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Abstract: In Portugal, unemployment is high when we compare with other countries and companies do not
develop strategies to retain the best employees inside. It is clear that employees are a key part of a company's
success, so organizations should look for better ways to hire new talent for business, as well as seek ways to
keep the best brains by identifying antecedent variables of commitment of employees. Thus, this study is a
contribution to the investigation by the identification of key variables in the commitment of the worker and in
the environment of continuous improvement in the companies. Through a study applied to 97 employees, the
results show that leadership is the main antecedent of the continuous improvement environment in companies.
In addition, this study identifies the worker's well-being and the work-life balance as the major antecedents of
the workers' commitment.
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. Introduction

Today, quality is a very used term in companies. This is associated with the quality of the product, but
also with the quality of the processes. The search for improved customer service is seen as a critical factor in
organizations. [4] and [34] indicate that is the development of new solutions that aims to achieve more efficient
operations and an superior performance. By the response to the present challenges, globalization and intense
competition, it is useful improve companies to open new markets and create greater customer loyalty.

In this context, the feed manufacturers are in a context of aggressive price competition. This context is
more agressive by the reduction in the number of existing clients, the abandonment of the small farmer's
agricultural activity and the concentration of activity in larger companies. In addition, the market for animal
feed has been declining and smaller companies are experiencing difficulties [21]. With this view, the study
presented here aim evaluate the impact of the effects of human resources variables in continuous improvement.
So, Leadership emerges as an influencer of the business team in order to guide efforts for continuous
improvement [12], [31]. The importance of leadership in organizations is high and therefore it is through
effective leadership that an organization can significantly improve. Employees are part of the process of
continuous improvement in companies and it is they who improve customer service, so employee well-being
and work-life balance can improve companies. Considering the challenges, this study aims to study the effects
of leadership, worker well-being and work-life balance in continuous improvement in industrial enterprises of
compound feed production.

Il. Literature Review

In literature review we saw leadership style is important because it improves employee relationships,
improves organizational culture, and improves performance in organizations. Without followers there are no
leaders and the leadership means that there is a relationship between leaders and their followers [33]. Leadership
in organizations is sometimes confused with top management. However, at the organizational level, there are
some leaders who are not managers of companies and, in some organizations, top managers are not seen as
leaders, or their followers do not exist.

Although there are leaders with different profiles in organizations, the most successful leadership is the
one with the most followers, so the success of leadership is done by the number of followers. However, the
existence of a greater or lesser number of followers depends on their perception of the actions performed by
their leaders. The ability of leaders is to mobilize and influence their followers to act consistently with
motivation and dedication in order to achieve the established objectives [28]. The leaders have the role to instill
principles and responsibilities that motivate their followers to work with interest [31].

Thus leadership is assumed as one of the key variables in management. In this sense, leadership in
organizations can lead the organization to success or lead to failure. It is the leaders who are assigned the
responsibility of mobilizing their teams in order to achieve organizational goals, whereby the leader’s profile
has been discussed in the literature over the years.
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The authoritarian profile is a type of leader who reflects characteristics of paternalistic control and
submission to authority which, according to [10] the leader considers that the employees do not have ambition.
The authoritarian profile is a type of leader who reflects characteristics of paternalistic control and submission to
authority which, according to [10] the leader considers that the employees do not have ambitions and, in
general, will have to carry out the tasks through co-acted form. The participatory leader is a type of leader who
involves the subordinates although the final decision is yours.

Organizational leadership builds on relationships, and the relational leader assumes that there are
interactions between people that depending on the context, relationships can create value. So the leadership can
be understood as a part of values such as love, motivation, attitudes, beliefs, ethical values and moral values.
Leaders are associated with context factors that are considered a key element in motivating employees. It is the
leadership in organizations that seeks, through its style of action, to create harmony in teams, improving the
team spirit in organizations. Leadership style is seen as effective when organizations want to motivate their
teams. According to [1], the existence of a work-life balance will have improvements in the performance of the
companies. Work-life balance has been conceptualized as an important phenomenon in the literature and is
defined as the satisfaction of the interconnection between good performance at work and the accomplishment of
personal tasks with the least conflict. In addition, Work-life balance is seen as the ability to maintain the balance
between paid work and personal life beyond that work [29].

