.2%; 87 82.8%; 420 66.5%; 337 

Senior managerial 

position 

5.647; 3; 0.130; 

0.058 

33.3%; 14 

5.664; 3; 0.129; 

0.058 

66.7%; 28 

1.561; 3; 0.668; 

0.030 

59.5%; 25 

Middle-level 

managerial position 
23.3%; 27 76.7%; 89 69.0%; 80 

Lower-level 

managerial position 
19.6%; 29 80.4%; 119 66.2%; 98 

Non-managerial 

position 
19.5%; 270 

80.5%; 

1,116 
64.5%; 894 
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Table 6. First form of employment in different groups – education, type of bank, age 

 

Group 

Indefinite employment contract; 

%; number of answers 

All flexible forms of employment 

together; %; number of answers 

Fixed term contract; %; number of 

answers 

Chi-squared; df; 

significance; Phi 

Yula/ V Cramera 

answers 

Chi-squared; df; 

significance; Phi 

Yula/ V Cramera 

answers 

Chi-squared; df; 

significance; Phi 

Yula/ V Cramera 

answers 

University (major in 

economics) 

36.657; 5; 0.000; 

0.145 

18.8%; 156 

4.800; 1; 0.028; 

0.054 

81.3%; 676 

26.195; 5; 0.000; 

0.123 

67.5%; 561 

University (other) 15.0%; 71 85.0%; 401 69.1%; 326 

High school (major in 

economics) 
30.8%; 78 69.2%; 175 53.4%; 135 

High school (other) 24.0%; 42 76.0%; 133 62.3%; 109 

Vocational education 100.0%; 2 0.0% 0.0% 

Elementary education 0.0% 100.0%; 2 100.0%; 2 

Commercial bank 1.509; 1; 0.219; 

0.030 

19.4%; 242 1.458; 1; 0.227; 

0.029 

80.6%; 

1007 
4.699; 1; 0.030; 

0.053 

63.7%; 795 

Cooperative bank 22.1%; 100 78.0%; 354 69.3%; 314 

Banks with majority of 

national capital 7.943; 1; 0.005; 

0.069 

23.2%; 198 
7.873; 1; 0.005; 

0.069 

76.8%; 655 
1.065; 1; 0.302; 

0.025 

63.4%; 540 

Banks with majority of 

foreign capital 
17.7%; 143 82.3%; 667 65.8%; 533 

35 years and under 36.705; 5; 0.000; 

0.145 

9.4%; 85 132.135; 1; 

0.000; 0.272 

90.6%; 817 11.533; 1; 0.001; 

0.080 

69.0%; 622 

Above 35 years old 31.3%; 276 68.7%; 606 61.3%; 540 

 

Source: own computations based on the survey data. 

 

Table 7. First form of employment in different groups – work experience 

 

Group 

Indefinite employment contract; %; 

number of answers 

All flexible forms of employment 

together; %; number of answers 

Fixed term contract; %; number of 

answers 

Chi-squared; df; 

significance; Phi 

Yula/ V Cramera 

answers 

Chi-squared; df; 

significance; Phi 

Yula/ V Cramera 

answers 

Chi-squared; df; 

significance; Phi 

Yula/ V Cramera 

answers 

7 years work 

experience with 

current employer and 

under (median) 108.567; 1; 0.000; 

0.247 

10.3%; 92 

108.303; 1; 

0.000; 0.246 

89.7%; 799 

6.850; 1; 0.009; 

0.062 

68.1%; 607 

Above 7 years work 

experience with 

current employer 

(median) 

30.2%; 269 69.9%; 624 62.2%; 555 

10 years and under 

work experience in 

banking (median) 117.813; 1; 0.000; 

0.257 

10.9%; 107 

117.495; 1; 

0.000; 0.257 

89.1%; 874 

16.516; 1; 0.000; 

0.096 

69.3%; 680 

Above 10 years work 

experience in banking 

(median) 

31.7%; 254 68.4%; 549 60.1%; 482 

12 years and under 

total work experiance 

(median) 125.861; 1; 0.000; 

