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Abstract: The paper analyzes diachronically the evolution and complexity of tourist activity
in Acapulco, which was a very significant part of the history of Mexico in the 20th century
and even centuries before, it was configured as Mexican icon of tourism for the world. This
study is supported by evolution and complexity theories. The research presented is qualitative,
inductive, diachronic and hermeneutical; relies on heuristics, criticism and synthesis. Applied
materials were documentary, bibliographic and historical sources and statistical records on
tourist activity. It is concluded that Acapulco, throughout the evolution history, has been
an important factor in the economic, social and historical development, related to tourism,
arising as an enclave of freedom, fantasy, imagination and hedonism, located on a life cycle of
replenishment or rejuvenation in a sub-stage of stagnation although that is not what strategists, society and private initiative want, due changes in market behavior, complex actions are
demarcated, they are not sustainable but still are being applied.
Keywords: tourism, evolution, complexity

Introduction
Acapulco has been for centuries an iconic site due its contribution to the
history of Mexico, for some vestiges that anthropologists have considered
the oldest living on the American continent, for its role in Mexican War of
Independence, and Mexican Revolution, also for being an international pioneer of exclusive tourism, mass tourism, freedom, pleasure and seduction.
Tourist activity has been an ancient practice, but also a characteristic
dimension of modernity (Cuvelier, 2015). Acapulco is an international laboratory for growth, evolution and development of tourism infrastructure
and services. To understand what is happening with the tourist evolution
and complexity of a destination like Acapulco, it is necessary to refer to its
evolution from a theoretical and methodological perspective, considering
the concepts of leisure and tourism to understand a destination considered
a paradise and its evolution as an urban development binomial with a set of
traditional tourist destinations in which several important moments for national
economy, social movements and the consolidation of a beach destination
of international and national size have occurred.
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Reviewed Literature
The study is based on theories of evolution and complexity, Rivas-Tovar
(2009), refers to their effects on human beings, organizations, systems,
(products, services and tourist destinations), they tend to develop to grow
or evolve but also tend to fall into a state of entropy (state of disorder) and
at the same time still develop or evolve.
It is important to highlight ten fundamental notions to understand the
complexity theory: non-linearity, chaos, strange attractor, self-organization,
coevolution, emergence, networks, hierarchies, autopoiesis and complex
adaptive system (Rivas-Tovar, 2009).
Some authors, such as Beer (1972), explain that understanding the structure
of the system and its interconnections expound complexity; for Glouberman
and Zimmerman (2002) complexity exists in structure and results, Battram
(2001) in understanding behavior, Senge (1990) and Allen (2011) explain that
the classification of complexity is conceived in understanding the system,
structural models and behavior.
Tourism policy is an early subdivision of general economic policies and
has been the object of continuous theoretical debates that occur in the
economic theory of tourism, since researchers cannot forget that tourism
policy is a bridge to move from theory to practice (Pulido-Fernández, 2015).
The theory of complexity is like an emergent theoretical body, which
allows us to understand insufficiently explained phenomena and is the door
to understand the theory of chaos, fractals and concepts of integration and
difficult understanding in the social sciences, as strange attractors. The
complex system is one whose properties are not in their elements but in
their interactions (Rivas-Tovar, 2009).
The review of the economic evolution of the tourist destinations leads
us to the approach of Milton Friedman, who coined in 1965: Now we are all
Keynesians (Panitch and Gindin, 2015).
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According to Schumpeter (2008), in his book History of economic analysis,
the economy belongs to, essentially, a unique process through historical
time. No one can understand economic phenomena of a particular period,
neither the current time, unless they possess an adequate mastery of historical facts and a historical sense (Cuvelier, 2015).

Methods and Materials
Analyzing the evolution and complexity of the tourist activity in Acapulco in
a diachronic way is the objective of this research. The study has a qualitative
character (Martínez-Miguelez, 2004), analyzing diachronically (Abad, 2004;
De-Saussure, 1945) relevant events in the history of Acapulco, supported by
heuristics (Matute, 1999), criticism and the synthesis, as well as analyzing the
content of statistical tables and hermeneutics of them. The materials that
were used were bibliographic sources: an exhaustive review of documents
related to the subject has been realized to show how the concept of tourism
has evolved and developed.

Finding of the Investigation
Population Evolution
Since the federal route overture and due the beauty of Acapulco, the joint activities of the ludic, hedonic and service are developed in the sun, sea and sand
model, which are a determining factor for the economy of resident families
and the growth of a population from 5,768 inhabitants in 1921, to a population
of 21,239 inhabitants for the 1930 census, a growth of almost 300 percent.
In the following decades it is recorded (table 1) how the population growth
was gradually increasing, to 29,312 inhabitants in 1940, to 55,892 inhabitants in the census of 1950, to 81,967 inhabitants in the census of 1960, to
174,378 inhabitants according to the census of 1970, to 301,902 inhabitants
according to the census of 1980, to 515,374 inhabitants according to the
8
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census of 1990, to 620,656 inhabitants according to the 2000 census, to
78,991 inhabitants according to the 2010 census (Salgado and Alcaraz, 2012).
Table 1. Evolution of the population of Acapulco

Year

Habitants

1921

5,768

1930

21,239

1940

29,312

1950

55,892

1960

81,967

1970

174,378

1980

301,902

1990

515,374

2000

620,656

2010

789,971

Source: INEGI, 2010.

Diachronic of Acapulco
Acapulco is a human settlement with more than 2500 years of existence
(Clark, 1994). Evidence of this exists on the slopes of the bay and beyond
There are also petroglyphs and cave paintings that show the Olmec presence in its initial stage; with its sculpture of jaguar (Olmec symbol), which is
a monolith several meters high (Cabrera, 1990).
The presence and beginning of Mesoamerica’s mother culture are certified
in Acapulco, prior to their migration to the center of the country and after their
maturity stage in the Gulf of Mexico. Therefore, today it is possible to assert
that Olmecs (mother culture of the Americas) leave Acapulco towards the
east of Mexico (Reina and Manzanilla, 2005). Later Acapulco was populated
9
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by the Yopes, an ethnic group descent of Tlapanec that knew how to resist
the Aztec empire’s siege but Spanish conquest also; preferring death instead
of submission to invaders (Alessio, 1976).
The discovery of America and the Spanish conquest of continental lands
became the New Spain’s Colony, a privileged territory, rich in virgin lands,
natural resources and scenic beauty suitable for indigenous kings or emperors as for Spanish viceroys.
According to Escudero (1997), there are records from 1531 of the order
given by Cortés of the construction of a bridle path to communicate Mexico City with Acapulco, later the Viceroy Luis de Velasco y Castilla in 1592,
allowed a formal communication route, “the camino real”.
Acapulco served as basis point of the Spanish Empire for the exploration
of the “South Sea” and its route to the east. In 1565, Legazpi and Urdaneta
established, with the “turnaround”, the route to the Philippines, Acapulco was
then the only port in America with legal rights to trade with the East accepted
by the Royal Spanish Crown (Escudero, 1997).
With the Galleon from Manila (Benitez, 1991), colonists arrived for the
administration of the port and the construction of the fort that protected
the harbor and its merchants. Many characters from Asia took this route
to attend meetings with the kings of Spain and the Vatican in Italy such as
the Japanese mission of the Lord of Sendai in Japan. Later, Baron Humboldt arrived from South America to Acapulco on his way back to Europe
(Von-Humboldt, 1827), all of whom collaborated with the comments for the
port (Escudero, 1997).
In Mexico’s War of Independence, Acapulco was a scenario of battles
against the colony and the liberation of the nation. Independen rebel leaders
such as Morelos, Guerrero, Galeana´s Brothers and others besieged and
took the port (Gutíerrez, 1983).
In the Reformation wars (Separation of Church and State), Acapulco served
as a refuge on the Juan Álvarez’s farm to draft the Reformation laws (Gutiérrez,
1983), coming from different parts of the country and abroad, ideological
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collaboration and weapons, the creation of the Ayutla Plan (Illiades, 2000).
Later in Acapulco it was overlooked for a long time (Martínez-Miguelez, 2004).
There were unsuccessful attempts to improve roads from Acapulco to
Mexico city in the years 1842 to 1854, due to lack of resources. There were
new attempts later, however, the 1910 Mexican Social-Agrarian Revolution
made this impossible (Liquidano Doria and Liquidano, 1994).
During this new Revolution, Acapulco took part in the social movement, a struggle that will continue in the Agrarian Reform (Liquidano
Doria and Liquidano, 1994).
Acapulco was abandoned by the federal authorities provoking the local
Spanish merchants to appropriate its development, reproducing schemes
of colonial presentations, from the political, economic, social, religious and
judicial patterns (Martínez Carbajal, 2005).
It is until 1920, after the civil war when Álvaro Obregón, president of
Mexico, agrees to improve the roads; those works were suspended after his
murder and only continued until 1925. Finally until 1931 the Mexico-Acapulco
highway was completed (Gobierno de Guerrero, 2012).

Acapulco Paradise of Freedom
Between the two World Wars, Acapulco (1918–1939) was the destination
where Hollywood artists, could find the lost paradise, an under archetype in
the unconscious of humanity. For its climate, vegetation, small population that
lived in a vernacular way, in addition to its bay, the space allowed a wide playful
place. Stories and legends are intertwined describing this bay of Acapulco.
After World War II, Mexican investors also came to develop residential
and tourist areas; tourism increased, transforming Acapulco as the tourist
destination of the wealthy class of Mexico City (Note figure 1).
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Figure 1: Life Cycle of Acapulco 1930–2016

Source: Bergeret, 2007.

McCarthyism’s repressive policy (the anti-communist persecution
promoted by Senator Joseph McCarthy) in the United States of America
(1909–1957) during the Cold War period triggered many American artists,
producers and film directors to find a ludic space and feel comfortable in
Acapulco, to inhabit it or take refuge.
Because of the political scenario in Cuba, American companies turned
their eyes towards to Mexico, allowing to a arise mass tourism as a stage of
liberating tourism in Acapulco (Bergeret-Muñoz, 2007).
All aforementioned information about Acapulco and its late incorporation to the
national development due the modern highway in 1927, and concluding with
the decade of forties, Acapulco was chosen to propose a tourist development
model (Clancy, 1999); owing to the constant visits of actors and directors
of Hollywood who found in the bay of Acapulco their “lost paradise” or the
playful space of the permissiveness collaborating in the birth of the tourist
sector with investors like Albert B. Pullen, Wolf Scheonborn who created
and developed the first two residential and tourist units (Escudero, 1997).
The dynamic economy is a key feature of the economic development of
the United State of America, it was the use of cutting-edge technologies to
deepen internal capitalist accumulation through intensive growth, while an
unprecedented extensive growth was facilitated by the expansion of the
territory under its sovereignty (Panitch and Gindin, 2015).
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Golden age of Acapulco
In the decade of the fifties, the Mexican Federal Government supported
tourism development by establishing the Federal Committee for the
Improvement of Materials.
In the decade of the seventies, the federal government developed a Tourism Destination Plan in Acapulco with emphasis on supporting peripheries
where worker class live, as strategy against the insurgency of Castro.
In the decade of the eighties, the federal Mexican government, owing
the insistence of the U.S. government and transnational airlines such as
American Airlines, Western Airlines, Braniff, Easter etc. and hotels such as
American Hotel, Hyatt, Holiday Inn, Marriott, Ramada Inn, Princess hotels,
etc., transformed and occupied the coastal area of the Acapulco Bay in
what is now called Acapulco Dorado, adding to the development of the
Hotel Pierre Marques at the Revolcadero beach, a property of oil tanker
Paul Getty (Carr, 2010).
In the seventies and early eighties, the World Bank canceled loans for
tourism development for countries; subsequently, other international financial
organizations in tourism followed the restriction. The three main reasons
cited by the director of the World Bank Robert MacNamara (Hawkins, 2007)
in the memorandum to the Council to close the project department were:
the high cost of labor and the difficulties of coordination, as a result of the
nature complex and intersectional projects.
Those resources and other sources of funding were available for other
issues considered priorities; also the end users of the investments were not
poor in the host country.
Braudel (1968) conceives capitalism as the upper stratum of a three-level
structure in which, like all hierarchies, the upper strata could not exist without
the inferior ones they depend on (Arrighi, 2015).
In the nineties, Acapulco produced a reinforced growth in the district
known as Acapulco Diamante. Nowadays, a second residence space has
13
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been consolidated in the same district, generating new tourist tactics and
strategies for the destination.
The applications of the evolutionary models to the study of specific tourism
modalities address the changes observed in the structure and characteristics
of the destination spaces such as the Gormsen models for coastal tourism
or Lundgren for the case of the evolution of the second residence tourism.
In metropolitan areas, some specific applications of evolutionary models
for the analysis of destinations have proven to be useful in operational terms
for specific tourism modalities. For this purpose, Smith (1992) proposes
a model of evolution of the tourist destination of beaches; meanwhile Androtis
& Vaughan (2003) taking Butler’s model as a starting point, argue that the
morphology of a tourist destination evolves following different predictable
phases from a pre-tourist situation to a dynamic of high urbanization density.
For the historical cities (Ashworth and Page, 2010), it has been established that the evolution of a historical-tourist city is constructed from the
superposition of the spatial patterns of the historical city and the tourist city
(Vera, Lopez-Palomeque, Marchena and Anton-Clavé, 2013).
In the figure 2 it is pointed how the life cycle of Acapulco decays by determined conditions evolving to a new stage, the Acapulco Dorado, which
pushes the initial tourist zone, known as traditional, through the passage of
time. New demands arise and it allows another new stage and tourist zone
that is Acapulco Diamante to emerge.

14

Complexity of Acapulco Evolution as a Tourist Destination

Figure2. Acapulco´s tourism life cycle 1945–2016

Source: Bergeret, 2007.

The tourism mentioned by Vicérait (2001) became an economic and social
liberating activity for the native population, because it is a continuous process
and is linked to the practice of the tourist services providing mutually recognition of their own dignity and the strength that this interrelation contains once
it is discovered, which motivated an interest in the local population for this
activity, which was initially ruled out by the merchants of the port (Kreth, 1990).
Development and commercialization are today the main axes of tourism
strategies. In a highly demanding and competitive international market; The
competitiveness of destinations becomes crucial for survival and to reach
adequate levels of positioning such as the S´s management model in Acapulco that allows analyzing aspects under the vision of sea, sand, sun, sex,
safety, sustainability, services, strategy, sales, satisfaction, seduction and
smart (Bergeret-Muñoz and Gordillo-Escalante, 2014).
Acapulco was a preeminent national and regional destination for many
years with some presences of the “jet set” that considered the bay of Acapulco
as its leisure space or lost paradisiacal land (Pintos, 1949), and as mentioned
(Kripendorf, 1998), “to travel is to extend its horizons with all the freedoms of
15
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social and moral values”. The arrival of the “jet set” promoted mainly by the
wife of Scheonborn in the in the decade of the fifties (Carr, 2010).
Fidel Castro’s seizure of power in Cuba accelerated the presence of
American companies in the Acapulco bay, locating this destination within
the geography of mass international tourism (Gomez-Jara, 1979; Ravelo,
1982; Fernández, 2004).
In the decade of the sixties the contrast of economic development due
to tourism generated a type of “leftist” guerrilla of the Castro model, owed
to social and economic inequalities (Díaz, 1989).

Evolution of hotel supply
With the construction of Federal Route 95 México city-Acapulco the wealthiest inhabitants invested in building hotels. In the same way, new investors
arrived to the bay for similar purposes. In further decades over 100 hotels
were built. Fifties, sixties and eighties were the most important decades of
this process. Observe table 2.
Table 2. Opening of Hotels by Area (1930–1996)

YEARS

TRADICIONAL

%

1930–1939
1940–1949
1950–1959
1960–1969
1970–1979
1980–1989
1990–1996

4
19
33
30
38
22
16

02.47
11.73
20.37
18.52
23.46
13.58
09.88

DORADO

%

DIAMANTE

%

3
5
15
37
27
9

3.13
5.21
15.63
38.54
28.13
9.38

1
1
2
2
2
4

8.33
8.33
16.67
16.67
16.67
33.33

TOTAL

%

4
23
39
47
77
51
29

1.46
8.52
14.44
17.41
28.52
18.89
10.74

Source: on the basis of SECTUR.
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Table 3. Tourism in Acapulco in the years 1960-1971
AÑO

ACAPULCO

TURISTAS
NACIONALES

INTERNACIONALES (%)

NACIONALES
(%)

308 200
329 400
332 400
355 800
458 200
465 600
578 300
695 300

TURISTAS
INTERNACIONALES
139 900
153 300
153 300
193 800
227 900
241 400
339 700
367 200

1960
1961
1962
1963
1964
1965
1966
1967

168 300
176 100
179 100
162 000
230 300
224 400
238 600
328 100

45.39
46.54
46.12
54.47
49.74
51.85
58.74
52.81

54.61
53.46
53.88
45.53
50.26
48.15
41.26
47.19

1968

782 400

406 500

375 900

51.96

48.04

1969

880
200
993 800

466 200

375 900

52.97

48.04

526 800

467 000

53.01

46.99

1 135
500

605 800

527 700

53.45

46.55

1970
1971

Source: INFRATUR, Banco de México, Booz Allen and Hamilton de México, S.A. de C. V. y Development Research Associates, México, 1972. (From 1975 there was a methodological change in the
national tourism statistics, so it is impossible to unite the statistical tables.).