Gender is usually a variable that appears associated with work-life balance-related conflicts. Although
there is a lot of literature that indicates that gender is irrelevant to the work-life balance for working women we
recognize the existence of the impact. Because of their role in society, the female gender has more conflicts
between the personal life and the professional life, and in this sense, it is common to see that the family
commitment hinders to a large extent the development of the business career [1]. The role of social support or
back-up support in employees has grown in the importance of factors that influence worker performance and
organizational commitment.

The conflict between roles (home and work) is negatively correlated with job satisfaction, career
satisfaction, and positively with increased stress, depression and physical illness [16]; [28]. To improve the
balance between the professional and personal tasks of workers, some companies offer a range of benefits.
There is the possibility, in some organizations, of job sharing, working in flexible hours, family assistance,
childcare at the workplace, support groups for working parents, laundry facilities, canteen facilities. Human
resource professionals know that people are at the heart of organizations. People promote innovations,
creativity, and intangible contributions to organizations, and to maximize the success of organizations, it must
have a climate that supports their performance, but also the welfare of its employees [19].

Recent research has shown that concern for worker health, worker behavior and the value of human
capital are related. In a simpler way, it can be said that workers' well-being affects their performance and affects
their rates of absenteeism in companies, so developing worker well-being will result in higher productivity [18];
[28].Today, knowledge about the well-being involves a broad concept that includes health and care for the other.
This integration approach of welfare, businesses, may be associated with the welfare of workers.

Workers' well-being typically includes some dimensions such as [19]:

»  Physical health including the improvement of workers' health;

+  Emotional health associated with resources to balance the worker with others;
»  Financial health that is defined as the freedom and success of workers.

Companies are integrated different types of people with different interests. The existence of these
interests is distinguished by how the worker is integrated into the organization and the way the worker sees the
organization as yours. The integration of employees in the company can be a very important variable in
determining the commitment of the employee to the company [18]. Organizations have goals and targets and the
workers intend to be in environments that feel more identified and comfortable. Thus, the worker's commitment
is defined in terms of feelings or emotional attachment. A worker's commitment to his or her organization can
be seen as a multidimensional construct that can be distinguished from definitions in the literature of
commitment. Of these components, the commitment can be distinguished between [13]; [26]; [28]; [33]:

«  Affective commitment that reflects some sort of emotional attachment to the organization;

+ Continuation commitment that is associated with the costs that the worker will have in leaving the
organization;

* Normative commitment that is related to the moral obligation to continue to collaborate with the
organization.

Nevertheless, the worker's commitment, regardless of its size, is associated with higher levels of
performance. Some authors indicate that the worker's commitment has as background demographics [3];[18];
[22]. However, increasing age positively influences the worker's commitment, by the lack of alternatives that
older workers have in the labor market, so these workers are more committed to the organizations where they
work.
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Moreover, the worker's expectations are also a variable to consider. Workers will be more committed to
the company if there is a clear correspondence between what the worker expects and what the company can
offer. In addition to the listed variables, some authors report that the quality of the relationship between
managers and their workers is related to the development of commitment. Employees who have good
relationships with managers will be more committed to the organization. In addition, effective communication at
work is an essential ingredient in business performance [26].

Therefore, this study seeks to test the following research hypothesis:
H1: Leadership has positive effect on worker's commitment

Training is an important part of the commitment process with the company. The existence of
recognition of workers' needs in growing the organization to the intellectual level and recognition of efforts by
companies to seek more appropriate training to people's needs can be an important step to increase the
commitment of employees in undertakings [6]. In this follow-up, also communication with colleagues provides
an emotional attraction to the workplace, so the existence of a fruitful communication in the workplace increases
in part the commitment of workers [18].