0.266 

9.4%; 83 

125.581; 1; 

0.000; 0.265 

90.6%; 797 

9.193; 1; 0.002; 

0.072 

68.6%; 604 

Above 12 years total 

work experience 

(median) 

30.8%; 278 69.2%; 626 61.8%; 558 

 

Source: own computations based on the survey data. 
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The thesis also corroborated that (in the case of current form of employment): flexible forms of employment 

occur less often in managerial positions than in non-managerial ones. Managers were more often than non-

executives employed under indefinite employment contracts. For example, up to 92.5% of senior managers and 

only 69.1% of non-managerial employees were employed on the basis of indefinite employment contracts. 

Employment under the indefinite employment contract is the prevailing form of employment for managers. The 

analysis clearly separates senior managers from non-managerial employees, the two being at opposite poles with 

reference to the method of employment. The Green Line report also indicates that flexible forms of employment 

are relatively rarely used in managerial positions (Zielona Linia 2011). Other results were obtained by Bąk-

Grabowska and Jagoda. Empirical studies conducted among 397 empoployees at 49 enterprises in Poland 

confirmed that management staff is less than other workers employed on the basis of contract of employment and 

more often on the basis of self-employment. At the same time they are almost never employed on the basis of 

civil-law contract (2016). One can suspect that bank managers are employed on more stable terms than employees 

in other sectors. In addition, the specificity of the bank as a public trust institution forces (at least in theory) a 

greater bond between the employee and the bank. With respect to education, it has been noted that there are 

differences between people with economic education and non-economic one (regarding both the first and the 

current forms of employment). Employees with economic education were employed under flexible forms of 

employment less often than their non-economic counterparts. Simultaneously, they were hired more often on the 

basis of indefinite employment contracts. Whereas in the case of the first contract of employment, the differences 

in the responses did not exceed 10 percentage points, this usually slightly increased in time with respect to the 

current employment contract. The conclusion is that it pays off to have economic education working at bank, 

which is conducive for employment stability. The type of education (economic vs. non-economic) has become 

increasingly important for forms of employment. Economic education gave employees greater stability. One may 

suspect that employees with economic education are the core of employees, and those who do not have economic 

education can assume supporting roles (and undertake auxiliary activities). This would be consistent with the 

concept of shamrock organization by Ch. Handy (2014). The shamrock organization model is a leaf shape 

symbolic representation with three types of workforce (core staff, contractual fringe, consultancy). Probably 

workers with different education level represent different "leafs". Its relation however require confirmation by 

additional studies. 
Table 8. Current form of employment in different groups – gender, size of locality, seniority 

Group 

Indefinite employment contract; %; 

number of answers 

All flexible forms of employment 

together; %; number of answers 

Fixed term contract; %; number of 

answers 

Chi-squared; df; 

significance; Phi 

Yula/ V Cramera 

answers 

Chi-squared; df; 

significance; Phi 

Yula/ V Cramera 

answers 

Chi-squared; df; 

significance; Phi 

Yula/ V Cramera 

answers 

Female 1.761; 1; 0.185; 

0.033 

72,9%; 874 1.696; 1; 0.193; 

0.032 

27.2%; 326 3.159; 1; 0.075; 

0.044 

22.1%; 265 

Male 69.6%; 304 30.4%; 133 26.3%; 115 

Up to 50 thous people 

50.419; 4; 0.000; 

0.173 

80.5%; 491 

49.948; 4; 0.000; 

0.173 

19.5%; 119 

27.491; 1; 0.000; 

0.128 

17.5%; 107 

50-100 thous people 78.0%; 184 22.4%; 53 19.1%; 45 

100-200 thous peole 65.0%; 147 35.0%; 79 29.6%; 67 

200-500 thous people 63.2%; 67 36.8%; 39 32.1%; 34 

Above 500 thous 

people 
64.3%; 320 35.7%; 178 27.1%; 135 

Senior managerial 

position 

26.427; 3; 0.000; 

0.126 

92.5%; 37 

26.583; 3; 0.000; 

0.126 

7.5%; 3 

21.722; 3; 0.000; 