Evolution of tourist demand
The statistical compilation shows that there is a gradual but constant growth
of national tourism in a percentage manner, which allows speculating the
existence of two hypotheses:
H1. The more mature the tourism product becomes, the greater will
be the national demand.
H2. The more mature the tourist product becomes, the lower the
international demand will be.
These hypotheses are verified by analyzing Table 4, which shows how
national tourism has been increasingly mutating from less to more tourists,
and international tourism shows that it has also been evolving in a decreasing manner.
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Table 4. Acapulco in national and international tourism 1975–2014

Año

Total Demand
Acapulco
(Miles)

1975
1976

1485.5
1476.5

Nacional
Demand
Acapulco
(Miles)
807.8
843.2

1977
1978
1979
1980
1981
1982
1983
1984
1985
1986
1987
1988
1989
1990
1991
1992
1993
1994
1995
1996
1997
1998
1999
2000
2001
2002
2003
2004
2005
2006
2007
2008
2009
2010
2011

1455.5
1513.4
1440.5
1384.1
1350.3
1385.8
1588
1451.1
1616.8
1645.6
1785.1
1611.1
1551.4
1455.3
1580.7
1783.9
1901.5
1930.8
1781.7
1912.2
1859.7
1896.7
4225.4
2178.4
2543.1
1977.5
1724.6
3531
3775.5
4162.5
4659.7
5454.4
4876.3
4890.4
3903.8

839.2
824.7
785.1
754.3
735.9
700.8
953.3
825.2
1094.6
1130.8
1103.8
972.6
943.7
1049.2
1251.6
1415.6
1592.2
1617
1406.3
1577
1513.4
1662.4
3664.9
1777.2
1844.9
1742.1
1500.5
3147.4
3617.3
4100.1
4589.6
5188.3
4761
4756.7
3791.5

54.34
57.11

Internacional
Demand
Acapulco
(Miles)
677.7
633.3

45.62
42.89

57.22
54.45
54.51
54.47
54.44
50.53
60.01
56.92
57.7
68.69
61.76
60.37
60.44
71.55
79.18
79.35
83.73
83.78
78.93
82.39
81.38
87.56
86.71
81.58
72.51
88.11
87
89.12
95.81
98.5
98.49
95.12
87.83
92.05
97.12

627.4
688.7
655.5
629.8
614.4
685
634.7
624.9
522.2
514.8
682.3
638.5
617.7
417.1
329
358.3
309.2
313
375.4
335.9
345.3
236.2
561.5
401.2
696.1
235.3
224
383.6
158.2
62.4
70.1
266.1
115.3
133.7
112.2

42.78
45.51
45.5
45.5
45.5
49.43
39.97
43.06
32.3
31.28
38.2
39.63
39.56
28.45
20.82
20.65
16.27
15.22
21.07
17.51
18.62
12.44
13.29
22.57
37.84
13.5
14.93
12.18
4.37
1.52
1.52
5.12
2.42
2.81
2.95

Nacional
cuote
Acapulco %

Internacional
cuote Acapulco %
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2012
2013
2014

4782.2
4634.2
4590.9

4643.5
4500.4
4481.1

18.34
97.12
97.63

138.6
133.8
109.7

2.96
2.88
2.37

Source: CIETAL-Touristic Observatory UAGro, MAGESTUR UAGro, SECTUR 2015.

Evolution of tourist structure
The structure of the tourism model is characterized by its standardization
of services such as large hotels and restaurant chains.
Technological advances had an impact on the standardization of tourism-related services such as aircraft or telecommunications, as well as “oil
price declines”, the circulation of credit cards for vacations, government
incentives for tourism projects and economic prosperity in developed
countries, as many other aspects permitted the development of massive
tourism demand (Maldonado-Alcudia and Bergeret-Muñoz, 2016). This
situation is also observed in the type of construction as represented in the
photographs of the figure 2.
Figure 2. Divergence on hotel structure and architecture (photographs)

Foto 1: Hotel El Mirador, 1929

Foto 3: Hotel Flamingos, 2009

Foto 2: Hotel Oviedo, 1949

Foto 4: Bahia de Santa Lucia: Área de la Condensa, 2016

Source: CIETAL-Touristic Observatory UAGro, MAGESTUR UAGro, SECTUR 2015.
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Evolution of the Cycle Life of Acapulco
Acapulco according to data has gone through the stages of involvement,
exploration, development, consolidation, stagnation, rejuvenation and decline, as shown in Figure 3, from 1945 to 2014.
Figure 3. Evolution of the cycle Life of Acapulco
6000000

5000000

4000000

3000000

2000000

1000000

0

1

20

40

Source: Quintero-León doctoral thesis, 2015.
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Figure 4. Evolution and transformation of the tourism model in Acapulco

Conclusions
This study succinctly develops the evolution of Acapulco since records allows to refer and points according to the sources that Acapulco was a path
for people from Asia transited to America, as well, it makes reference to the
importance of the site as the first connector of the Philippines with America,
and of the great participation in the wars of the independence of Mexico,
of the War of Reform, Mexican Revolution and of being the icon of tourism
before the world in the last century.
The study also considers why it is an icon of sexual freedom and shows how
the tourist phenomenon has evolved without contemplating the determinism
of chaos, because it continues to be visited by nearly five million tourists and
21
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travelers a year, because despite the global insecurity and meteorites that
have damaged the great tourist city.
The Acapulco brand remains in the minds of citizens of Mexico and other
countries, even though there are other destinations that sell and promoted
sea, sand, and sun. Currently the destination is on a critical route, so the
demand evolves and goes down, sometimes it arises, even when there is
a strong competition with other sophisticated beach destinations.
The beauty of Acapulco, the warm waters of the sea and its orography
that allows the spectator to have a view of the landscape, continue to affect
the national market positively, creating fantasies, imaginings, seductions
and keep looking for the hedonic, without forgetting that Acapulco is one
of closest tourist destinations of the Valley of Mexico and other priority
cities, of the center of Mexico.
In relation to the complexity in which the destination is located it is important
to point out that Acapulco is a capitalist entity where the investments arrived,
but also left (Hilton, Hyatt, Howard Johnson and others), a territory where capitalist and business were developed, that generate land alienations, in which
the population statistics reveals a rampant migration, and not letting aside
that there is the wealthy coexisting with the discouraging extreme poverty.
Since the beginning of the past century and its incorporation into modern tourism phenomena Acapulco has been constantly evolving, adapting
its management and geographic space to both tourist development and
periphery, where native population (that works directly, indirectly and induced in tourism activities) lives.
Acapulco as tourist destination has gone through stages of mutation and
adapted the development to the models of tourist tendencies.
The tourism management in Acapulco has committed the same mistakes
over and over again in its planning evolution and development, due to not
contemplating tthe complexity of the tourist activity.
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Empirical Study on Intercultural
Collaboration in Project Teams:
Preliminary Research Findings
Abstract: The cross-cultural differences and the intercultural aspects of the collaboration have
become increasingly prevalent over recent years. Undoubtedly, this diversity may generate
different patterns of behavior in project teams. The research goal of the exploratory study is
to identify advantages and obstacles to collaboration in multicultural teams at designing business solutions among Polish students – participants in intensive entrepreneurship programme
(IP) within the framework of the international ECMT+ project1. In addition, the cognitive goal
is to diagnose entrepreneurial attitudes and determinants of setting up one’s own company.
During the two-week workshops in multicultural project teams in March 2017 at Karelia Uni1. ECMT+ Entrepreneurship and Communication in Multicultural Teams is an Erasmus+ Strategic Partnership
Project (Agreement 2016-1-FI01-KA203-022743). In ECMT+ 7 high education institutions from 7 different
European countries work together for developing students´ entrepreneurial mindset, practices and multicultural communication skills. The project is being implemented at the Faculty of Management Engineering
of Poznan University of Technology 2016-2019 (Project No. 11/143 / PRKE / 0607).
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versity in Finland, a participant observation method was applied. The main research method
was, however, a semi-structured direct interview based on a questionnaire. Respondents were
chosen purposeful and included six Polish students from Poznan University of Technology
who carried out business projects in six multicultural teams – in total 48 participants were
from 14 countries worldwide. The obtained results of the study point to measurable benefits
of intercultural collaboration in project teams. Great commitment of the teams to achieve
the goal and their healthy competition all remain noteworthy. Undoubtedly, however, a great
diversity of attitudes and views in multicultural teams, national experiences and entrepreneurial knowledge make it necessary to overcome additional barriers, especially those with
cultural backgrounds. The main limitation to the study is the non-representativeness of the
sample and being limited to Polish participants. The findings presented in the article are very
preliminary and further investigation in this field is necessary, i.e. comparative studies covering
the remaining workshop participants.
Key words: cultural diversity, entrepreneurship, intercultural collaboration, multinational
teamwork

Introduction
Contemporary academic environment is characterized by daily contacts
with cultural diversity. Increasing student mobility, for example through the
Erasmus+ Programme, results in more frequent interactions between the representatives of different nationalities and cultures. Intercultural competence
and the ability to utilize their potential have become an important advantage
and asset in future professional work. Contemporary companies operate to
a large extent within the international environment. On the labor market those
people are more valued who are able to communicate and collaborate with
the representatives of different cultures. What counts is the openness, the
will to know and accept other values, and behaviors that differ from our own.
Culture is commonly understood as a system of values, norms and behaviors characterizing particular groups and nations. The scientific study
of human behavior and its transmission, taking into account the ways in
which behaviors are shaped and influenced by social and cultural context,
is the field of cross-cultural psychology (Berry et al., 2011, pp. 1–3). Intercul30
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tural differences are differences in the values that govern the behavior of
a person, in the norms they subordinate to, and in the ways of behavior and
communication recognized as right by given cultural groups. Not everyone
shares the same values or
 behaves according to established standards, but
everybody recognizes them as characteristic of their group. Misunderstandings in international cooperation may have their origins in misunderstanding
of intentions stemming from deeply ingrained values and cultural norms.
Understanding these intentions requires the acquisition of appropriate
knowledge and experience in order to more appropriately choose ways of
communicating in a multicultural environment.
The issue of intercultural collaboration discussed in the paper relates to
the implementation of the international project titled “Entrepreneurship and
Communication in Multicultural Teams” (ECMT+), where intercultural dimension
and diversity play a special role. During the two-week intensive programme (IP)
in multicultural project teams in March 2017 at Karelia University in Joensuu
(Finland), six eight student teams (total of 14 nationalities) were tasked to work
out and present innovative solutions and business models to the experts
in the Joensuu Science and Technology Park. The task required from the
team members to develop a method to manage cultural differences, such
as leadership, the division of tasks, responsibility and ability to communicate
effectively at verbal and nonverbal level.
Due to the multidimensional nature of cultural diversity and its impact on
the behavior and values of
 the members of the project teams, it was necessary to assume the limitations of the research area. The research goal of the
exploratory study is to identify advantages and obstacles to collaboration in
multicultural teams at designing business solutions among Polish participants
in intensive entrepreneurship programme. In addition, the cognitive goal is
to diagnose their entrepreneurial attitudes and determinants of setting up
one’s own company. The main limitation to the study is the non-representativeness of the sample and being limited to Polish participants, so it is difficult
to assess if the advantages and obstacles to intercultural collaboration are
31
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the same for all team members. The findings presented in the article are very
preliminary and further investigation in this field is necessary, i.e. comparative
studies covering the remaining workshop participants.

Materials & Methods
The cross-cultural differences and the intercultural aspects of the collaboration require the acceptance of the limitations of the study area. The objective
of the exploratory research covers the identification and qualitative analysis
of advantages and obstacles to collaboration in multicultural teams at designing business solutions within the framework of the international ECMT
+ project. During the two-week intensive entrepreneurship programme at
Karelia University in Finland, a participant observation method was applied.
In order to identify factors that determine the collaboration in multicultural
teams, qualitative data was obtained from direct (in-depth) interview based on
a semi-structured questionnaire. The respondents were chosen with a purposeful sampling technique (Maxwell, 2005; Merriam, 1998) and included six
full-time students (4 students of engineering studies, 2 of master’s degree)
at the Faculty of Engineering Management, Poznan University of Technology.
They carried out business projects in six multicultural teams – in total 48
participants came from 14 countries worldwide. The purposeful selection
of the Polish team results from a pragmatic criterion of data availability
and constitutes the first stage of conducted experimental research. The
originality of the applied exploratory study lies in presenting real opinions
among Polish students about the collaboration and the ability to develop
business solutions in multicultural teams. To identify the respondents’ point
of view, the following research question was erected: Which determinants
positively influence and which interfere with intercultural collaboration in
your project teams? In addition, the cognitive goal of the research is to
diagnose their entrepreneurial attitudes and determinants of setting up
one’s own company.
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Although the presented results are not representative, they can illustrate
entrepreneurial attitudes among Polish students and the basic view of their
opinions about the intercultural collaboration. As previously mentioned, the
findings presented in the article are very preliminary and further investigation in this field is required. It also seems necessary to conduct an in-depth
study among a larger sample of students, i.e. comparative studies covering
the remaining workshop participants.

Cultural Context – theoretical background
The culture is a complex phenomenon that encompasses not only multiple
disciplines and levels of analysis to be investigated using different perspectives, but also a case-by-case approach for the analysis to be meaningful.
The term culture has been defined in many ways but one well-known consensus definition is: „Culture consist in patterned ways of thinking, feeling
and reacting, acquired and transmitted mainly by symbols, constituting the
distinctive achievements of human groups, including their embodiments in
artifacts; the essential core of culture consists of traditional (…) ideas and
especially their attached values” (Kluckhohn, 1951 in: Hofstede, 2001, p. 9).
The multidimensionality of national cultures raises a number of difficulties
in assessing their size and effects, hence literature and business practice
have both adopted different criteria and measures for the impact of cultural
distance. There are several theories and instruments for mapping and comparing national cultures and the main theories have emerged from diﬀerent
disciplines (Schwartz, 2006, p. 138). Cultural dimensions, based on work by
Hofstede (1980, 2001), have been widely applied in the ﬁelds of business
and management. The four and later ﬁve dimensions he derived to compare
country cultures include: power distance, individualism vs. collectivism,
masculinity vs. femininity, uncertainty avoidance, and long-term vs. short
term orientation. Team members representing individualistic cultures have
weak ties, prefer to deal with tasks on their own and feel responsible for the
33
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effect. People coming from collectivistic cultures create strong relationships with peers and prefer to manage and take responsibility as a whole
team (Militru et al., 2014, pp. 18–19). There is a positive correlation between
collective orientation and such aspects like trust potential, perception of
interdependence, and openness to share information in order to achieve
the goal (Mockaitis et al., 2012, pp. 202–208).
Schwartz’s (1999, pp. 23–47) work on psychological dimensions of culture has brought about another interesting distinction. He developed a theory of seven cultural value orientations based on his studies of individual
diﬀerences in value priorities and their eﬀects on attitudes and behavior.
The theory speciﬁes three bipolar dimensions of culture that represent
alternative resolutions to each of three problems that confront all societies:
embeddedness vs. autonomy, hierarchy vs. egalitarianism, and mastery vs.
harmony (Schwartz 1999, pp. 26–31, 2006, p. 141).
In turn, Spencer-Oatey (2008, 2012) presents a more contextualized, holistic
view of culture. Cultural values are in the center of considerations, but they are
embedded in practices, the local environment, the institutional context, and
people’s values and behaviors. Culture is “a fuzzy set of basic assumptions
and values, orientations to life, beliefs, policies, procedures and behavioural
conventions that are shared by a group of people, and that influence (but do
not determine) each member’s behaviour and his/her interpretations of the
‘meaning’ of other people’s behaviour” (Spencer-Oatey, 2008, p. 3).
Culture, as the system of collective values, beliefs and attitudes is one of
the most important factors influencing the individual ability to cooperate in
multicultural teams. As indicated by the research conducted by Hinds, Liu,
and Lyon (2011, pp. 135–188) international project teams frequently suﬀer
coordination problems, crises of trust, and unhealthy subgroup dynamics.
Some of these challenges are the result of cultural diﬀerences among team
members. These teams often are diﬃcult to manage and fall short of performance expectations. The authors note that the challenges and tensions in
intercultural collaboration often stem from incompatible practices.
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It is extremely important to be able to understand local needs in relation
to different cultural backgrounds. Therefore, a certain degree of cultural
proximity and knowledge about local customs all seem to be necessary
to ensure an adequate interpretation of cultural environment as well as an
understanding of local business and administrative processes. On the other
hand, in the case of large cultural distances, the previously acquired knowledge and experience may halt the formation of relationships, the discovery
of entrepreneurial opportunities and effective teamwork (Shane, 2000, pp.
448–469). To build trustful relationships, not only the knowledge of linguistic
codes is important but also of cultural rules for making acquaintances. Trust
reduces the cultural distance, increases team members’ motivation and
stimulates open information sharing that leads to conflict resolutions and
good performance (Child, 2001, p. 278). Another important factor determining
effective intercultural collaboration and provide valuable access to unique
information are good social networks (Mainela et al., 2014, pp. 105–129).
Cross-cultural competences and cultural diversity are a great potential
for intercultural project teams, as the different cultural backgrounds result
in a variety of world perception capabilities and networks that make the
teams more innovative (Chua et al., 2012, p. 116). Intercultural diversity is
also significant for goal setting and team effectiveness.