There is argument in the literature for employees that the existing justice in the organization is part of a
way to build commitment. Justice is related to the concept of trust and this trust will cause a higher level of
commitment to the organization where it collaborates, which can increase performance in the organization.
Furthermore, the existence of promotional policies, acknowledgment is associated with higher levels of worker
involvement. The development of employees and recognition of the efforts will create a climate conducive to
improve the level of relationship between organization and employee. Beyond the listed variables, job
satisfaction is seen as a variable with effects on behavior and worker commitment. Employees who enjoy their
jobs will continue to be attracted to continuing to work in a company which implies a greater commitment to the
organization.

Therefore, this research will seek to test the following research hypothesis:

H2: Workers' welfare has positive effects on their commitment to the company

Commitment comes as an acceptance of the employee's goals and values of the company and the willingness to
continue as a member of the organization, stresses that work-life balance improvement programs try to raise
commitment to the organization [11], [20].

Thus, this study will try to evaluate the following research hypothesis:

H3: The balance between work and personal life has positive effects on the commitment of the worker to the
companies

The companies intend to be the best in their business, however, the ambitions must be realistic according to the
resources of the company, so the need to reach the optimum must be realized incrementally. Thus reaching the
desired future state depends on steps achieved through small steps [3]; [30]. In companies, the improvement can
have as a consequence the reduction of waste, smaller dimensions of re-work, customer satisfaction, employee
satisfaction and gain a competitive advantage with other companies. For this reason, continuous improvement
initiatives have been increasing in companies from day to day.

Through a high growth of business complexity, in organizations it is not the processes that make
difference in competition but the ability to continually improve them. Therefore, [2] report that continuous
improvement is defined as the systematic effort to look for new ways of doing the same work. According to the
literature continuous improvement is an approximation to represent efforts to seek and apply new forms of
Improve the operations of a company [2], making changes to the processes causing improvements. Processes are
referred to as desiring sequences of tasks, from the transformation of materials to the exchange of information.
Continuous improvement implies a set of practices and tools that are used in the execution of operations.

The focus of continuous improvement may arise through some of the following dimensions [3]; [30]:

*  Process - transformations or modifications of added value to the product carried out at the process level

»  Coordination - transformations in the flow of materials and information throughout the company's factory
or set of factories

« Technology - transformation in the technology used in productive operations, either through the exchange
of equipment or even through the reconfiguration of existing technology;

»  People - degree of involvement with improvement initiatives in a concerted way

»  Product innovation - product-level transformations (re-design, concept, packaging) over a long sustainable
period

The benefits of a committed workforce can be reflected in increased employment performance,
profitability for the company, the increase in sales, decreased productivity breaks, reduced absenteeism and
reduced intention to leave the company. In implementing a total quality management system, it is important to
involve all employees in order to develop skills that are fundamental to the process of behavioral, personal and
organizational change that total quality management requires. Leadership emerges as a way for a person to act
that guides individuals in order to achieve goals in an organization [4]; [12].
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Thus, this study will try to evaluate the following hypothesis of investigation:
H4: Leadership has positive effects on continuous improvement

Employees should be the innovators of the processes that, through their competence, will be able to
obtain better results in the company's performance. Recent research has indicated that the well-being of
employees is critical to continuous improvement continue to exist. Thus, as suggests [5], the welfare of
employees suggests that they have availability to stay aligned with the company's practices and thus to the
business environment.
So, this study will try to evaluate the following hypothesis of investigation:
H5: Workers' well-being has positive effects on continuous improvement

Employees in firms that have greater stability in their lives will be more available to suggest
improvements in the firm [34]. [1] emphasizes that the programs that exist in the companies for a better Work-
life balance can improve the processes.
Therefore, this study will seek to evaluate the following research hypothesis:
H6: Greater work-life balance, greater organizational improvements
Following the deduction of hypotheses, we present the conceptual model (fig. 1) that through the appropriate
methodology is intended to test the research hypotheses.

|

Work-life
balance

Continuous
Improvement

Worker commitment

Figure 1 — Conceptual model

I11. Methodologies

The hypotheses were tested on a sample consisting of employees of industrial companies whose
business focuses on the production of compound feed for livestock. This sector has seen sales fall over the last
few years, the meat consumption reduction that has been witnessing. This reduction in meat consumption is due
to the fact that there are growing concerns about food and health by changing the food pyramid of the
Mediterranean diet.