0.114 

2.5%; 1 

Middle-level 

managerial position 
81.3%; 100 18.7%; 23 13.8%; 17 

Lower-level 

managerial position 
82.2%; 120 17.8%; 26 17.8%; 26 

Non-managerial 

position 
69.1%; 939 30.9%; 420 25.4%; 345 

Source: own computations based on the survey data 
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Table 9. Current form of employment in different groups – education, type of bank, age 

Group 

Indefinite employment contract; %; 

number of answers 

All flexible forms of employment 

together; %; number of answers 

Fixed term contract; %; number 

of answers 

Chi-squared; df; 

significance; Phi 

Yula/ V Cramera 

answers 

Chi-squared; df; 

significance; Phi 

Yula/ V Cramera 

answers 

Chi-squared; df; 

significance; Phi 

Yula/ V Cramera 

answers 

University (major in 

economics) 

29.719; 5; 0.000; 

0.132 

76.2%; 634 

29.975; 5; 0.000; 

0.133 

23.9%; 199 

16.871; 5; 0.005; 

0.099 

20.9%; 174 

University (other) 65.2%; 304 34.8%; 162 29.0%; 135 

High school (major in 

economics) 
78.0%; 184 22.0%; 52 17.8%; 42 

High school (other) 63.5%; 106 36.9%; 62 25.7%; 43 

Vocational education 100.0%; 2 0.0% 0.0% 

Elementary education 100.0%; 2 0.0% 0.0% 

Commercial bank 19.259; 1; 0.000; 

0.107 

69.0%; 847 19.443; 1; 0.000; 

0.108 

31.1%; 382 9.791; 1; 0.002; 

0.077 

25.4%; 312 

Cooperative bank 79.9%; 354 20.1%; 89 18.1%; 80 

Banks with majority 

of national capital 16.582; 1; 0.000; 

0.101 

76.5%; 641 
16.545; 1; 0.000; 

0.100 

23.6%; 198 
7.605; 1; 0.006; 

0.068 

20.3%; 170 

Banks with majority 

of foreign capital 
67.5%; 539 32.6%; 261 26.0%; 208 

35 years and under 169.835; 1; 0.000; 

0.311 

58.4%; 516 171.331; 1; 

0.000; 0.312 

41.7%; 369 123.129; 1; 

0.000; 0.265 

34.1%; 301 

Above 35 years old 86.3%; 754 13.7%; 120 11.8%; 103 

Source: own computations based on the survey data. 

 

Table 10. Current form of employment in different groups – experience 

Group 

Indefinite employment contract; %; 

number of answers 

All flexible forms of employment 

together; %; number of answers 

Fixed term contract; %; number 

of answers 

Chi-squared; df; 

significance; Phi 

Yula/ V Cramera 

answers 

Chi-squared; df; 

significance; Phi 

Yula/ V Cramera 

answers 

Chi-squared; df; 

significance; Phi 

Yula/ V Cramera 

answers 

7 years work 

experience with 

current employer and 

under (median) 222.651; 1; 0.000; 

0.356 

56.1%; 486 

222.025; 1; 

0.000; 0.355 

43.9%; 381 

158.451; 1; 

0.000; 0.300 

35.8%; 310 

Above 7 years work 

experience with 

current employer 

(median) 

88.0%; 784 12.1%; 108 10.5%; 94 

10 years and under 

work experience in 

banking (median) 168.296; 1; 0.000; 

0.309 

59.6%; 572 

167.613; 1; 

0.000; 0.309 

40.4%; 388 

125.492; 1; 

0.000; 0.267 

33.3%; 319 

Above 10 years work 

experience in banking 

(median) 

87.5%; 698 12.6%; 101 10.7%; 85 

12 years and under 

total work experiance 

(median) 170.950; 1; 0.000; 

0.312 

58.0%; 499 

170.487; 1; 

0.000; 0.311 

42.0%; 362 

131.603; 1; 

0.000; 0.274 

34.8%; 299 

Above 12 years total 

work experience 

(median) 