Results and Discussion
The applied exploratory research aims at presenting real opinions about the
collaboration and the ability to develop business solutions in multicultural
teams among the six Polish participants during two-week intensive entrepreneurship programme that took place in March 2017 at Karelia University
in Finland. To identify advantages and obstacles to intercultural collaboration at designing business solutions, the following research question was
erected: Which determinants positively influenced and which interfered with
intercultural collaboration in your project teams?
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Polish students from Poznan University of Technology carried out business projects in six intercultural teams – the team members were nationals
of the following countries: Finland, Germany, The Netherlands, Belgium, UK/
Scotland, France, Italy, Czech Republic, Russia, Afghanistan, Kazakhstan,
Vietnam, Peru, and of course Poland. Participants’ opinions have been synthetically presented in Table 1.
Table 1. Advantages and obstacles to intercultural collaboration in project teams

Advantages

Barriers

Knowledge and experience
Creativity and different approach to the
case by each member

Different linguistic as well as knowledge
backgrounds

New experiences and wide look on many
issues

Problems with distribution of tasks due to
the diverse educational background and
work experiences

A lot of different ideas for problem solving

Longer decision making or problem solving

Diversification of team members’ skills
Gaining skills to work in international
team necessary in future carrier
Improving languages skills

Language barriers

Continued growth as a professional
Atmosphere of cooperation
Gaining a lot of self-confidence in contact
with people from different countries

Different habits and behaviors that cause
misunderstandings

Learning respect for different cultures

Distributed responsibility

Possibility to create collaborative networks

Problems with the choice of the leader

Informal meetings that encourage mutual
acceptance
Culture diversity
Possibility to familiarize with other cultures

Necessity to understand and accept different cultural values

Learning about cultural differences and
values

Different approach to responsibility for
tasks

Coming up with very interesting ideas
because of stimulating diversity

Stress associated with being accepted
because of cultural differences
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Overcoming cultural prejudices

Lack of trust
Diverse expectations leading to less effective results
Differences in worldview

Source: own research findings.

Based on the opinions of the respondents it can be stated that collaboration in intercultural teams was met with high level of acceptance by the
participants and brought them tangible benefits, both in terms of knowledge
and new experiences as well as the atmosphere of collaboration and generation of interesting business solutions. Most obstacles were diagnosed in
terms of cultural differences. They included the following: different approach
to responsibility for the task, diverse expectations leading to less effective
results or stress associated with being accepted because of cultural differences. However, in spite of the initial fears, distrust and different expectations
related to intercultural collaboration in project teams in Finland, Polish students first attended such workshops abroad. The knowledge they gained, as
well as practical experience and established relationships with intercultural
students provided them with great satisfaction. This is confirmed by the
exemplary statements of the respondents: “Now I feel more ready to work
in any team and I know how interesting people from different countries are”,
“Working in an international team requires overcoming more factors, especially those from cultural backgrounds and language barriers, but it carries
so many different ideas and different visions that it becomes amazing”. For
Polish participants of the intensive entrepreneurship programme, this was
undoubtedly an opportunity to acquire the competence of cooperation in
multinational teams, as well as breaking down cultural prejudices and finding
themselves in completely new, previously unknown conditions: „Working
with people from different parts of the world provides us with a wide look
on many issues, new experiences and certainly important skill: carrying
on quite new situation”. Informal meetings of the workshop participants
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after the completion of classes at the university were important for mutual
recognition, confidence and breaking of prejudices and, consequently, the
effective implementation of team tasks, i.e. ice swimming, taste of culture
with regional delicacies.
In connection with the teamwork on creating a real business model, a question arises about setting up one’s own company in the future. The cognitive
goal of the conducted research was to diagnose entrepreneurial attitudes
and determinants of running their own business among Polish students.
Firstly the respondents were asked to provide three associations with the
term enterprise. The most often mentioned words included the following:
innovation, time management, self-motivation, responsibility, creativity,
success, freedom, and courage. These were clearly positive associations,
although there were some very different examples, such as: risk, pressure of
the environment, failure, unfair competition, and hard work. As indicated by
the research conducted by Chmielecki and Sułkowski (2016, pp. 93–102) in
Poland entrepreneurship is often perceived as an extremely risky process
and entrepreneurs are often portrayed in a negative light. The metaphorical
expressions of entrepreneurship among the Polish students of management
of the University of Social Sciences in Łódź included: creativity and innovation,
competition, war, journey, risk, adventure and exploitation.
In order to diagnose the most important factors that have the potential impact on the decision to start their own business, the participants were asked to
identify three of all nine determinants and possibly add other ones that seemed
important to them. Definitely the most commonly (five out of six) selected was
“realization of own interests”. The second place was „desire to improve ideas
and offer new solutions” followed by “willingness to take risks and self-fulfillment” and „desire to achieve greater financial benefits”. The factors reported
by the respondents also included the following: „flexible working hours” and
“the possibility to work with a team that I like and who share my passion”.
The next questionnaire used a 5-degree semantic scale from “I agree”
to “I disagree”. The respondents were expected to express their approval
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or disapproval of the six characteristics, complementing the following
statement: „Running one’s own business could provide the following.” The
obtained results are presented synthetically in Table 2.
Table 2. Respondents’ associations related to running their own business

I agree

I tend to
agree

1) great opportunities to
develop one’s interests

■

■

2) prestige

■

■

I have
no opinion

I tend to
disagree

I do not
agree

Running one’s own business
could provide the following:

3) higher income

■

■

■
■

4) satisfaction and contentment

■

■

5) opportunity of an interesting job after graduation

■

■

■

■

6) possibility of cooperation
in multicultural environment

■

■

■

■

7) other
Source: own research findings.

By analyzing the opinions of the respondents, one can come to believe
that their own business means to them: “great opportunities to develop one’s
interests” (57% agree, 43% tend to agree) and „satisfaction and contentment”
(71% agree, 29% tend to agree). They rather agree with the opinion that their
own business provides better „opportunity of an interesting job after graduation” (57% agree, 15% tend to agree, 14% no opinion, 14% tend to disagree)
and “possibility of cooperation in multicultural environment” (15% agree, 57%
tend to agree, 14% no opinion, 14% tend to disagree). In turn, some of the
respondents disagree with the statement that own business always brings
“higher income” (43% tend to disagree, although 57% tend to agree). They
definitely emphasize the importance of satisfaction and self-realization but
39

Ewa Badzińska

they present very diverse opinions on the role of prestige (29% agree, 13%
tend to agree, 29% no opinion, 29% tend to disagree). The respondents did
not provide any other own associations.
Four out of six respondents think of starting their own business in the
future. So far, however, they have had no experience in this area. Among
the concerns and obstacles associated with setting up own company, the
surveyed students most frequently pointed to the following: “insufficient
own funds to undertake business activities” (24%) and „high costs of running
such a business” (24%). The next statement was “insufficient knowledge,
lack of experience” (10%) followed by “market situation changing too fast”,
“high level of bureaucracy”, “no business idea”, and “too much commitment
and work required” (each 9%). The need for more practical preparation of
students for professional work was emphasized along with substantive and
financial support in academic entrepreneurship.
The results of the qualitative study confirm the entrepreneurial attitudes
and interest among Polish students in running their own businesses, but they
also point to numerous associated concerns. In the context of collaboration
in a multicultural environment, there is a great commitment to a common
goal, an openness to new and unfamiliar surroundings, and the acceptance
of various cultural and linguistic values.

Final remarks
Culture is a phenomenon not necessarily related to national or ethnic origin.
In principle, every social group represents its own culture, and every human
being belongs to multiple “cultures”. Man is determined by sex, membership
in a particular social and age group, and thus participates in different cultures.
When working in a multicultural environment, there is a danger of perceiving
culture only in terms of nationality. It is, therefore, important to perceive
cultural diversity according to its sources.
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The qualitative research was conducted to analyse the perception and
feelings of Polish students about intercultural team collaboration and to
identify the main challenges. Referring to the opinions of the respondents,
Polish participants of the intensive entrepreneurship programme, having
the opportunity to present their own “cultural mix”, quickly noticed surprising cultural similarities crossing national borders. Great commitment of the
teams to achieve the goal and their healthy competition all remain noteworthy.
Furthermore, the entrepreneurial attitudes and interest among Polish students in running their own businesses should be highlighted. However, there
is the need for more practical entrepreneurial education as well as for a wide
range of cooperation ranging from research centres, through consultancy,
organizational, funding and infrastructure services, to relations with business
environment institutions in the field of incubation (Badzińska, 2016, pp. 61–62).
In the age of globalization and ever-increasing human mobility, an ability to
cooperate in a culturally diverse team has become an important and necessary
competence. Many EU programs, as well as businesses, provide opportunities
for students to participate in international projects and workshops, where
young people can personally experience intercultural differences: values,
traditions and worldviews. It is only through cooperation and dialogue with
peers from other cultures that one can revise their own views and ideas and
also get rid of stereotypes and prejudices. Contact with other cultures leads
to better self-knowledge and to personal and professional development.
The limitations and the lack of representativity of the research results
have appeared due to, among others, purposeful selection of individual
representatives of a given culture. It is difficult to say what the degree of
cultural distance was and how it affected the relationships in the teams.
Undoubtedly, significant differences in attitudes may disrupt the ability to
achieve the goal. However, the measurable effects of teamwork during the
intensive programme – jointly created and presented business ideas – all have
confirmed that intercultural collaboration has produced the intended results.
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Towards Corporate Wellness:
Health Culture and Wellness
Programs
Abstract: The aim of the article is to present wellness programs as means leading to the
creation of culture of health in organizations. The notion of culture of health is becoming
increasingly important for companies as statistics show that the number of health-related
work problems is steadily increasing. As a result, labor costs are systematically increasing. To
tackle this problem, companies began to introduce health and wellness programs to improve
the psychophysical health of their employees. The article includes an overview of the concept
of health-promoting company culture. It also identifies factors determining its success among
employees, defines factors that limit employee participation and presents good practices for
disease prevention through employee-oriented programs. This article is based on a literature
review, including both: literature and statistical data available in official data bases. In many
cases, research confirms the usefulness of wellness programs in the process of building a corporate culture of health. It also shows factors limiting the usability of such programs, which
leads to companies being able to develop and improve.
Key words: wellness programs, health culture, organizations, good practices
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1. Introduction
Nowadays in the organization’s world much importance is given to the
notion of overall health and wellbeing. Sedentary lifestyles and bad health
habits contribute significantly to a more unwell population worldwide
(Malleret, 2016 a). Malleret (2017b & 2017 d) points to the negative impact
of technology, work burnout, and depression on health globally. Global
Wellness Institute’s industry report from 2016 also claims that the World’s
workers are “increasingly unwell”. The report estimates the cost of employees’ unwellness, which embraces the medical expenses and the loss
of productivity, at a staggering 10–15% of the global economic output.
Also, the report assumes the cost of work–related diseases and injuries,
health problems caused by work stress, chronic diseases and employee
disengagement in work in the United States to about 12% of the country’s
GDP (The Future of Wellness at Work (Rep.), Global Wellness Institute, 2016,
p. i). OECD (2016) data demonstrates the rising cost of healthcare in many
countries. According to OECD statistics (Health expenditure and financing,
Non-Medical Determinants of Health, and Health Status – Absence from
Work Due to Illness) the macro trends of growing obesity and healthcare
costs as well as the increasing number of missed workdays due to illnesses
are gaining impact annually.
During the Global Wellness Summit in 2016, the macroeconomic factors
influencing the health and wellness scene globally were comprehensively
discussed. The rising inequality in the World, inflexible political regulations,
economic insecurity, the global problem of loneliness and chronic diseases
on the grow while the overall population gets older were stated among the
most influential ones. It was also argued that the ways companies spend
their money are not contributing to the improvement of employee wellness
(Malleret, 2016 a). Additionally, there appeared suggestions that the workplace
is the most suitable place to start tackling the problems of health (Purcell,
2016). It is because the workplace is the single biggest people-gathering
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place daily. As a universal phenomenon, worksite wellness directly influences
the employers and employees and indirectly employee families, governments, and individuals.
The article includes an overview of the concept of health-promoting
company culture. It also identifies factors determining its success among
employees, defines factors that limit employee participation and presents
good practices for disease prevention through employee-oriented programs.
This article is based on a literature review, including both: literature and statistical data available in official data bases. In many cases, research confirms
the usefulness of wellness programs in the process of building a corporate
culture of health. It also shows factors limiting the usability of such programs,
which leads to companies being able to develop and improve.

2. Corporate Health Culture
According to the Oxford dictionary health is “the state of being free from
illness or injury”. It is a very basic definition and pictures the health in relation
to illness solely. Health is a complex and highly individual concept, it cannot
be defined only by the occurrence of a disease, injury, or illness, Health can
also be understood in a positive way, as argued by Herzlich (1973, as cited
in Dodge, Daly, Huyton & Sanders, 2012, p. 224) when one is fully aware of
its presence and can, therefore, function freely.
Offered by The World Health Organization (WHO) understanding of health
is more comprehensive. According to the WHO “health is a state of complete physical, mental, and social well-being and not merely the absence
of disease or infirmity” (Preamble to the Constitution of the World Health
Organization, 1948).
The ancient Latin term ‘culture’ was originally applied to the human-specific
activity of agriculture. The authorship of the new use of the term is attributed
to the Roman orator, politician and statesman Cicero, who first used the term
‘cultura animi’ (cultivation of the mind).
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Since then, the term culture has been associated with human activities aimed at perfecting, nurturing, and education. The modern use of the
term ‘culture’ was observed for the first time in 1688, when S. Pufendorf in
one of his works used the words ‘cultura’ and ‘cultura animi’ indicating any
manmade inventions. This term embraced among other social institutions,
language, morality, customs and dress. Later the term was more often
used by philosophers and subsequently by representatives of the social
sciences. The most frequently quoted definition of culture was formulated
in the nineteenth century by E. Tylor, who described culture as a complex
and interrelated set of elements including knowledge, beliefs and values,
art, law, morals and moral principles and all other types of skills and habits
acquired by a human being as a member of a particular community (Tylor,
1891). This definition initiated the definitions of culture, which enabled its
inclusion in the area of a variety of social skills and habits, under the condition
of their learned and social character.
Corporate culture is the pervasive values, beliefs and attitudes that characterize a company and guide its practices. Sharing values and beliefs creates
a culture also in the corporate environment (Sinek, 2011). When the values and
beliefs are authentically at the core of the business, the organization starts
to grow. Sinek (2011) also claims that being a part of an authentic culture (be
it corporate culture) and being able to help others within the community is
the source of job satisfaction and life fulfilment.
One is inclined to say that culture of health is an element based on basic
foundations of the human (emotional, managerial) engagement and a structure which facilitates healthy choices.
It is believed that “best companies create a culture of health” (Mirabito
as cited in Carlson, 2014, p. 23). That culture of health can be identified by
an environment and policies encouraging making healthy choices. Those
choices will lead to an increased health and less absenteeism at work (Nash,
2015). Serxner (2017) suggests that implementing a worksite wellness program can help to establish a culture of health. In a work environment, the
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employee is unconsciously influenced on decision-making. In an environment
that encourages healthy choices, the employee is more likely to make them,
author claims. Additionally, Dailey & Zhu (2016) have found that participation
in a worksite wellness program (WWP) mediated the relationship between
personal health and organizational identities. A WWP served as an identity
bridge, easing the employee into the work environment.
Nevertheless, creating and changing corporate culture is a long process.
Therefore, organizations should not expect an immediate Return On Investment (ROI) from wellness programs (Nash, 2015).