Therefore, the objective of this study is to analyze the variables with impact on continuous
improvement in order to understand the variables that can improve the optimization of the company. On the
other hand, the objective of the study also aims to analyze the variables that impact the commitment of workers
to organizations in which collaborate. Thus, the sample of 97 workers that served as the basis for the analysis of
the results is composed of workers from the companies contacted during the year 2014, who accepted to respond
to the questionnaire. This questionnaire was self-administered, filled out immediately after it was delivered, and
doubts about the issues debated at the time they arose.

workers %
Gender Male 80 82,5%
Female 17 17,5%
Education Basic 57 58,8
Secundary School 34 35,1%
High Level 6 6,2%
Age under 30 years old 18 18,6%
between 31 and 40 years old 15 15,5%
between 41 and 50 years old 27 27,8%
between 51 and 60 years old 32 33,0%
More than 60 years old 5 5,2%

Table 1: Sample characterization
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From the sample it is emphasized that this is mostly composed of men, aged between 30 and 50 years,
in most cases. In terms of education, it appears that most of the workers have qualifications at the level of basic
education (Table 1). The data obtained through the questionnaire were subjected to statistical treatment and this
statistical treatment was developed in three main stages:

* Analysis and Purification of scales;
»  Evaluation of the overall measurement model;
»  Evaluation of the structural model.

In the first step, through an exploratory analysis, the study began for rating items in the study. In order
to do so, a refinement of the scales was carried out in order to analyze its validity and consistency. This step was
carried out by analyzing the correlation between each item in the set of items that constitute the scale. This
analysis adopted the traditional approach of [8], with the objective of finding a set of items that demonstrate its
dimensionality. In this step, an exploratory factorial analysis was performed, followed by an analysis of the
Chronbach Alpha coefficients of the extracted factors [9];[17].

Thus, we analyzed the dimensionality of each scale, proceeding to the exploratory factor analysis. This
factorial analysis consists of a set of statistical techniques that seeks to explain the correlation between the
observable variables, simplifying the data by reducing the number of variables necessary to describe them. This
type of analysis presupposes the existence of a smaller number of unobservable variables underlying the data
(factors), which express what is common in the original variables, allowing to evaluate the validity of the
variables that constitute the factors, indicating whether or not they measure the variables [27]. Thus, it was
possible to analyze the correlation structure of the items through the exploratory factor analysis. This
exploratory analysis sought to obtain factors common to the items through an orthogonal rotation - varimax and
extracting the number of factors whose mean variance explained was above 50% as suggested by the literature
[17]; [27]. This exploratory stage identified items whose relationship with the latent variables was weak, so that
the items did not present higher correlation of 0.50 with the construct that sought to measure were eliminated
from the study because they are not responsible for, at least, 25% of the explanation of the concept [27]. After
exploratory factor analysis and before testing the structural model model must first be examined on the
measures that make up the concepts in a comprehensive manner.

This analysis should be done to evaluate whether the measurement model adequately describes the data
collected from the sample and to evaluate if the concepts are reliable [25]; [32]. The analysis of the concepts
that make up the model of global measures reveals that the concepts under study have factorial validity. This
arises because the standardized coefficient obtained for each item to be greater than 0.5 in all items that measure
the constructs [14];[17], as shown in Table 2: measurement model results In addition, to assure factorial
validity, it will be necessary to evaluate Student's t values, which show that the items used to measure the
constructs are significant at p <0.01. Thus, it is considered that the measurement model has validity. Since the
factorial validity is checked, we follow by the evaluation of convergent validity. This analysis seeks to evaluate
whether a variable is being measured properly for their items. Thus, following the literature [17]; [24]; [25] and
by analysis of table 2: Measurement Model Results. It is verified that the composite reliability is higher than 0.7
as suggested in literature [14] and also the mean extracted variance is greater than 0.5 in all constructs, so we
concluded by the global measurement model validity.