86.0%; 771 14.1%; 127 11.7%; 105 

Source: own computations based on the survey data. 
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In case of the current form of employment, it turned out that commercial banks more often than cooperative ones 

tap flexible forms of employment and concurrently less often use indefinite employment contract. This can be 

explained by the more corporate nature of commercial banks, another way of managing them and a different 

organizational culture of these two types of banks (2008). The staff at commercial banks are younger, they have 

less seniority (shorter length of service with the current employer) in banking and shorter total work experience 

(The average age of an employee at commercial banks was 35.03 and at cooperative banks 41.16 (F=34.218, 

p=0.000, t=-10.811, df=647.934, p=0.000). The average length of work experience with current employer at 

commercial banks was 8.32 and at cooperative banks 13.96 (F=87.746, p=0.000, t=-9.583, df=590.630, p=0.000). 

The average length of work experience in banking at commercial banks was 10.58 and at cooperative banks 15.99 

(F=105.328, p=0.000, t=-9.127, df=611.426, p=0.000). The average length of total work experience at 

commercial banks was 13.37 and at cooperative banks 19.28 (F=75.984, p=0.000, t=-9.748, df=648.432, 

p=0.000)). In addition, they are rarely absent from work, which reflects a higher level of employee discipline than 

of those who work in cooperative banks (The average number of days absent from work in the last year (not 

including annual leave) at commercial banks was 9.5 and at cooperative banks 14.13 (F= 7.441, p=0.007, t=-

2.054, df=203.778, p=0.041).  

 

For both the first and the current forms of employment, it turned out that banks whose majority shareholders are 

foreign investors, make use of flexible forms of employment more often than ones owned by domestic capital. 

This is due to the fact that all cooperative banks in Poland have majority domestic capital, whereas most of 

commercial banks are predominantly owned by foreign investors (The average age of an employee at banks with 

majority of national capital was 38.82 and at banks with majority of foreign capital 34.21 (F=43.076, p=0.000, 

t=10.020, df=1642.829, p=0.000). The average length of work experience with current employer at banks with 

majority of national capital was 11.82, and at banks with majority of foreign capital 7.74 (F=94.161, p=0.000, 

t=9.213, df=1567.994, p=0.000). The average length of work experience in banking at banks with majority of 

national capital was 14.11 and at banks with majority of foreign capital 9.85 (F=97.386, p=0.000, t=9.493, 

df=1599.274, p=0.000). The average length of total work experience at banks with majority of national capital 

was 17.08  and at banks with majority of foreign capital 12.621 (F=77.751, p=0.000, t=9.340, df=1659.010, 

p=0.000). The average number of days absent from work in the last year (not including annual leave) at banks 

with majority of national capital was 10.84 and at banks with majority of foreign capital 10.05 (F=1.466, p=0.226, 

t=0.498, df=685, p=0.619). 

 

Women are slightly less likely than men to be employed at the beginning of their careers within the framework of 

flexible forms of employment. If we assume that a typical employment contract for an indefinite period is the 

safest and most desirable form of employment, it undermines the argument of discrimination against women at 

the workplace. Simultaneously, the gender (female) is positively associated with higher job insecurity (Ištoňová 

and Fedáková 2015). Muster's research confirms that Polish women choose flexible forms of employment because 

they allow them to combine the role of mother and employee. At the same time, they give less respect and social 

respect (2012). Discrimination against women in banks requires further analysis, however. 

 

The results obtained in relation to the size of the employees’ branch locality are varied. Its interpretation requires 

a broader analysis. 

 

New questions arose in the next analysis of the forms of employment: is the first employment based on a 

particular form of employment favouring this form of employment in the future? Or is the first employment 

within the framework of the flexible forms of employment conducive to further employment on the same basis?  

 

In other words, will the persons who were employed under a flexible form of employment have a real chance of 

subsequent employment under a contract of employment for an indefinite period? Due to the small sample size in 
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the case of flexible forms of employment, and due to the lack of statistical significance in the case of fixed-term 

contracts, one can draw conclusions from table 11 only to a limited extent.  