3. Worksite Wellness Programs: Key Enablers
In recent years, factors allowing for a more effective implementation of wellness programs have been the topic of academic interest. Mellor & Webster
(2013) identified key enablers and challenges when introducing a comprehensive wellness approach in an organization. The key enablers turned out
to be: leadership engagement and support, resources dedicated to the
mission, stakeholders’ involvement and intensive communication. Furthermore, research was carried out on the way in which transformational leaders
influenced employee psychological health by Walsh, Dupre, and Arnold (2014).
The authors assumed that transformational leadership is understood as “encouraging performance beyond expectations” (Walsh, Dupre, and Arnold, 2014,
p. 163). The results of the study show that two notions mediate outstanding
performance – empowerment and perception of justice. Transformational
leaders encourage employees to perform beyond what is expected through
fairness and employee empowerment. This translates into the individual’s
perception of the company and self. Therefore, it can be beneficial for the
company performance as well as for the individual’s wellbeing.
During the Global Wellness Summit in 2016 it was assumed that about
80% of corporate income after tax is dedicated to cover medical expenses,
while only less than 3% contributes to the prevention budget. It seems that
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companies do not spend enough to prevent the work related diseases and
relatively unproportionable too much to cure them. Therefore, given this
data, wellness should be an essential priority for both – the private and public sectors (Malleret, 2016a). Prevention of diseases will cost less than the
treatment, especially among aging societies (Bens, 2017), so among most
of the developed countries.
The issue of co-worker relations and job satisfaction was researched by
Birgbom & Kinnunen (2014). They, however, focused on the relationships in
a multinational environment – especially with immigrants in the workforce.
The results of the research suggest that all co-worker interaction positively
influences the well–being of an employee. However, according to research
results, a special kind of interaction – between an immigrant worker and
a host national worker – seemed especially beneficial regarding job satisfaction. In the light of the research, perhaps worksite wellness programs
would benefit from tailoring to the specific national culture and political
situation of the company’s setting, ensuring the right models for the particular culture, and paying attention to international and intercultural relations
for the wellbeing of the employee.
There are 250 000 preventable deaths in the United States annually
happening because the health providers are not adequately cared for (Sinek,
2012). Sinek (2012) suggests that state hospitals are run like businesses
while their core goal is to provide healthcare and not necessarily make the
most money possible. He states that doctors who are taken care of well
are much more likely to do a better job and therefore suggests a solution
to decrease the number of preventable deaths in the U.S. The example of
medical doctors is so powerful due to the meaningfulness of the work done.
Lavine (2012) introduces the concept of Corporate Social Performance (CSP)
and its relationship to work meaningfulness. According to the author, CSP is
comprised of corporate citizenship, social responsibility, and sustainability
(p. 53). The results of Lavine’s study suggest that workers of companies
with a higher commitment to corporate social performance have ascribed
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more meaningfulness to the jobs. This was because higher CSP allowed for
a more fitting alignment with employee values; thus, increasing the perceived
value of the job carried out. Additionally, the report regarding company caring suggests that in a group perceived as caring, the employees are more
likely to feel employer’s support, be more honest and open, as well as say
that their managers and leaders lead by example (Everyday Health INC., &
Global Wellness Institute, 2016, p. 11).

4. Worksite Wellness Programs: Key Challenges
There are numerous studies on how the management can enhance the
value of work and make the workplace a healthier one for the employees.
However, there are also studies showing the opposite relation. Among the
most popular ones are those concerned with corporate psychopaths, toxic
leadership, or the employee attitude to health as a very personal matter.
Boddy (2013) reviews corporate psychopaths and their influence on
employee wellbeing. Not surprisingly, the results indicate that corporate
psychopaths can significantly affect the well–being of other employees.
What is more, counterproductive work behavior and bullying are much more
probable when a corporate psychopath constitutes a part of the work team.
Mehta & Maheshwari (2013) also studied negative influences in the workplace. Toxic leadership was described by them with the following behaviors:
abusiveness, promoting inequity, indecisiveness, divisiveness and lack of
integrity. Their study proved that toxic leadership significantly decreases job
satisfaction levels and organization commitment among employees. Mehta
& Maheshwari (2013) make the point that companies should not only identify
toxic leaders but take action against them.
According to Robroek et al. (2011) who investigated the reasons for
non-participation in a worksite wellness program (WWP), some employees
did not participate in a WWP because they wanted to arrange it themselves;
some did not wish their private and professional lives to interfere; for some
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employees intervention in their health was a violation of privacy. Robroek
et al. (2011) suggests that the way WWP is communicated to the employee
might influence the participation rates significantly. A WWP should not create
any moral issues among the employees. Toker, Heaney & Ein-Gar (2014) also
investigated barriers to participation in WWPs. According to the results of
their research, there were some groups of employees much less likely to participate than others. Those groups were: older employees, men, blue–collar
workers, employees with a worse than optimal health status, employees who
perceived their workplace as weakly committed to employee health. The
authors suggest that enhancing the participation rates might be achieved
by building a WWP according to the needs of the non–participative groups.
Zheng et al. (2015) conducted research which shows that monetary and
non–monetary based provision of corporate employee wellbeing programs
had no direct association with wellbeing. The key to employee wellbeing,
authors seem to suggest, is the employee’s personal life coping strategies.
What companies can do for the employees to increase their wellbeing, then,
is to help them develop and enhance individual coping strategies. That way,
indirectly, wellbeing programs can affect the employee.
Mellor & Webster (2013) identified the general key challenges in introducing
a wellness program at work, which were: making the program a comprehensive whole, finding the right proportion between occupational and lifestyle
risks and willingness and ability of management to monitor and support
health–related issues, and a target–driven corporate culture.

5. Worksite Wellness Program Evaluation
Evaluating the effectiveness of a wellness program is a key issue for organizations establishing a corporate health culture (Mazur, Mazur-Małek,
2017). Knowing the factors affecting the evaluation of these programs is
important for companies. That is why many researchers have been trying
to determine them.
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Keller et al. (2009) examined whether the size of the company and employees’ gender influence the impact of the worksite wellness program. The
program effectiveness was measured based on six criteria: fitness, nutrition
and weight, blood pressure and stress, substance abuse, smoking, and safety
(Keller et al., 2009, p. 295). Additionally, the employees’ gender and the size
of the company were taken into consideration. The effectiveness study was
based on the percentage of company’s cost reduction regarding expenses
on employee health. The results have shown a significant decrease in the
expenditure, deeming the programs effective. Depending on the criteria
of the investigation, some programs seemed more efficient among bigger
companies and some among smaller. Similar results related to the employee
gender (Keller et al., 2009, p. 300). Some programs worked better with female employees, and some with male. This study, too, shows that choosing
a worksite wellness program tailored for the size and target group within the
company matters for its overall effectiveness.
It was also investigated how health of employees improved after taking
part in a worksite wellness program (Elia & Rouse, 2016). In comparison
with the control group (non–participants of the WWP) employees from the
program reported significantly higher health gains. There was an increase in
self–reported physical activity, drinking water, improved nutrition, lost weight
and more energy. Elia & Rouse (2016) have also looked at the perceived
barriers to gaining health. Those decreased in the duration of the program.
There were fewer voices stating lack of time or motivation, during and after
participation in a WWP. Authors conclude that a successful WWP includes
managerial engagement, encouraging a culture of health, tailored communication, and program evaluation. There is also research on the effects of
worksite wellness programs focused on one particular health issue. For
instance, Edmunds, Stephenson & Clow (2013) describe the positive effect
of a physical activity intervention among employees and Chen et al. (2016)
characterize the positive effect of smoking counselling interventions.
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Worksite Wellness: Current Practices
Whilst wellness programs are gaining popularity, it is not yet a common
phenomenon. It is therefore advisable to promote good practice in this area
to facilitate benchmarking.
Cappelli (2014) writes about the shift in the worksite health world – from
a more paternalistic model towards a market-based approach. Cappelli (2014)
compares two giant global companies – Google and Walmart regarding
health-related employee benefits. While Walmart was cutting employee
benefits for some, Google was adding them. The shift from an approach
where the employer is responsible for employee health (treating employees more or less equally in that aspect) towards one where the benefits are
a demonstration of employee’s value to the company. Walmart was cutting
its benefits for the employees who were employed in lower level positions
and those employed only part-time; showing that the value of those employees is decreasing. Google, on the other hand, was adding benefits for
its employees as to demonstrate how vital they are for the business. The
perks Google employees receive are, for instance: free food and drinks, onsite gyms, concierge services, free massages and more. However, Cappelli
(2014) seems to suggest that many of those benefits make it much easier
for the employee to spend more time at work than anywhere else.
Bakker (2016) analyses how Google influenced its employees’ behavior
at work to inspire more healthy choices. The author suggests that providing employees with information is not enough to inspire action. This is why
researchers have done an experiment in Google and changed some details
of the food and snack options available. It turned out that a few simple tricks
(like distributing m&m’s snacks in a small bag rather than from a dispenser
into a big bowl) can strongly influence choices Google employees made.
At the same time, Bakker (2016) stresses that even when introducing such
changes at a company level, one must always be mindful of leaving other
options to choose from. Re-designing the whole menu and changing all the
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previously available snacks in a heartbeat can create a feel of mistrust and
dissatisfaction among the employees.

Worksite Wellness Future Opportunities
Evaluation of the effectiveness of wellness programs entails the need to develop health programs in line with the health problems of employees. These
problems should be systematically investigated so that the organizational
actions can come to full fruition.
Mortenson (2017) defines current shifts and changes in the wellness
world. The author introduces the new rules of wellness. The approach for
the future, according to Mortenson, will include: a comprehensive, integrated
approach to health – the benefits will be integrated to best address holistic
wellbeing; understanding the employee in holistic terms, not only in the terms
of the skill set and know–how; customized, tailored approach towards each
individual employee; rewarding employees for healthy choices and behaviours, not punishing them for lack thereof; integrating fitness and physical
activity into the working day (on–site gyms etc.) as opposed to exercising
during after–work time; integration of the wellness program with biometric
screenings for the employee to build one approach to health; not only providing
information about healthy lifestyles, but introducing coaching sessions and
sharing available online resources, using varied communication channels
(phone, email, text messages, live conversations etc.) Lindenberg (2014) has
identified similar changes in worksite wellness programs. The author claims
that the future of WWPs will be based on an individualized approach to each
employee and his/her personal health needs allowing the best alignment
between the health of the individual and the company.
Interestingly, Schwarzbach (2014) points out to an aspect of health, which
does not seem to be as intensely addressed as other ones. Namely, sleeping.
The author names the three components of good health – physical activity,
nutrition and sleep – and point to the fact that the first two have gained
55

Barbara Mazur, Marta Mazur-Małek

much more attention than the latter. This presents a new opportunity for
the worksite wellness programs.

Conclusion and recommendations
Companies operating currently on a very competitive market are aware of
the growing demands of employees and the health consequences of these
demands. Therefore, they are launching more and more programs for the
well-being of employees. When they do so, they should take into account
cultural considerations.
Although the concept of worksite wellness has originated in the United
States and became globalized, wellness programs spread across the globe
usually do not take into consideration cultural differences (The Future of
Wellness at Work (Rep.), Global Wellness Institute, 2016). In a report by McCann company (The Truth About Wellness, 2013), cultural differences in the
understanding of health have been investigated. For instance, there were some
differences regarding what the most important components of maintaining
future wellness are. The British and American respondents answered that
exercise is the priority while Chinese and Japanese respondents stressed
the function of nutrition. Turkish and Chinese prioritized being happy and
positive in the maintaining of future wellness. There was also research conducted investigating the influence workplace relationships have on employee
engagement and wellbeing among Australian and American employees
(Brunetto et al., 2013). According to the results of their research, a model they
created was much more accurate to predict the relationship in the group of
Australian employees than the American. As indicated in numerous research
in this article, if wellness programs are to be effective, they should be created
with regard to the culturally conditioned expectations of the employees.
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Co-branding Strategy as a Source
of Innovation on International
Market
Abstract: The aim of this paper is to identify the impact of a co-branding strategy on the innovations development on international market. The research has been conducted in 2013–2015,
and has been targeting 50 large international companies which operated in minimum 3 countries
of Europe and have implemented a co-branding strategy for 3 years. The analysis of findings
has shown that the possibility of use of the new technologies and the use of knowledge and
experience of partner’s through technical knowledge exchange are rated at the low level in
case of implementation of co-branding strategy. These findings suggest that co-branding is not
a source of innovation on international market due to the fact of the limited trust in the foreign
partner and the protection of own’s know-how by the companies. These outcomes confirm also
that today the managerial actions should focus mainly on the symbolic dimension of brands.
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Introduction
Over the last decades we observed a re-evaluation of the approach to international business cooperation, both in practice and the theory of management.
Increasingly, business success is significantly dependent on the ability to
build partnerships of business networks, strategic alliances and other forms
of interaction on international market. This cooperation can be conducted
based on various sources and stimulators. In the same time, both brand management and innovation management became important determinants of
the strategic international success of companies. Big competition triggered
the need of intensive innovation, while maintaining strong brands [Kim and
Mauborgne, 2005]. However, international cooperation – connected with
intercultural exchange – is often burden with a risk related with limited trust
in the foreign partners and lack of experience in the international relations.
The aim of this paper is to identify the impact of a co-branding strategy on
the innovations development on international market. The following research
questions were identified: If co-branding is a source of innovation in case of
companies cooperation on international level? If the expectations of foreign
partners in field of innovations development are satisfied?
The interconnection issue of brand management and innovation management seems to be an important direction of research. According to Brexendorf et al. (2015, pp. 548–549), the interrelationship between branding and
innovations is still relatively under-researched. It is important research area
taking into account that brand and innovation management have become
recently increasingly important priorities for companies. Brand and innovation
need and benefit from each other. According to O’Cass and Ngo (2007, pp.
868–887) “organisations with a strong innovative culture appear to recognise
that building a successful brand depends not always on the interpretation
of feedback received from current customers and competitors, but instead
on organisations’ ability to innovatively develop unique ways of delivering
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superior value to customers”. It suggests a need in a deeper integration between brands and innovations to gain competitive advantage and fuel growth.
In the current international market context, brands help consumers taking decisions, thereby increasing the competitive advantage of companies.
A strong innovative brand facilitates interpretation, processing and storage
of information, providing postmodern consumers a sense of security in the
purchasing process. In the context of successive crises, the brand creates
safeguards, connivance, well-being and re-enchantment of the disenchanted
consumers (Firat and Venkatesh, 1995, pp. 239–24).
Identifying open innovation processes (Gassmann et al., 2010, pp. 213–221),
one of the ways to strengthen a brand and introduce the new innovative products is cooperation with other companies that develop innovative solutions.
It can be based on co-branding strategy that involves the reinforcement of
an own brand with a partner’s brand.

Theoretical background
The brands role in the creation of our society and with it, its ethics and
aesthetics. Brands do not only sell a product. They create and affects our
lifestyle and they create communities. Postmodern consumers patronize
the service setting not primarily due to its use-value but due to its “linking
value” in order to feel part of a community and to satisfy social needs (Carù
and Cova, 2015, pp. 276–294). Consumers do not seek goods and services
but social bonds, namely, “the link is more important than the thing” (Cova
and Cova, 2002, pp. 595–620).
By giving meaning to life through consumption, the brand has become
a key asset of marketing, while other marketing tools are more frequently
subjected to and determined by brand strategy. Observation of market
trends proves that the development of brands is inevitable (Balmer, 2013, pp.
723–741). The requirement to be competitive forces companies to undertake
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non-traditional actions in the area of marketing, thereby adapting to the
preferences of consumers and behaviours of competitors. This tendency
primarily applies to managing brands.
The use of a brand in distinguishing an offer allows to build an added
value not only based on the price or on the functional qualities of products
or services, but also based on emotional benefits. This is because a brand
is the reflection of the offered functional and symbolic benefits. The production of the symbol has become a “spectacular activity” (Firat and Venkatesh, 1995, pp. 239–241), the consumer becoming a consumer of symbol/
spectacle, buying images, looking for meanings, illusions and experiences
while marketers produce the spectacles. The competitive advantage arises
from emotions produced by imaginary projections of consumers in search
of identity (Elliot, 1997, pp. 285–296).
The concept of co-branding is the topic of many discussions among researchers, as well as practitioners of brand management, because co-branding strategies are now seen increasingly in both business-to-customer (B2C)
and business-to-business (B2B) relations. Hillyer and Tikoo (1995, pp. 123–127)
define co-branding as “the practice of double branding products, in which
a product features more than one brand name”. According to Leuthesser
et al. (2003, pp. 35–47), co-branding involves combining two or more wellknown brands into a single product and is an alternative for developing new
products. Bouten et al. (2011, pp. 455–469) define co-branding as a strategy
that allows a brand to innovate with the support of a partner brand. Taking into
consideration the standpoints of different authors, the analyses of current
instances of cooperation in the area of brand management and the broad
spectrum of marketing operations, one can be inclined to limit the definition
of co-branding to the co-development of a product offer by two or more
partner brands on a functional, as well as symbolic level (Grębosz, 2015, p.
21). The actions conducted as part of joint communication and distribution
are a result of a marketing strategy and have no specific association with
the brand strategy. In consequence, co-branding is defined in this paper as
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the cooperation of two businesses with the goal of introducing a product
bearing the brands of both partner companies to the market, together creating a co-branded product.
A co-branding strategy is used in many sectors of the economy, especially
in the food industry and in the automotive and financial sectors. Depending
on the relationships between the partners, co-branding may be open or
the cooperation between the two companies is executed on an exclusive
basis (Grębosz, 2015, pp. 18–20). More and more frequently, we observe
implementation of co-branding strategy on international level. Two or more
foreign partners cooperate together in order to create co-branded product
that is introduced on partners’ markets or often on the international one.
In context of business expansion in international markets, co-branding is
an opportunity for both, global brands and local brands. Collaborating with
local brands enhances the ability of global brands to succeed in the foreign
local market and accelerates the market entry process. On the other hand,
for local brands, cooperation with the global brand allows access to the new
management methods and tools and potentially to the new technological
solutions. In both cases, co-branding reduces costs and risk.
Symbolic co-branding consists in the use of a partner brand in order to
highlight the symbolic values and create a specified brand image. In case of
ingredient branding, the brand of the final product’s ingredient or ingredients
is specifically indicated. This strategy’s goal is to underline the cooperation
of brands in terms of the product’s physical properties. Such form of cooperation between two businesses is aimed at emphasising the high quality of
a product and reinforcement the manufacturers’ competences. The presence of a branded ingredient, material or component, which ensures higher
quality of the product, guarantees higher margins, facilitates access to new
distribution channels and strengthens the effects of promotion (Norris, 1992,
pp. 19–31; Norris, 1993, pp. 14–24; Rao and Rueckert, 1994, pp. 87–97; Hillyer
and Tikoo, 1995, pp. 123–127; Erevelles et al., 2008, pp. 940–952; Busacca
and Bertoli, 2003, pp. 73–86). Co-branding gives also consumers a feeling of
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innovativeness and technological advancement. Findings of Linder (2015, pp.
254–272) show that the perception of innovativeness of the partner brand
changes the perception of the component and a positive expectation of the
component allows the consumer to judge the final product brand positively.
These effects have an impact on the intention of buying. This is particularly
true when the consumers in question are passionate and enthusiast (Carù
and Cova, 2015, pp. 276–294).