Table 2: Measurement model results

Average Variance Composite Cronbach

Mean Std Dev. » t Values e)?tracted reliagility Alpha

Leadership 0,657 0,882 0,833
Leader 01 3,321 0,983 0,868 30,165
Leader02 3,393 1,031 0,878 31,227
Leader03 3,536 0,881 0,870 34,305
Leader04 2,500 1,000 0,591 6,798

Well Being 0.719 0.885 0.804
Well Being 01 3,286 0,976 0.750 9.798
Well Being 02 3,321 1,020 0.899 36.974
Well Being 03 3,393 0,875 0.888 33.073

Work life balance 0.774 0.911 0.854
Worklife01 3,393 1,100 0.895 31.087
Worklife 02 3,393 1,066 0.884 21.533
Worklife 03 3,571 0,959 0.860 23.468

Worker’s commitment 0.768 0.869 0.699
Comm01 3.964 0.744 0.885 8.924
Comm02 4.500 0.694 0.869 14.535

Continuous Improvement 0.721 0.886 0.806
Improv0l 3.929 0.875 0.866 45,727
Improv02 3.857 0.803 0.869 28.897
Improv03 3.929 0.663 0.811 26.820
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Since the factorial validity Convergent validity is verified, the evaluation of the overall model measures
continued with the analysis of discriminant validity. Thus, as a third step in the evaluation of measures model
was followed by the analysis of discriminant validity trying to evaluate whether the measurement model, the
concepts that make this model will be distinct from each other.Thus, by analyzing table 3, it is verified that the
mean extracted variance, whose values are presented in the main diagonal, is in all cases, superior to the square
of the correlations between the concepts under analysis. Therefore, there is evidence to conclude that the
concepts have discriminant validity. The discriminant validity arises as a prerequisite for a correct assessment to
the validity of the structural model, so that it may proceed with the analysis for the evaluation of the structural
model.

Table 3: Correlations - Discriminant validity

Leadership Well being Work life balanace | Commitment | Continuous improvement
Leadership 0,657
Well being 0,441 0,719
Work life balanace 0,268 0,248 0,774
Commitment 0,078 0,101 0,079 0,768
Continuous improvement 0,572 0,289 0,208 0,136 0,721

Note: Average Variance extracted (AVE) in diagonal

After the evaluation of the overall model measures, the methodology has by analyzing the structural
model, seeking to test the research hypotheses. In this context, an estimated parameter is consistent with the
theoretical considerations are significant in the investigation must be regarded as admissible, leading to the
research hypotheses are supported. As a complement, it should also be analyzed t Student’s value to evaluate
their statistical significance of the parameters to consider significant. In addition, associated with this analysis
should also consider the R? value for each structural equation considered, similar to that used in multiple linear
regression.

Leadership

Continuous
Improvement
(R?=10.,578)

Well being

Worker commitment
(R2=0,124)

‘Work-life
balance

Figure 2 — Structural model results

In Figure 2 - results of the structural model, the model extracted from SMART PLS software is
represented, where each coefficient intends to represent the relation between two concepts. The numbers
presented represent the intensity of the relationship, while the value within the circles represents the value R%
Thus, it can be verified by the results that the commitment of the workers in the companies is explained in part
(R? = 0,124) by the variables that have significant relations. Thus, there is an explanatory relationship between
workers' well-being and workers' commitment (f = 0.197, t = 1.970) and there is also a positive relationship
between work life balance and workers' commitment (f = 0.175; t =1.954).

It is also verified that the initiatives of continuous improvement are realized mainly through the
positive effects that the leadership demonstrates (p = 0.685; t = 6.594).