 
Table 11. Correlations of first and current forms of employment 

 

 Chi-squared df significance Phi Yula 

Fixed term contract – first and current 0.364 1 0.547 0.015 

Indefinite employment contract – first and current 13.524 1 0.000 0.091 

Contract of mandate, contract for specific work – first and current 262.462 1 0.000 0.401 

Agency agreement – first and current 521.827 1 0.000 0.565 

Work contracting – first and current 27.980 1 0.000 0.131 

Self-employment – first and current 480.375 1 0.000 0.542 

Job sharing – first and current 302.807 1 0.000 0.431 

Probationary period contract, replacement employment contract – first and current 39.829 1 0.000 0.156 

On-call employment – first and current 0.001 1 0.980 0.001 

All flexible forms of employment together – first and current 12.951 1 0.000 0.089 

 

Source: own computations based on the survey data. 

 
It is important that only a small part of people who are employed at banks for the first time for an indefinite 

period, will further be employed under this form (0.091 correlation). It means that the change in the forms of 

employment is really possible. At the same time, it should be remembered that the elasytical forms of 

employment differently than in the past are also used in the case of employment of specialists (Muster 2012) and 

the banking sector is specific and many banks offer the possibility of developing, according to the specific 

promotion paths related to training (Davydenko, Kaźmierczyk, Romashkina, Żelichowska, 2017). 

 

Conclusions 

 

The carried out analysis allowed us to assess the popularity of flexible forms of employment in banks and 

compare its levels in different social groups. There are gropus of emploees or groups of banks caracterised by 

sporadic flexible forms of employment (senior managerial position 7.5%; university education (major in 

economics) 23.9%; cooperative bank 20.1%; banks with majority of national capital  23.6%; above 35 years old 

13.7%; above 7 years work experience with current employer 12.1%; above 10 years work experience in banking  

12.6%; above 12 years total work experience 14.1%). Moreover, the conducted study confirmed the posed thesis, 

namely that flexible forms of employment are more common among young people, who are at the beginning of 

their professional career, than among workers with seniority. This thesis has been confirmed both with regard to 

the employees' first and the current form of employment. It is important that flexible forms of employment are 

more popular among young people with less work experience at the present employer, less experience in banking 

and less job seniority in general.  

The results of the empirical analysis also support the second thesis, which assumed that flexible forms of 

employment are less frequent among managerial staff. The higher a banker's position on the career ladder, the 

more likely he or she is to enter into the traditional employment contract for an indefinite period of time rather 

than one of the flexible forms of employment. This thesis has been confirmed only in relation to the current form 

of employment. All employees, including future managers, are more likely to enter into flexible forms of 

employment when at the beginning of their career. 

A number of areas that require further in-depth analysis have emerged from this study. For example, females at 

the beginning of their professional career are slightly less likely than males to be employed in flexible forms of 

employment. This counters the expected argument, especially in the context of the discrimination of females on 

the labour market. Another area that requires further research is the influence of the size of the banks' locality on 

the use of flexible forms of employment.  The relevant data obtained are inconclusive.  
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All the empirical analysis based on sample of bank employees in Poland, thus the results could not be the same in 

different countries and professional groups. Moreover, bankers are only a part of the financial sector workers and 

react in different way to the business cycle changes. It will be interesting to study flexible forms of employment 

in a conditions of business crisis. It requires survey of employees in different phases of business cycles. Probably 

some new insights considering flexibility could be reached by analysing psychological stress and job insecurity 

of workers. Furthermore, the results obtained in relation to the size of the employees’ branch locality requires a 

broader analysis. The relationship between flexible forms of organisation, shamrock organization by Ch. Handy 

and education level also requires confirmation by additional studies.  

Banks in Poland (especially the commercial ones and banks with the majority of foreign capital) commonly make 

use of flexible forms of employment. In view of the above-mentioned social changes and the increasing 

importance of young employees [on the job market], the following questions arise: What are their expectations? 

Do they really want flexible forms of employment? Would they not prefer to have a stable job, which would give 

them the opportunity to take out a mortgage? 
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