The objectives and characteristics of the study
The objectives of the study was to identify the impact of a co-branding
strategy on the innovations development on international market. In this
paper, the following hypotheses are set forth:
H1: Implementation of co-branding enables the use of new technologies.
H2: Co-branding is for the companies a source of innovation.
H3: Co-branding facilitates the introduction a new innovative product.
Recent primary research (2013–2015) by one of the authors was looking at
fifty large international companies operating in Europe engaged in co-branding projects. A survey was conducted in 50 companies which operated in
minimum 3 countries of Europe and have realized co-branding strategy for
3 years. Due to the difficulties in reaching a large number of companies, and
their reluctance to participate in research projects, the studies conducted
among companies are not representative. However, both the range of addressed issues and the insightful approach to co-branding strategy justify
the attempt to present conclusions of a qualitative nature.
Two stages of research concerning implementation of co-branding
strategy were applied:
·· the first stage of the study: a survey.
·· the second stage of the study: open interviews.
The survey was conducted among the brand managers with the application
of the techniques of personal survey, electronic survey and paper survey.
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During the second stage of the study open interviews were conducted
addressed directly to the managerial staff of companies implementing
a co-branding strategy. The interviews were carried out by one of the authors
on a selected group of 10 companies, among the managers representing
the companies participating in the survey.
The choice of companies to be studied was a deliberate one. 120 companies operating in Europe engaged in co-branding projects were identified.
Questionnaire surveys were carried out throughout all identified companies.
As a result, data from 50 companies was obtained, which amounted to 41,7%
of all the companies polled. 35 companies direct their offer to individual
customers, 6 companies operate on B2B market offering products and
services to business clients and 9 companies operate in both sectors. The
studied companies carry out various kinds of activity. 40 companies deal
in manufacturing, 6 companies deal in trade and 4 companies provide services. The surveyed companies are characterized by a varied structure of
employment and belong to various sectors. Among 10 studied companies,
that took part in the interviews, 6 companies direct their offer to individual
customers, 3 companies operate on B2B market offering products and
services to business clients and 1 company operate on both markets. The
studied companies carry out various kinds of activity. 7 companies deal in
manufacturing, 2 companies deal in trade and 1 company provides services.
The analysed companies are characterized by a varied structure of employment and belong to various sectors [Grębosz, 2015, pp. 52–53].
One may conclude that the studied companies – both, during the realisation of survey and interviews – represented various forms and characters of
co-branding strategies. Partner brands served various roles and co-branding
products were of varied nature. This allowed more detailed analyses related
to the impact of co-branding on the innovations development.
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Analysis and results
The analysis of the results of survey helps to determine the impact of
co-branding on the innovations development on international market. The
brand managers have evaluated the indicated factors using the six point
scaled from 0 to 5 (where 0 – means lack of effect, 5 – very important effect).
Among the least rated results of co-branding strategy, we can distinguish
co-branding as a source of innovation (average 1.70), the possibility of use of
the new technologies (average 1.90) and the use of knowledge and experience
of partner’s through technical knowledge exchange (average 2.08). These
results are interesting taking into account that 39 of the studied companies
applied the strategy of ingredient branding (Table 1). It can mean that the
companies hide and protect their technical and technological know-how
on international market or they consider co-branding only as the strategy
which concentrates on the symbolic and imaginary projections issues. These
results forced to reject the hypotheses H1 and H2.
Table 1. The comparison assessment of the chosen co-branding results with companies expectations

Result

Medium
assessment
of results

Medium
assessment of
expectations

Difference

4.02

4.06

0.04

use knowledge and experience of partner’s
in brand management area
facilitate the introduction a new product

3.28

4.20

0.92

enter new markets segments

3.04

3.62

0.58

develop the product range
use knowledge and experience of partner’s
through technical knowledge exchange
use the new technologies

3.00

3.40

0.40

2.08

3.70

1.62

1.90

2.16

0.26

be a source of innovation

1.70

2.10

0.40

Source: Own elaboration based on the results of primary research.

These outcomes confirm also that today the managerial actions should
focus mainly on the symbolic dimension of brands. The critical role is played
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by symbolic issues that affect the customers involvement. The postmodern
brands should become symbolic resources for the construction, communication and maintenance of identity, also on the international market. These
findings confirmed the results of previous research conducted by e.g.
Huang et al. (2012, pp. 334–335) that revealed that consumers reflect their
personalities by the brands they use, but the relationship between brand
choice and symbolic dimensions is much stronger than the relationship
with functional dimensions.
The comparison of the assessments of effects of co-branding with
expectations of the brand managers shows that – except one factor – the
differences in evaluation do not exceed 1 point. These results confirm the high
awareness of the brand managers and well-defined expectations connected
with brand cooperation and partner’s involvements (Table 1).
In case of the highest rated effect (use knowledge and experience of
partner’s in brand management area) the divergence between assessment
of the final result and of expectation is unnoticeable (0.04). The biggest variation is observed for the factor “use knowledge and experience of partner’s
through technical knowledge exchange” and is equal 1.62 point. It is even
more interesting if we compare this grade with assessment of effects and
expectations concerning the use of the new technologies and co-branding
being a source of innovation which oscillate on the level of 0.26 and 0.40. We
can suppose that the companies expected bigger involvement of the partner
within existing and applied technical knowledge. However the assessment
of effects showed that the companies operating on international market are
very careful in this area. In reality, the implementation of branding strategy
does not help the companies to use of the partner’s knowledge and experience through the exchange of specialized (technical) know-how, application
of new technologies and implementation of innovations.
To characterize the different categories of co-branding, the correlations
among the variables were compared. The analysis of results shows that the
correlations between results and category of co-branding are on the high
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level. The companies which have realized the strategy of ingredient branding
confirmed that the co-branding allows to use of knowledge and experience
of partner’s in brand management area and facilitate the introduction a new
product. The last effect was well evaluated only in case of application of
ingredient branding strategy. It is connected with the character of cooperation and involves the co-creation. The emphasis of the quality depends
on the inherent importance of the ingredient itself. However, the results of
research confirm that we should stress the high significance of symbolic
issues even in case of functional-based cooperation. In comparison of the
companies which have realized the strategy of symbolic co-branding, in
case of realization of ingredient branding, the companies gave low grade
for product range development.
The companies which were engaged in the realization of symbolic
co-branding stressed especially the possibility of use of knowledge and
experience of partner’s in brand management area. While, they rejected the
possibility of new product introduction as well the use of the new technologies
and innovation creation which is evident taking into account the character
of cooperation. These results confirm that different cases (categories) of
co-branding should be analysed taking into account different variables,
especially in case of ingredient branding.
Engagement and trust in development of international cooperation based
on co-branding, were important for respondents. Based on the commitment-trust theory, Morgan and Hunt (1994, p. 23) stated that the importance
of these factors is extremely important in creating relationships between
partners. Relationship between partners is affected by the cost of relationships, benefits from relationships, and common values. During the course
of cooperation, the most important – according to respondents – is a good
climate of cooperation, based on mutual trust, which helps to overcome the
differences of interests, protects the independence of partners and helps
in resolution of possible conflicts. Building trust between the cooperating
companies is about getting the benefits of cooperation proportionate to the
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contributions made, in the form of tangible and intangible assets. However,
the level of trust was insufficient to exchange technical knowledge and develop technological innovations.
H1 predicted that implementation of co-branding enables the use of new
technologies. The corresponding comparison of low assessment of this
effect for each category of co-branding as well as the low expectation of the
brand managers in this area resulted in reject of this hypothesis.
H2 predicted that co-branding is for the companies a source of innovation. As in case of the hypothesis H1, the corresponding comparison of low
assessment of this effect for each category of co-branding as well as the
low expectation of the brand managers in this field resulted in rejection of
this hypothesis.
H3 predicted that co-branding facilitates the introduction a new innovative
product. The comparison of co-branding effects and managers expectations
shows that even if these expectations are high, the realization of co-branding do not guarantee the introduction of a new product. This effect was low
evaluated by the companies which have participated in symbolic co-branding project and higher by the participants of functional co-branding. Thus,
hypothesis H3 was partially supported.

Limitations and suggestions for future research
The recommendations in this study are set forth, with the caveat as to the
limitations of the sample. Nonetheless, it is believed that the results of this
study will alert companies on the lack of potential profits of co-branding
in the area of innovations development. However, to provide a more comprehensive picture of the effects of co-branding, similar studies could be
done for different product categories. A future study could also examine
the customers and theirs opinions concerning co-branding products and
the effects of co-branding on the partners brands. In particularly, future
research needs to investigate the active role of enthusiastic consumers in
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co-branding strategies and the role of brand communities in the success,
co-creating value, introducing new products, generating new stories with
positive feelings and emotions on both brands perceptions.

Conclusions
Variability and complexity of environment are forcing companies to research
the sources of innovations beyond their own organization. In recent years,
companies have built their own competitive advantage by using the relationships with partners. Combining two or more well-known brands, co-branding
is an opportunity to consolidate its place on the market by changing a few
things. Thus, co-branding has become a rapidly growing strategy in relations
between companies; however this strategy is not a direct source of technological innovation. Innovation from the existing is a means of differentiation,
sharing of common passions between communities, building a new reality
and doing stories on social media.
The analysis of the study results leads to the conclusion that, in the general
context, co-branding primarily enables partner companies to accomplish
the objectives closely linked to the area of brand management. As a result of
the implementation of a co-branding strategy, new links between partner
brands and the co-brand as well as between partner brands and the new
product category are created.
The analysis of findings as well as the analysis of the theoretical background
and the results of previous research emphasizes the significance of the symbolic character of co-branding strategy. Co-branding as a source of innovation, the possibility of use of the new technologies and the use of knowledge
and experience of partner’s through technical knowledge exchange were
evaluated at low level and it suggests the lack of confidence to the partner
and the protection of companies technological expertise.
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Juxtaposition of Organizational
Competitive Factors and
Performance Evaluation
in Conjunction with Their
Implications for HRM in MNCs:
Part One, Contextual Review and
Comparison of Central European
and Polish Findings

Marzena Stor, József Poór, Allen D. Engle

Abstract: Objective – The main goal of the paper is to determine whether there are any
identifiable patterns of HRM perceptions and practices when the factors recognized as the
companies’ competitive advantages and results of their performance outcomes are juxtaposed
in conjunction with their implications for HRM.
Methodology – The research was conducted in five Central European (CE) countries. The data
collected from this region is used to assess the comparative context (descriptive statistics)
for more detail correlational analyses conducted on the data coming exclusively from local
subsidiaries of multinational corporations (MNCs) operating in Poland. This Polish data analysis
is presented in a second article published in this volume.
Findings - The average values of performance evaluations gain slightly better scores in Poland
than in CE. The HQ of MNCs exert less influence on HRM practices at the local level in Poland
than an average of the overall CE region.
Value added – The research has theoretical significance because its results provide new evidence about the specificity of HRM in local subsidiaries of MNCs operating in the CE region.
Furthermore, it identifies some patterns of HRM perceptions and practices at the local level
of MNCs both in CE and Poland, and especially when the factors recognized as competitive
advantages of local subsidiaries. The results of performance evaluations of these subsidiaries
are juxtaposed in conjunction with their implications for HRM. All this makes a real and specific
contribution to knowledge about strategic international HRM in MNCs.
Key words: human resources management; competitive advantage; business strategy; multinationals; Central Europe; HR patterns of practice – national and regional.

1. Concise Introduction
The main goal of the paper is to fill in a research gap that has been found
in the management literature. Namely, the following literature review leads
to the conclusion that although much research on HRM was conducted
in multinational companies (MNCs) and their local subsidiaries in different
countries, the contemporary characteristics of HRM as well as their potential
regularities in MNCs operating in Central Europe (CE) are not well documented.
In this context we do not know if there are any identifiable patterns of HRM
perceptions and practices when the factors recognized as competitive
advantages of companies and the results of the companies’ performance
evaluations are juxtaposed in conjunction with their implications for HRM.
Hence, to fill in this research gap the authors identify those patterns. For that
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reason, some intentionally selected problems are in the focus of interested
in the empirical research. The research was conducted in five CE countries
(Poland, Hungary, Romania, Serbia and Slovakia). The data collected from this
region are used in the paper to provide a macro level regional comparative
context (descriptive statistics) for more detail analysis (correlation statistics)
conducted on the data coming from local subsidiaries of MNCs companies
operating in Poland. This second, more micro detailed Polish analysis is part
of the second article that follows in this volume.
Because the research is placed in the strategic international human
resource (SIHRM) research track of HRM in MNCs and on the overlap of the
universalistic and contingency perspectives the article is structured as follows.
After this short introduction the authors conduct a brief literature review to
provide a theoretical background and explanation for the empirical study.
It covers two basic research tracks of HRM in MNCs, three theoretical and
research streams in international human resources management (IHRM), four
scientific perspectives on strategic human resources management (SHRM),
and four approaches to the measurable role of HRM in the company’s success.
The literature review is of a descriptive character and ends in formulating
the research gap on HRM in MNCs in Central Europe. The empirical research
methodology and findings make two other major sections. In the section
about the research methodology the authors provide the general outline of
the international research project, describe the research sample, explaining
the assumptions, measures and statistical analytics applied in the study, and
present the main research problem and questions. The section devoted to
the empirical research findings consists of a general comparative analysis
of HRM practices in the sample of CE nations vis a vis The article ends with
a research summary and final conclusions.
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2. The Theoretical Background of the Study
2.1. Two basic research tracks of HRM in MNCs
Over the last two decades we have observed a significant intensification of
theoretical and empirical research devoted to human resources management (HRM) in multinational companies (MNCs), usually defined as economic
entities whose particular components (elements of organizational structure)
are localized in more than one country (Stor, 2010, p. 701). In consequence
there are more and more scientific papers in which the main object of interest
covers IHRM (see: Briscoe et al., 2008; Harzing, 2010; Brewster et al., 2011;
Pocztowski, 2012; Schroeder, 2010; Pocztowski, 2015; Tarique et al., 2016) or
strategic international human resources management (SIHRM) (see: Perkins,
Shortland, 2006; Brewster et al., 2011; Stor, 2011), and the latter one being
even considered not only as a consecutive stage of personnel function
evolutionary development but as a certain kind of scientific subdiscipline
of HRM as well (see: Stor, 2011). These two basic research tracks of HRM in
MNCs assume somewhat different perspective on what and how to study.