IV. Discussion

Through the presentation of the results, we will discuss them based on existing literature. The H1
research hypothesis seeks to evaluate the effect of leadership on worker commitment [15]. Although the
literature indicates that the relationship exists, this study does not support this hypothesis. Thus, no
corroboration of this hypothesis may be related to the vision of organizational leaders who are not seen as such,
ie, they do not have many followers in companies, so that the commitment does not appear as evidence. Thus,
this study does not allow to corroborate the H1 hypothesis. However, the well-being of workers is directly and
positively related to workers' commitment, which is corroborated by the H2 hypothesis. This relationship exists
because, according to the literature, a worker who feels good in the business environment will be more available
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to be satisfied with the company and the job, which translates into greater trust and commitment to the company
[15]. As in the previous case, H3 is evidenced by this study. This statistical support, evidenced by the results,
demonstrates that the existence of lower levels of conflict between personal and professional lives of employees
of enterprises, results in a larger relationship with the company and, consequently, a greater commitment to the
company [18]. Therefore, from the antecedent variables of continuous improvement only leadership has
significant direct effects. These results, this study follow other studies [12]; [23]; [31], such as, that indicate that
organizational leaders have the ability to continually improve organizational performance. This happens because
they are the leaders in the companies, through the harmony created in their teams that effectively improve the
companies and their processes. Thus, it will be permissible to say that through leadership in companies seeking
employees indicate opportunities for improvement, learn new working methods and develop teamwork. This
study corroborates the H4 hypothesis.

Hypothesis H5 is not supported by this study since the relationship between worker well-being and
continuous improvement does not have significant statistical evidence. These results may be associated to the
items that were used to measure workers' concept of well-being, which this concept is reflected in the physical
health care of the worker [19] and in the care of the other, which may not have direct effects on how corporate
employees seek to improve their organizational capabilities.

Continuous improvement does not appear to have significant direct effects of the work life balance.
This result may be associated with the way it views the work life balance. In this respect, gender is a variable
associated with conflicts between personal and professional life for the role that women play in society. In this
study, due to the characteristics of the sample, it is verified that the majority of respondents is male, which may
not have allowed more meaningful conclusions to be drawn. And then, the H6 research hypothesis is not
supported by this study, since the direct effects between work-life balance and continuous improvement are not
significant. In this regard, Table 4 shows the result of the confirmation of the hypotheses under study.

Table 4 — Hypotheses Confirmation

Hypothesis
H1: Leadership > Worker's Compensation Not Supported
H2: Workers '"Well-being - Workers' Commitment Supported
H3: Work life balance > Worker commitment Supported
H4: Leadership = Continuous Improvement Supported
H5: Workers' Welfare > Continuous Improvement Not Supported
H6: Work life balance = Continuous Improvement Not Supported

V. Conclusion

The purpose of this study was to analyze the variables with effects on the continuous improvement and
the commitment of the workers in the companies. From a theoretical perspective, this study has as contributions
to the scientific community corroboration of the hypotheses studied identifying organizational leadership as a
key variable of continuous improvement. This study also suggests that the workers' commitment has as
antecedents their well-being and the work life balance.

On a more practical level, further conclusions may be drawn. Companies may be offered practical
development options to improve employee commitment and their concern for continuous improvement and
according to the results of this study, to increase the levels of employee commitment in companies and they
should develop mechanisms to increase workers well-being. Thus, companies can create mechanisms to
improve the physical health of workers, in particular in the compound feed production companies, given that in
some sectors these companies, there is a lot of dust which causes a malaise on the part of the most sensitive
workers. In addition, companies can improve the emotional health of their workers by integrating workers in
their relationships with others. The limitations of this study highlights is the cross-sectional nature of the study
that may have been carried out in companies in times where the variables could not get the right results. In
addition, the characteristics of the sample may not have led to more comprehensive conclusions. From this
sample, it is important to identify that the interviewed public consists mainly of men of the masculine gender,
with ties to full-time companies and, in most cases, over 40 years of age, which may have influenced levels of
commitment. Thus, it will also be important to identify as a limitation the techniques of statistical analysis that,
by partial least squares analysis, may have limited conclusions. Thus, it is suggested that in the future other
studies in this field should be carried out, in which the limitations found by this research should be taken into
account. In this sense, it is suggested that future studies should examine the different types of commitment
between persons of the male gender and female gender in industrial companies. It may be important to study the
model proposed here in samples of people aged below 30 years old and people over 50 years old to more
meaningful conclusions. It may also be important to distinguish firms according to existing leadership styles and
draw conclusions from them.
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