2.2. Tripartition of theoretical and research
streams in IHRM
International human resources management (IHRM), as one of the aforementioned HRM research tracks in MNCs, dates back to the end of the 1970s
of the previous century (De Cieri et al., 2003). Initially, the IHRM literature
focused mainly on managing expatriates (see: Perlmutter, 1969; Tung, 1981;
Mendenhall and Oddou, 1985). Simultaneously, one could differentiate
publications entirely devoted to the research on cross-cultural problems
(see Hofstede, 1980 and next; Laurent, 1986; Minkov et al., 2017) or mostly
interested in comparative HRM (see: Brewster et al., 1996). As with time new
publications on international business strategies appeared (see: Bartlett
and Ghoshal, 1989 and next; Porter, 1986; Prahalad and Doz, 1987), HRM in
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MNCs aroused more interest as well. All this resulted in three theoretical and
research streams that set apart within IHRM. These streams are (cf. Boxall,
1995, p. 9; Schuler, 2000, p. 240; Clark et al., 2000, p. 8; Sparrow et al., 2003,
p. 3; Keating and Thompson, 2003, p. 2, Stor, 2014):
·· corporate-international HRM – refers to HRM practices in different types
of MNCs; the authors are generally interested in identifying the differences
in HRM between particular MNCs; the research projects cover differences
at various organizational levels (e.g. HQs, local subsidiary) and with regard
to different subfunctions of HRM;
·· cross-cultural HRM – deals with the influence of cultural differences on
HRM practices; the authors are mostly interested in different characteristics
of HRM resulting from national culture; these characteristics include not
only personnel systems, functions, programs or policies, but interpersonal
and social relations as well;
·· comparative HRM – covers comparison of HRM systems and practices
both at the organizational and national level in different countries; the
authors’ intention is to identify the differences in HRM practices between
particular countries; such comparison may include some comprehensive
approach to HRM or may just focus on some of its subfunctions.
For years some kind of convergence in these three fields has been observable (cf. Budhwar and Sparrow, 2002) and in consequence the mixed
type of research appears, meaning the one that operates on the overlap of
those three streams often perceived as disjunctive.

2.3. Extension of four scientific perspectives on
SHRM to the study of SIHRM
Strategic international human resources management (SIHRM), as the second of the HRM research tracks in MNCs, it is considered as a field that has
developed simultaneously with international human resources management
(IHRM) and strategic human resources management (SHRM).
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Like IHRM, the interest in a strategic dimension of HRM also appeared at
the end of the 1970s of the previous century and was concurrent with two
other phenomena in HRM, that is a progressive departure from a more passive
and reactive role for personnel administration and an ongoing reorientation
of strategic management models toward internal aspects of organizations
(Alcázar et al., 2003, p. 1). We must recall that SHRM is a relatively young
discipline area which precariously perches on the fringe of strategic management and human resources management (Boxall, 1998, p. 265; Lundy and
Bowling, 2000, pp. 57–95; Allen and Wright, 2006, p. 4). However, an analysis
of the literature suggests that from the very beginning SHRM has centered
on human resources as resources of the fundamental importance to business success and its ability to gain competitive advantage. And that is why,
since then, the major focus of SHRM field has been on external and internal
alignment of HRM activities with strategies and activities in other spheres of
organization (Wright, 1998, pp. 187–188). So far four scientific perspectives
within SHRM have been defined (Jackson et al., 1989; Brewster, 1995; Delery,
Doty, 1996; Clegg et al., 1999; Alcázar et al., 2003, p. 1; Koen, 2005, pp. 5–15;
Stor, 2014) which have been adopted into SIHRM (Stor, 2011, p. 90):
·· the universalistic perspective – linear relationship between organizational
performance (i.e. a dependent variable) and certain HRM practices in the
organization (i.e. independent variables); identification of such HRM solutions
that can be implemented successfully in different organizations to improve
their performance; defining the best HRM practices in order to determine
the implementable HRM strategies to be applied in different organizations;
·· the contingency perspective – there is no stable and linear relationship
between such variables as the results gained within HRM and company
performance; there are many situational variables which may become
more or less important (or even unimportant) in various circumstances;
the thesis of the best implementable HRM practices is rejected; only high
coherence between HRM strategies and business strategies really matters;
·· the configurational perspective – HRM is a dynamic and multidimensional
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set of various elements that can form an infinite number of possible patterns or configurations influencing on company performance; there is no
linearity between HRM practices and company performance; sometimes
a particular configuration of HRM practices may enhance the company
performance but sometimes it may diminish it; the same business goals
may be reached through different HRM practices;
·· the contextual perspective – the HRM system is integrated in and with
the environment in which it is developed.; the context both conditions and
is conditioned by the HRM strategies; a multiple stakeholder framework
is involved in these considerations while formulating and implementing
strategies; strategies must be explained both through their contributions
to organization performance and through their effects on the internal and
external business environment.
Summarizing, we can say that the field of SIHRM has developed through
the extension of HRM to SHRM and inclusion of IHRM into theoretical considerations and empirical studies. What SIHRM has in common with IHRM is, for
sure, a necessity to operate on the overlap of the same three theoretical and
research streams set apart within IHRM, that is corporate-international HRM,
cross-cultural HRM, and comparative HRM. And what connects SIHRM with
SHRM is the application of the same four scientific perspectives that were
defined within SHRM, namely the universalistic, contingency, configurational,
and contextual perspectives.

2.4. The measureable role of HRM in company’s
success
The literature review on strategic aspects of HRM and IHRM brings also to
the conclusion that since the 1980s there have been two predominant business-grounded streams of research on the role that HRM plays in a company’s success, meaning the reciprocal interdependences between business
strategies and HRM activities or practices as well as the relationships between
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company’s performance and HRM solutions. So far, we can identify four
general categories of company’s performance results which the researchers
tried to correlate with HRM practices, i.e.:
·· financial results – e.g. profits, sales, market share, financial liquidity, company’s goodwill (Pfeffer, 1998; Arthur, 1994; MacDuffie, 1995; Huselid, 1995;
Beatty et al., 2003; Combs et al., 2006; Bedő and Ács, 2007; Boudreau and
Cascio, 2013; Dikova et al., 2017),
·· organizational results – e.g. productivity, quality, efficiency (Arthur, 1994;
Huselid, 1995; Ostroff and Bowen, 2000; Guest et al., 2000; Birdi et al., 2008;
Farr and Tran, 2008; Molek-Winiarska, 2009; Ferguson and Reio, 2010;
Haromszeki, 2013; Sparrow et al., 2016; Singh et al., 2017),
·· managerial results – e.g. research on interrelations and levels of coherence between business strategies and particular subfunctions of HRM with
company’s performance results (Beer et al., 1984; Schuler and Jackson,
1987; Wright and Snell, 1991; Guest, 1997; Chanda and Shen, 2009, Guest
et al., 2011; Stor, 2011), and
·· behavioral results – e.g. employee attitudes, employee engagement and
satisfaction, employee and/ or managerial interpersonal relations (Wright
et al., 1994; Nagy, 2002; Schneider, 2003; Farr and Tran, 2008; Rich et al.,
2010; Juchnowicz, 2010; Ferguson and Reio, 2010; Suchodolski, 2014;
Juchnowicz, 2014; Sparrow et al., 2016).
In this context some other theoretical and empirical research developments consider human resources as a company’s competitive factor (see:
Dyer, 1993; Becker et al., 2001; Huselid and Barnes, 2003; Becker et al., 2009;
Huselid and Becker, 2011; Campbell, 2012; Nyberg et al., 2017; Boon et al.,
2017). The main object of interest in these projects is usually a measurable
input that is made by HRM to a company (see: Boudreau and Cascio, 2013)
as well as correlations between various external and internal HRM configurations that determine value added. All this bases on the assumption that HRM
function is unique and viable. It is because both the outputs (the employee
and managerial behaviors) of the system and the system itself are potential
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sources of competence (Taylor et al., 1996, p. 963; Amit and Belcourt, 1999,
pp. 175–176; Stor, 2014). In this sense, it is not only technology or financial
resources that can make competitive advantage of the company but the
competencies of employees and managerial staff, including HR executives
(cf. Pablos and Miltiadis, 2008; Kohont and Brewster, 2014; Kupczyk and
Stor, 2017), together with the quality of management practices as well
(Vivares-Vergara et al., 2016). This goes in line with a broader discussion
of the centralization and decentralization practices within management at
different organizational levels and in different management areas and how
these patterns may support or hamper the success of a company. That is
also why even the direction of knowledge flows, whether it is from the headquarters of MNC to its local subsidiary or in the opposite direction, may play
a significant role in business competitive advantage (see e.g. Briscoe et al.,
2008; Harzing and Ruysseveldt, 2010).

2.5. Research gap on HRM in MNCs in Central
Europe
Significant progress has been made in the research on variations in HRM
across national boundaries, in both the quantity of studies and theoretical
advancements since the mid-1980s (Cooke et al., 2017, p. 196). Unfortunately,
even though much research on HRM has been conducted in MNCs and their
local subsidiaries worldwide, we know very little about the contemporary
characteristics of HRM as well as their potential regularities in MNCs operating in Central Europe.
The Central and Eastern European region provides a unique and compelling focus of research in various scientific disciplines, including management (see: Hyder and Abraha, 2008; Brewster et al., 2010; Brunet-Thornton,
2017). The argument to focus attention of the region is compelling; there
are significant historical, structural, institutional and configurational differences, along with significant practice differences, in HRM in Central and
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Eastern Europe (CEE) in contrast to Western Europe (Nikandrou et al., 2005;
Karoliny et al., 2009; Sahadev and Demirbag, 2010; Kshetri, 2010; Chen,
2016; Poór et al., 2017). The CEE countries represent a case of a relatively
compact, parallel dual transition from centrally planned to market economy
and democracy that started with the collapse of the state socialism in the
late 1980s and early 1990s. Together with many other macro factors this
dual transition process has provided both locally-based and entering international companies with very specific external and internal conditions
for HRM practices (Melnikas et al., 2006; Listwan et al., 2009; Koster and
Wittek, 2016; Wilkinson and Wood, 2017).
However, while there has been a growing interest in the transition economies as distinct capitalist archetype in the past number of years (c.f. Hancké
et al., 2007, pp. 3–38), including the national profile of HRM practices in home
companies (see: Brewster et al., 2007; Morley et al., 2009; Stavrou et al.,
2010; Brewster et al., 2010; Mayrhofer et al., 2011; Festing and Sahakiants,
2013; Stahl et al., 2017), the contemporary nature of HRM in multinational
companies in these societies is not well documented. This part of Europe
is now characterized by a rising economic heterogeneity and a rapidly
changing socio-cultural context, underscored by waves of restructuring,
privatization and reprivatization, increasing foreign direct investment (FDI)
and emerging individualism as a societal and cultural dimension (Stor and
Kupczyk, 2015; Stor, 2016). These patterns and trends can be seen to justify
distinguishing between Central European HRM practices as distinct from
Eastern European ones.
Thus, it is justified to conclude that what we encounter here is so-called
research gap. On the one hand we don’t know much about the specificity
of HRM in MNCs and their subsidiaries operating in Central Europe. On the
other hand we do not know if there are any identifiable patterns of HRM
perceptions and practices at the local level of MNCs in Central Europe, and
especially when the factors recognized as competitive advantages of local
subsidiaries and the results of performance evaluations of these subsidiaries
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are juxtaposed in conjunction with their implications for HRM. This study,
therefore, is intended to represent an original effort at examining this problem.

3. The Empirical Research Methodics
3.1. The general outline of the international
research project
The research findings presented in this article make a part of some bigger
international research project performed by the CEEIRT. CEEIRT is an abbreviation that stands for the Central and Eastern European International Research
Team – a team that was organized during late 2008 and early 2009 to study
HRM in MNCs in the region of Central and Eastern Europe, the members of
this consortium consist of researchers from 14 CEE universities and two
cooperative advisors from Great Britain and the United States.
The general title of that international research project is HRM in Transition
Practices of MNC-Subsidiaries in Central & Eastern Europe and its main goal is
to identify the trends and tendencies within HRM in MNCs in this geographic
region. So far three series of studies have been conducted by the CEEIRT
in the following years: 2010, 2013 and 2016. In each of these years the respondents from MNCs were asked about their companies’ HRM practices in
a previous year in the context of the worldwide economic standing, business
strategies, business performance etc.

3.2. The empirical data and research in the
present paper
The data presented in this article are the result of the 2016 research series
and because of the main goal of the article are narrowed down to five Central
European countries. The population of the subject under research made
322 companies (all subsidiaries of MNCs) coming from: Hungary (97), Poland (102), Romania (47), Serbia (59), and Slovakia (17). The companies were
89

Marzena Stor, József Poór, Allen D. Engle

of different sizes and varying business profiles according to the European
Classification of Business Activity. The research was conducted with the
aid of paper and electronic survey questionnaires. The data collected from
the CE region are used in this paper to delineate a comparative context
for Poland and the other four regional countries. This overview will provide
context for a more detail analysis conducted on the data coming from local
subsidiaries of MNCs located in Poland that will be presented in the second
part of this two article series.

3.3. The assumptions and measures applied in the
study
Our primary assumption in the research was that a business strategy is just
one of the most crucial internal factors that affects human resources management (Schuler, 1992, pp. 30–31; Pocztowski, 2007, p. 52; Stor, 2011, p.
77). Of course, the qualitative features of human resources, alongside their
qualitative ones, need to be taken into account when selecting a proper
business strategy (Anthony et al., 1993, p. 20) because there is a reciprocal
interdependence between a company’s business strategy and HRM strategies, polices, programs or practices (see also: Listwan, 2002, p. 42; Stor,
2008, p. 26; Janowska, 2010, pp. 24–25). There are three types of generic
business strategies considered in the research: growth, stability, and retrenchment. This presents – among many others - a longstanding descriptive
classification schema, well-known in the literature (see: Hunger and Wheelen,
1984; Hunger and Wheelen, 2011). All this places our research in the SIHRM
research track of HRM in MNCs. Our research perspective also goes beyond
the standard classification presented previously. We assume it is possible to
identify more or less stable and linear relationships between organizational
performance and certain HRM practices (the universalistic perspective)
although there are many situational variables which may mediate the results
(the contingency perspective). This observation means it may appear to be
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impossible to transfer the best practices from one organization to another
and hence the focus should be on high coherence between HRM strategies
and practices and business strategies which are adjusted to the particular
organizational conditions.
The CEEIRT project covers a broad array of issues, but this paper is limited
in its content only to a few selected elements. The mainstream of interest is
settled on such topics and measures as:
·· generic business strategies – the respondents were provided with a
selection of growth, stability, and retrenchment strategies,
·· competitive factors – the choice covered such factors as quality of
workforce, optimal size of company, production technology, quality of
management, and financial resources,
·· performance evaluation of the company – here we asked the respondents
to evaluate the performance of their company by comparison to other
companies in the same sector; four areas of performance were rated, that
is profitability, quality of service, innovation rate, and environmental issues;
as shown in graphs 4 and 5 we applied a five-degree descriptive scale:
from weak to outstanding,
·· the influence of HRM formulated at the MNC’s HQ (headquarters) on local
subsidiary’s HRM practices – here we developed a four-degree descriptive
scale: from centralization (detailed guidelines from the HQ) to decentralization (autonomy at the local subsidiary level) as presented in Graph 6,
·· responsibility for major policy decisions in selected HRM subfunctions the choice of provided responses resembled the four-degree descriptive
scale used to evaluate centralization-decentralization practices mentioned
above, but this time we focused on the division of responsibility between
(see Graph 11): the local line management (decentralization) and the local
HRM department (centralization).
·· critical issues within HRM the subsidiaries had to cope with – the respondents used a five-degree scale (form 1 to 5) to measure the intensity
of the issues selected from the multiple choice answers, where 5 meant
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the highest intensity of a given issues (utmost or critical importance) and
1 meant an absence or very low intensity (little or no importance),
·· key competencies of HRM managers for success - multiple answers
were allowed and the following competencies made the palette of choices:
personal credibility (effectiveness, efficient connections, communication
skills), strategic contribution (culture management, quick changes, strategic decision making), use of HRMIS (human resources management
information system) (IT), business knowledge (value chain, values creation),
HR services (recruitment & selection, training, performance evaluation, HR
measurement), communication in foreign languages, and as exhibited in
Graph 10 we applied a four-degree descriptive scale was used: from not
important to highly important,
·· the importance of HRM knowledge flows – using the scale from 1 – unimportant to 5 – very important the respondents evaluate the following directions of knowledge flows: within the subsidiary (between HRM department
and other units),

from the HQ, between subsidiaries, and to the HQ.

3.4. The research problem and questions
The main research problem was formulated in the following way: What patterns of HRM perceptions and practices coexist with the factors recognized
as competitive advantages of companies and with the performance self-evaluation results of these companies?
The main research problem was disaggregated into the following research
problems and questions of more detail character:
1) What are the generic business strategies of MNCs?
2) What do they consider to be their competitive factors (competitive

advantage)?
3) Do they value their competitive factors differently within their business

strategies?
4) How do the companies evaluate their performance?
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5) When the factors recognized as competitive advantages of companies

and the results of the companies’ performance evaluations are juxtaposed,
are there any identifiable patterns?
6) What, if any, are the centralization and decentralization patterns of

HRM at the corporate and local level?
7) Do they go in line with the factors recognized as the competitive

advantages of companies or with the results of the companies’ performance evaluations?
8) What do the companies identify as their critical areas (subfunctions)

of HRM in the context of their competitive advantages and organizational
performance results?
9) What are the competencies of HR manager for success with regard

to the factors recognized as the competitive advantages of companies
and in the context of their performance evaluation?
10) How do the companies value the directions of HRM knowledge flows

for the sake of their competitive advantages and performance evaluation?

3.5. Statistical data analysis
In the consecutive section the empirical research findings are discussed
with reference to the data collected from the local subsidiaries of MNCs
located in the CE region, including Poland. The data analysis is based on
descriptive statistics as the main goal is to conduct a general comparison
within the scope of HRM between average practices and perceptions in CE
countries and Poland.
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4. The Empirical Research Findings: The General
Comparative Analysis of Hrm Implications in the
CE Region and Poland
In the total sample of CE countries 70% of the respondents indicated that
they were seeking growth and nearly 30 % indicated that their companies
followed stabilization strategies, whereas only 4% of companies implemented
a retrenchment strategy. For Poland it looks pretty similar: 75% growth
strategies, 18% stabilization strategies and 7% redundancies (see Graph 1).
Graph 1. Generic business strategies in MNCs in Central Europe and Poland by countries (multiple
answers possible)

Source: own research data.

As for the competitive factors, it is the quality of workforce that is deemed
to be most critical both in the whole CE sample (65%) and the Polish sample as
well (73%). In CE it is quality of management that on the second position with
more than 50 % of indications, and the optimal size of company that comes
third with 44%. In Poland these two factors are in reverse order - optimal
size of company has 6 percentage points of indications more than quality
of management. What appears to be less important both in the CE region
and Poland is production technology and financial resources (see Graph 2).
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Graph 2. Self-evaluation of competitive advantages of MNCs in Central Europe and Poland

Source: own research data.

When the competitive factors are analyzed by the generic business
strategies in Poland (see Graph 3) then it is visible that in MNCs realizing their
growth strategies the quality of HR (workforce) is recognized as the most
valuable competitive factor and the quality of management is placed on the
third position. In those MNCs that follow stabilization strategies it is again
the quality of HR that is competitive factor number one but the quality of
management is on the second place. None of these factors takes the leading
position when retrenchment strategies are implemented. Instead, it is labor
cost and optimal size of company that most organizations considered to be
their competitive advantage.
Graph 3. The competitive factors by generic business strategies in Poland (in %)

Source: own research data.

95

Marzena Stor, József Poór, Allen D. Engle

Furthermore, we asked the respondents to evaluate the performance of
their company in four areas by comparison to other companies in the same
sector (see Graph 4). It seems that in CE the quality of service is the area of
business performance that gains the highest scores. And even more – it is
the only one with no “weak” scores. Innovation rate looks promising as well,
although 7% of subsidiaries evaluated their results in this field as below
average and 1% as weak. Similarly, not too many companies think that their
results for environmental issues are either weak or below average. Generally,
these three areas are mostly perceived as the same as competitors’, better
than average or even as outstanding. In this context the evaluation of profitability of companies is more heterogeneous. The main reason is the highest
percentage of indications is split up not only into these three evaluation
grades but four – it covers below average grade as well. Juxtaposing these
CE data with the Polish data brings to the conclusion that in Poland more
companies appraise their profitability as outstanding and less companies
as below average. Furthermore, the quality of services receives comparable
evaluation, and the innovation rate and environmental issues slightly better
(see also Graph 5).
Graph 4. Performance evaluation of subsidiaries of MNCs in CE countries and Poland (in %)

Source: own research data.
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Graph 5. The average values of performance evaluations of subsidiaries of MNCS in CE countries
and Poland

Source: own research data.

In the research process an attempt was also made to determine the
influence of HRM policies formulated at the MNC’s HQ (headquarters) on
local subsidiary’s HRM practices. What we’ve found is that a prevailing
approach in the whole CE sample is the one in which HQ provides detailed
HR models, policies, procedures and rules for action. This appeared in 42%
of CE subsidiaries of MNCs. The second preferable approach (30%) relies
on providing general guidelines. And rather full decentralization with nearly
total autonomy is practiced in 21% of companies, whereas centralization in
which all significant decisions are made by the HQ are experienced by around
7%. This emerging pattern looks different in Poland. Although centralization is experienced by a similar percentage of subsidiaries (5%), the three
other types of practices are split into a somewhat similar percentage, rated
somewhere around 30 per cent. It suggests that in general HRM polices are
granted more autonomy at the local level of subsidiaries in Poland than, on
average, in the other CE countries (Graph 6). Furthermore, the higher the
appraisal of the quality of workforce and the quality of the management as
competitive factors at the same, the higher the level of decentralization,
meaning the HQ HRM department provides more autonomy to local HRM
department (see Graph 7).
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Graph 6. The influence of HQ HRM on local subsidiary’s HRM practices in CE and Poland

Source: own research data.

Graph 7. Factors recognized as competitive advantage by HRM centralization-decentralization at
the HQ or local level of MNCs in Poland (in %)

Source: own research data.

In the research process another attempt was also made to determine
what kind of critical issues (subfunctions) within HRM the subsidiaries had
to cope with in the context of their business strategies and performance
results. The collected data in this scope are presented in Graph 8. Making
some synthesis we can say that both in the whole CE research sample and
Poland the ranking order of subfunctional areas of HRM is the same. The only
significant difference is that in CE subsidiaries there is only one subfunction
of HRM that is evaluated higher than 3.0, i.e. recruitment & selection (3,08)
whereas in Poland apart from that subfunction (with the score of 3,43) there
are three others, i.e. human resources planning (3,41), training & development
(3,35), and talent management (3,11).
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Graph 8. The average values of critical areas of HRM in MNCs in Central Europe and Poland (multiple choice; scale: 1–5; 5 – critical, 1 – not at all critical)

Source: own research data.

Another problem that we were interested in related to the competencies
of HR manager for success. The respondents were asked to consider these
competencies in their business context. Graph 9 presents the data gathered in this scope and arranged in a descending order. Both in the CE and
Polish sample it is personal credibility that appears to be the most important.
Nearly 90% of the foreign subsidiaries chose this competency. The second
most important competency is connected with providing HR services (in
CE – 79%; in Poland – 86%). Comparing these two samples the other similarity lies in the use of human resource management information systems
(HRMIS) which was indicated by the lowest percentage of respondents. As
about the differences, business knowledge seems to be more important in
Poland while strategic contribution in CE. What is more interesting, when the
companies in Poland bet on financial resources as their competitive factor
the competencies of HR manager for success that are equally important are
business knowledge and HR services that come second just after personal
credibility (see Graph 10).
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Graph 9. The key competencies of HR managers for success (multiple answers; in %)

Source: own research data.

Graph 10. The average values of the key competencies of HR managers for success by competitive
factors in local subsidiaries of MNCs in Poland

Source: own research data.

In contemporary companies HRM is not exclusive to managers or specialists working in personnel departments. It is also line management that needs
to be trusted more responsibility of decisions in key function of HRM. That’s
why in our questionnaire survey we asked respondents who had primary
responsibility for major policy decisions in selected HRM subfunctions. The
centralization-decentralization continuum was evaluated at the organizational
level of local subsidiary of a MNC. As shown in Graph 11, in the whole sample
of CE subsidiaries of MNCs local line management is mostly and exclusively
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responsible for performance appraisal (37%) and primarily responsible with
an obligation to consult decisions with HRM department for HR planning
(39%). At the same time HRM department is primarily responsible with an
obligation to consult decisions with the line management for selection and
training & development (both indicated by 32% of respondents), and mostly
and exclusively responsible for recruitment (28%). In general, responsibility
of decisions in key functions of HRM in all CE MNCs is not centralized, it is
rather equally distributed between the first three categories of responses.
In practice this means that most of the decisions is delegated to line management or relies on cooperation between line management and local
HRM department. In Poland the preferable practices are divided between
the following categories of responses: local line management and primary
local line management but in consultation with HRM department. Hence, the
centralization of practices in Poland is less common than for the CE.
Graph 11. Responsibility of decisions in key functions of HRM in MNCs in Central Europe and
Poland

Source: own research data.
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The last issue refers to how the companies under study value the directions of HRM knowledge flows. The analysis of data presented in Graph 12
suggests that taken on average in the whole CE sample the most important
flow of HRM knowledge runs from the HQ to the local subsidiary. This direction
of flow reached the highest value of 3,31. Knowledge flows within subsidiary
with the value of 2,75 occupy the second position. Knowledge flows between
subsidiaries come third with the score of 2,51, and knowledge flows from the
local subsidiary to the HQ fourth with a very similar result, meaning 2,50. In
Poland knowledge flows within subsidiary (3,19) appear on the first positions
and are more important than knowledge flows from the HQ to local subsidiary
(3,02), whereas knowledge flows between subsidiaries (2,77) and from the local
subsidiary to the HQ (2,77) are simultaneously placed on the third position.
Graph 12. The importance of HRM knowledge flows in CE countries and Poland (scale: 1-5; 1 – unimportant, 5 – very important)

Source: own research data.

5. Research Summary
To address the research problem posed in the paper it is necessary to determine what patterns of HRM perceptions and practices coexist with the
factors recognized as competitive advantages of companies and with the
performance self-evaluation results of these companies. Hence, referring
to the accompanying research questions of more detail character seems
to be useful.
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The distribution of the business strategies in the CE and Polish samples
is very similar: the overwhelming majority of local subsidiaries of MNCs apply
growth strategies (approx. 70 %) and about one fourth of them stability strategies. In both samples most of the organizations assume that the quality of
workforce makes their competitive advantage (approx.70%). But at the same
time the quality of management seems to be a little more important in CE
(approx. 50%) than in Poland (approx. 40%) and optimal size of company is
more important in Poland (49%) than in CE (44%). As about the average values
of performance evaluations they gain slightly better score in all performance
areas (profitability, quality of services, innovation rate, and environmental
issues) in Poland than in CE. The between-group analysis over the Polish
sample reveals that the business strategies had a significant effect on the
performance of the organization in the field of profitability.
Moreover, the data suggests that the HQ of MNCs exert less influence
on HRM practices at the local level in Poland than in CE, meaning the local
subsidiaries in Poland are granted more autonomy and decentralization.
What is more, in Poland the higher the appraisal of the quality of workforce
and the quality of management as the competitive factors at the same time,
the higher the level of decentralization. Similarly, when the centralization-decentralization patterns are studied with reference to the responsibility of
decisions in key HRM subfunctions delegated to the local line management
vs centralized at the local HR department, then it appears that centralization
practices in Poland are less common in Poland than in CE. All this goes in line
with the patterns of knowledge flows. Namely, in CE the most important flow
runs form the HQ to the local subsidiary, while in Poland within the subsidiary.
Both in CE and Poland it is not only personal credibility but competencies
connected with HR services in general that are ranked the highest as key
competencies of HR manager for success. Anyway, in Poland the respondents’
experience suggests that business knowledge is another competency that
is strongly associated with success, whereas in CE the respondents value
strategic contribution more. But more detail statistical analysis of the Polish
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sample leads to the conclusion that business knowledge, strategic contribution, and HR services are prevailing competencies with comparable rank
in the subsidiaries applying growth strategies. Moreover, with connection
to performance evaluation the following patterns appear:
·· The higher the rate of:
·· business knowledge the higher the rate of profitability.
·· strategic contribution the higher the rate of environmental issues.
·· personal credibility the higher the rate of innovation and overall
performance.
·· use of HRIS the higher the rate of environmental issues and overall
performance.
·· The lower the rate of communication in foreign languages the lower the
rate of profitability.
The last identified patterns refer to performance evaluation and competitive factors. The correlation analysis results in no significant correlations
between two of competitive factors, i.e. quality of workforce and quality of
management, and none of the areas of performance.

6. Final Conclusions
The research has certain theoretical significance because its results provide some knowledge about the specificity of HRM in local subsidiaries of
MNCs operating CE, and particularly exemplifying some regularities within
HRM appearing in Poland. Furthermore, it identifies some patterns of HRM
perceptions and practices at the local level of MNCs both in Central Europe
and Poland, and especially when the factors recognized as competitive advantages of local subsidiaries and the results of performance evaluations
of these subsidiaries are juxtaposed in conjunction with their implications
for HRM. All this makes a real contribution to knowledge about SIHRM in
MNCs. As for the practical significance of the research results it mostly relies
on an attempt to identify some similarities and differences between local
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subsidiaries of MNCs located in CE and Poland that may have an impact on
managerial interpretation on what HRM practices should be considered as
effective and which as possibly ineffective because of the local employees’
perceptions and expectations. But those differences should be approached
very carefully since the number of companies from each country was rather
small and all in all does not comprise a representative sample. What is more,
expanding the formulated conclusions on the whole population of local
subsidiaries of MNCs operating in CE or exclusively in Poland wouldn’t be
justified because of the selection, structure and size of the research sample.
The primary limitations of this study are mostly connected with the last feature characterizing both research samples. Hence, some further research
on much bigger and comparable samples is necessary.
Having presented and discussed the more general regional patterns of
HR practices as compared to Polish patterns of operations, we will present,
in the accompanying second part of our two-part research, an in-depth and
more nuanced analysis of patterns of Polish MNC subsidiary performance
results as they correlate with strategic and institutional MNC factors. By
tightening the lens to only Poland and zeroing in on macro contextual MNC
states of being we may see in more fine grained detail the “fit” between the
strategic intent and role of the local subsidiary and the nature of the performance management system.

105

Marzena Stor, József Poór, Allen D. Engle

Bibliography
Alcázar, F.M., Fernández, P.M.R. and Gardey, G.S. (2003) Past, Present and Future
State of the Art in the Field of Strategic Human Resource Management: An Empirical
Analysis, in IHRM: Exploring the Mosaic, Developing the Discipline. Full Papers of the
7t h Conference on International Human Resource Management, Limerick, Ireland:
Interesource Group Ltd. Publishing.

Allen, M.R. and Wright, P.M. (2006) Strategic Management and HRM. Working Paper
Series, no 04/06, Cornell University, New York.

Amit, R. and Belcourt, M. (1999) Human resources management processes: a value-creating source of competitive advantage. European Management Journal, vol. 17, iss. 2.

Anthony, W.P., Perrewé, P.L. and Kacmar, K.M. (1993) Strategic Human Resource
Management, Philadelphia: The Dryden Press.

Arthur, J.B. (1994) Effects of human resource systems on manufacturing performance
and turnover. Academy of Management Journal, no 37, iss. 3.

Bartlett, C.A. and Ghoshal, S. (1989) Managing Across Boundaries: The Transnational
Solution, Harvard Business School, Boston.

Beatty, R.W., Huselid, M.A. and Schneier, C.E. (2003) The New HR Metrics: Scoring
on the Business Scorecard. Organizational Dynamics, no 32.

Becker, B.E., Huselid, M.A. and Beatty, R.W. (2009) The differentiated workforce:
transforming talent into strategic impact, Harvard Business School Press, Boston.

Becker, B.E., Huselid, M.A. and Ulrich, D. (2001) The HR scorecard: Linking people,
strategy, and performance, Harvard Business School Press, Boston.

106

Juxtaposition of Organizational Competitive Factors and Performance Evaluation in Conjunction with Their Implications
for HRM in MNCs: Part One, Contextual Review and Comparison of Central European and Polish Findings

Bedő, Z. and Ács, B. (2007) The impact of ownership concentration, and identity on
company performance in the US and in Central and Eastern Europe. Baltic Journal of
Management, vol. 2, iss. 2, pp. 125–139

Beer, M., Spector, B., Lawrence, P.R., Quinn Mills, D. and Walton, R.E. (1984) Managing
Human Assets, New York: The Free Press.

Birdi, K., Clegg, C., Patterson, M., Robinson, A., Stride, C., Wall, T. and Wood, S. (2008)
The impact of human resource and operational management practices on company
productivity: a longitudinal study. Personnel Psychology, vol. 61, no 3.

Boon, C., Eckardt, R., Lepak, D.P. and Boselie, P. (2017) Integrating strategic human
capital and strategic human resource management. The International Journal of
Human Resource Management, DOI: 10.1080/09585192.2017.1380063.

Boudreau, J. and Cascio, W.F. (2013) Inwestowanie w ludzi: Wpływ inicjatyw z zakresu
ZZL na wyniki finansowe przedsiębiorstwa, Warszawa: Wolters Kluwer.

Boxall, P. (1995) Building the Theory of Comparative HRM. Human Resource Management, vol. 5, no 5.

Boxall, P. (1998) Achieving Competitive Advantage through Human Resource Strategy:
Towards a Theory of Industry Dynamics. Human Resource management Review, vol.
8, iss. 3.

Brewster, C., Sparrow P., Vernon, G. and Houldsworth, E. (2011) International Human
Resource Management, Chartered Institute of Personnel and Development, London.

Brewster, C. (2007) European perspective on HRM. European Journal of International
Management, vol. 1, no 3.

107

Marzena Stor, József Poór, Allen D. Engle

Brewster, C. (1995) Towards a ‘European’ Model of Human Resource Management.
Journal of International Business Studies, London, First Quarter.

Brewster, C., Morley, M. and Bučiūnienė, I. (2010) The reality of human resource management in Central and Eastern Europe: A special issue to mark the 20th anniversary
of Cranet (the Cranfield Network on Comparative Human Resource Management).
Baltic Journal of Management, vol. 5, iss. 2, pp. 145–155.

Brewster, C., Tregaskis, O., Hegewisch, A. and Mayne, L. (1996) Comparative Research
in Human Resource Management: a Review and an example. International Journal of
Human Resource Management, vol. 7, no 3.

Briscoe, D.R., Schuler, R.S. and Claus, L. (2008) International Human Resource
Management, London and New York: Routledge.

Brunet-Thornton, R. (2017) Foreword to the special edition, the return to Europe:
a generation of re-inventing national identities. Baltic Journal of Management, vol.
12, iss. 1, pp. 2–5.

Budhwar, P.S. and Sparrow, P.R. (2002) An Integrative Framework for Understanding
Cross-National Human Resource Practices. Human Resource Management Review,
vol. 12, no 7.

Campbell, B.A., Coff R. and Kryscynski, D. (2012) Rethinking sustained competitive
advantage from human capital. Academy of Management Review, vol. 32, no. 3.

Chanda A. and Shen J. (2009) HRM strategic integration and organizational performance, Los Angeles: Sage publication Inc.

Chen, M.J. (2016) Competitive dynamics: Eastern roots, Western growth. Cross Cultural & Strategic Management, vol. 23, iss. 4.

108

Juxtaposition of Organizational Competitive Factors and Performance Evaluation in Conjunction with Their Implications
for HRM in MNCs: Part One, Contextual Review and Comparison of Central European and Polish Findings

Clark, T., Grant, D. and Heijltjes, M. (2000) Researching Comparative and International
Human Resource Management. Key Challenges and Contributions. International
Studies of Management & Organization, vol. 29, no 4.

Clegg, S.R., Ibarra-Colado, E. and Bueno-Rodrigues, L. (Eds.) (1999) Global Management. Universal Theories and local Realities, London Sage Publications.

Combs, C., Liu, Y., Hall, A. and Ketchen, D. (2006) How much do high-performance
work systems matter? A meta-analysis of their effects on organizational performance.
Personnel Psychology, vol. 59, no 3.

Cooke, F.L., Veen, A. and Wood, G. (2017) What do we know about cross-country
comparative studies in HRM? A critical review of literature in the period of 2000–2014.
The International Journal of Human Resource Management, vol. 28, no 1.

De Cieri, H., Hutchings and K., Fenwick, M. (2003) International Human Resource
Management: Bridging the Pedagogy-Practice Gap”, in IHRM: Exploring the Mosaic,
Developing the Discipline. Full Papers of the 7th Conference on International Human
Resource Management, Limerick, Ireland: Interesource Group Ltd. Publishing.

Delery, J.E. and Doty, D.H. (1996) Modes of Theorizing in Strategic Human Resource
Management: Test of Universalistic, Contingency, and Configurational Performance
Predictions. The Academy of Management Journal, vol. 39, no. 4.

Dikova, D., Witteloostuijn, A. and Parker, S. (2017) Capability, environment and
internationalization fit, and financial and marketing performance of MNEs’ foreign
subsidiaries: An abductive contingency approach. Cross Cultural & Strategic Management, vol. 24, iss. 3.

Dyer L. (1993) Human resources as a source of competitive advantage, Cornell
University ILR School, Ithaca, New York.

109

Marzena Stor, József Poór, Allen D. Engle

Farr, J.L. and Tran, V. (2008) Linking innovation and creativity with human resources
strategies and practices: A matter of fit or flexibility?, in Mumford, M.D, Hunter, S.T.,
Bedell-Avers, K.E. (Eds.), Multi-Level Issues in Creativity and Innovation (Research
in Multi-Level Issues, Volume 7), Emerald Group Publishing Limited.

Ferguson, K.L. and Reio, T.G. (2010) Human resource management systems and
firm performance. Journal of Management Development, vol. 29, iss. 5, pp. 471–494.

Festing, M. and Sahakiants, I. (2013) Path-dependent evolution of compensation
systems in Central and Eastern Europe: A case study of multinational corporation
subsidiaries in the Czech Republic, Poland and Hungary. Europen Management
Journal, vol. 31, iss. 4.

Guest, D., Michie, J., Sheehan, M., Conway, N. and Metochi, M. (2000) Effective
People Management: Initial findings of the Future of Work study, London, CIPD.

Guest, D. (1997) Human resource management and performance: a review and research agenda. International Journal of Human Resource Management, no 8, iss. 3.

Guest, D., Paauwe, J. and Wright, P. (2011) Human Resource Management and
Performance: What’s Next?, Chichester: Wiley.

Hancké, B., Rhodes, M. and Thatcher, M. (2007) Introduction, in Hancke, B., Rhodes,
M. and Thatcher, M. (Eds.), Beyond varieties of capitalism: Conflict, contradiction,
and complementarities in the European economy, Oxford: Oxford University Press.

Haromszeki, Ł. (2013) Dobre wzorce zarządzania projektami finansowanymi ze środków
unijnych jako przykład przywództwa organizacyjnego, Ekonomiczne i sprawnościowe
problemy zarządzania projektami. Przedsiębiorczość i zarządzanie, Listwan, T., Sułkowski, Ł. (Eds.), tom XIV, zeszyt 11, cz. II.

110

Juxtaposition of Organizational Competitive Factors and Performance Evaluation in Conjunction with Their Implications
for HRM in MNCs: Part One, Contextual Review and Comparison of Central European and Polish Findings

Harzing, A. and Van Ruysseveldt, J. (Eds.) (2010) International Human Resource
Management, London: SAGE Publications Ltd.

Hofstede, G. (1980) Culture’s Consequences: International Differences in Work-Related Values, Sage Publications. Bevery Hills.

Hunger, J.D. and Wheelen, T.L. (1984) Strategic management, Upper Saddle River,
N.J.: Prentice Hall.

Hunger, J.D. and Wheelen, T.L. (2011) Strategic management, Upper Saddle River,
N.J.: Prentice Hall.

Huselid, M.A. and Barnes, J.E. (2003) Human capital measurement systems as
a source of competitive advantage, Working paper, Harvard Business School, Boston.

Huselid, M.A. and Becker, B.E. (2011) Bridging micro and macro domains: Workforce
differentiation and strategic human resources management. Journal of Management,
vol. 37, no. 2.

Huselid, M. (1995) The impact of human resource management practices on turnover, productivity, and corporate financial performance. Academy of Management
Journal, no 38, iss. 3.

Hyder, A.S. and Abraha, D. (2008) Institutional factors and strategic alliances in
Eastern and central Europe. Baltic Journal of Management, vol. 3, iss. 3, pp. 289–308.

Jackson, S.E., Schuler, R.S. and Riverso, J.C. (1989) Organizational Characteristics
as Predictors of Personnel Practices. Personnel Psychology, vol. 42.

Janowska, Z. (2010) Zarządzanie zasobami ludzkimi, Warszawa: Polskie Wydawnictwo
Ekonomiczne.

111

Marzena Stor, József Poór, Allen D. Engle

Juchnowicz, M. (2010) Zarządzanie przez zaangażowanie, Warszawa: PWE.

Juchnowicz, M. (2014) Satysfakcja zawodowa pracowników – kreator kapitału
ludzkiego, PWN, Warszawa.

Karoliny, Z., Farkas, F. and Poor, J. (2009) In focus: Hungarian and Central Eastern
European Characteristics of human resource management – An international comparative survey. Journal for East European Management Studies, vol. 14, no 1.

Keating, M. and Thompson, K. (2003) International Human Resource Management:
Overcoming Disciplinary Sectarianism, in IHRM: Exploring the Mosaic, Developing
the Discipline. Full Papers of the 7th Conference on International Human Resource
Management, Limerick, Ireland: Interesource Group Ltd., Publishing.

Koen, C.I. (2005) Comparative International Management, London, Boston: The
McGraw-Hill Companies.

Kohont, A. and Brewster, C. (2014) The roles and competencies of HR managers in
Slovenian multinational companies. Baltic Journal of Management, vol. 9, iss. 3, pp.
294–313.

Koster, F. and Wittek, R. (2016) Competition and constraint: Economic globalization
and human resource practices in 23 European countries. Employee Relations, vol.
38, iss. 2, pp. 286–303.

Kshetri, N. (2010) Business perceptions of regulative institutions in Central and Eastern
Europe. Baltic Journal of Management, vol. 5, iss. 3, pp. 356–377.

Kupczyk T. and Stor, M. (2017) Competency management. Theory, research and
business practice, Wrocław: Wyższa Szkoła Handlowa.

112

Juxtaposition of Organizational Competitive Factors and Performance Evaluation in Conjunction with Their Implications
for HRM in MNCs: Part One, Contextual Review and Comparison of Central European and Polish Findings

Laurent, A. (1986) The Cross-Cultural Puzzle of International Human Resource Management. Human Resource Management, vol. 25, no 1.

Listwan, T. (2002) Modele i składniki strategicznego zarządzania kadrami, in Listwan,
T. (Ed.), Zarządzanie kadrami, Warszawa: Wydawnictwo C.H. Beck.

Listwan, T., Pocztowski, A. and Stor, M. (2009) Human Resources Management in
Poland, in. Morley, M.J, Heraty, N., Michailova, S. (Eds.), Human Resources Management
in Eastern and Central Europe, London, New York: Routledge.

Lundy, O. and Bowling, A. (2000) Strategiczne zarządzanie zasobami ludzkimi, Kraków:
Oficyna Ekonomiczna, Dom Wydawniczy ABC.

MacDuffie, J.P. (1995) Human resource bundles and manufacturing performance: organizational logic and flexible production systems in the world auto industry. Industrial
and Labor Relations Review, no 48, iss. 2.

Mayrhofer, W., Brewster, C., Morley, M.J. and Ledolter, J. (2011) Hearing a different
drummer? Convergence of human resource management in Europe — a longitudinal
analysis. Human Resource Management Review, vol. 21, no 1.

Melnikas, B., Baršauskas, P. and Kvainauskaitė, V. (2006) Transition processes and
integral cultural space development in Central and Eastern Europe: main problems
and priorities. Baltic Journal of Management, vol. 1, iss. 2, pp. 201–212.

Mendenhall, M. and Oddou, G. (1985) The Dimensions of Expatriate Acculturation.
Academy of Management Review, vol. 10.

113

Marzena Stor, József Poór, Allen D. Engle

Minkov, M., Dutt, P., Schachner, M., Morales, O., Sanchez, C., Jandosova, J., Khassenbekov, Y. and Mudd, B. (2017) A revision of Hofstede’s individualism-collectivism
dimension: A new national index from a 56-country study. Cross Cultural & Strategic
Management, vol. 24, iss. 3.

Molek-Winiarska D. (2009) Zarządzanie stresem – aspekty organizacyjne i finansowe,
in Bylok, F., Harciarek, M. (Eds.), Psychologiczne i socjologiczne aspekty zarządzania
zasobami ludzkimi, Częstochowa: Wydawnictwo Politechniki Częstochowskiej.

Morley, M.J., Heraty, N. and Michailova, S. (Eds) (2009) Human Resources Management in Eastern and Central Europe, London, New York: Routledge.

Nikandrou, I., Apospori, E. and Papalexandris, N. (2005) Changes in HRM in Europe:
A longitudinal comparative study among 18 European countries. Journal of European
Industrial Training, vol. 29.

Nyberg, A., Reilly, G., Essman, S. and Rodrigues, J. (2017) Human capital resources:
a call to retire settled debates and to start a few new debates. The International Journal
of Human Resource Management, DOI: 10.1080/09585192.2017.1381138.

Ostroff, C. and Bowen, D. (2000) Moving HR to a higher level: HR practices and organizational effectiveness, in Klein, K. and Kozlowski, S. (Eds.), Multilevel Theory, Research,
and Methods in Organizations, San Francisco, CA: Jossey Bass.

Pablos, P.O. and Lytras, M.D. (2008) Competencies and human resource management: implications for organizational competitive advantage. Journal of Knowledge
Management, vol. 12, iss. 6, pp. 48–55.

Perkins, S.J. and Shortland, S.M. (2006) Strategic International Human Resource
Management: Choices and Consequences in Multinational People Management,
London: Kogan Page Publisher.

114

Juxtaposition of Organizational Competitive Factors and Performance Evaluation in Conjunction with Their Implications
for HRM in MNCs: Part One, Contextual Review and Comparison of Central European and Polish Findings

Perlmutter, M.V. (1969) The Tortuous Evolution of the Multinational Corporation.
Columbia Journal of World Business, January/February.

Pfeffer, J. (1998) The Human Equation: Building Profits by Putting People First, Boston,
MA: Harvard Business School Press.

Pocztowski, A. (2007) Zarządzanie zasobami ludzkimi. Strategie – procesy – metody,
Warszawa: Polskie Wydawnictwo Ekonomiczne.

Pocztowski, A. (Ed.) (2012) Zarządzanie misjami zagranicznymi. Organizacyjne i indywidualne aspekty pracy ekspatriantów, Oficyna a Wolters Kluwer business, Warszawa.

Pocztowski, A. (Ed.) (2015) Zarządzanie zasobami ludzkimi na rynkach międzynarodowych, Warszawa: Wolters Kluwer Polska.

Poór, J., Engle, A. and Brewster, C. (Eds.) (2017) HRM in transition-practices of
MNC-subsidiaries in Central and Eastern Europe, Russia and Kazakhstan (2015–2016),
Selye University, Komárno.

Prahalad, C.K. and Doz, Y. (1987) The Multinational Mission: Balancing Local Demands
and Global Vision, New York: The Free Press.

Rich, B., Lepine, J. and Crawford, E. (2010) Job engagement: antecedents and effects
on job performance. Academy of Management Journal, vol. 53, no 3.

Sahadev, S. and Demirbag, M. (2010) A comparative analysis of employment practices
among post–communist and capitalist countries in South Eastern Europe. Employee
Relations, vol. 32, iss. 3.

115

Marzena Stor, József Poór, Allen D. Engle

Schneider, B., Hanges, P., Smith, B. and Salvaggio, A. (2003) Which comes first:
employee attitudes or organizational financial and market performance?. Journal of
Applied Psychology, vol. 88, no 5.

Schroeder, J. (2010) Międzynarodowe zarządzanie zasobami ludzkimi, Poznań:
Wydawnictwo Uniwersytetu Ekonomicznego w Poznaniu.

Schuler, R. and Jackson, S. (1987) Linking competitive strategies with human resource
management practices. Academy of Management Executive, no 1, iss. 3.

Schuler, R.S. (1992) Strategic Human Resources Management: Linking People with
the Strategic Needs of the Business. Organizational Dynamics, vol. 21(1), Summer.

Schuler, R.S. (2000) The Internationalization of Human Resources Management.
Journal of International Management, vol. 6, September.

Singh, S., Darwish, T.K., Wood, G. and Mohamed, A.F. (2017) Institutions, complementarity, human resource management and performance in a South-East Asian
Petrostate: the case of Brunei. The International Journal of Human Resource Management, vol. 28, iss. 18.

Sparrow, P., Harris, H. and Brewster, C. (2003) Towards a New Model of Globalizing
HRM, in IHRM: Exploring the Mosaic, Developing the Discipline. Full Papers of the
7th Conference on International Human Resource Management, Limerick, Ireland:
Interesource Group Ltd. Publishing.

Sparrow, P., Shipton, H., Budhwar, P. and Brown, A. (Eds.) (2016) Human Resources
Management, Innovation and Performance, London: Palgrave Macmillan.

116

Juxtaposition of Organizational Competitive Factors and Performance Evaluation in Conjunction with Their Implications
for HRM in MNCs: Part One, Contextual Review and Comparison of Central European and Polish Findings

Stahl, G.K., Miska, C., Lee, H.J. and De Luque, M.S. (2017) The upside of cultural differences: Towards a more balanced treatment of culture in cross-cultural management
research. Cross Cultural & Strategic Management, vol. 24, iss. 1.

Stavrou, E., Brewster, C.J. and Charalambous, C. (2010) Human resource management and firm performance in Europe through the lens of business systems: best fit,
best practice or both?. The International Journal of Human Resource Management,
vol. 21, no 7.

Stor, M. (2008) Strategie personalne zarządzania kadrą menedżerską, in Listwan, T.,
Stor, M. (Eds.), Zarządzanie kadrą menedżerską w organizacjach międzynarodowych
w Polsce, Wrocław: Wydawnictwo Uniwersytetu Ekonomicznego we Wrocławiu.

Stor, M. (2011) Strategiczne międzynarodowe zarządzanie zasobami ludzkimi, Wrocław:
Wydawnictwo Uniwersytetu Ekonomicznego we Wrocławiu.

Stor, M. (2014) Reconceptualizing Strategic International Human Resources Management in Pursuing Sustainable Competitive Advantage of MNCs. Human Resource
Management, no 6(10).

Stor, M. (2016) Paradoxical and nonparadoxical oxymora in strategies of competency
management – research reflections. Research paper of Wrocław University of Economics, no 2(27).

Stor, M. and Kupczyk, T. (2015) Differences in competency management – comparative analysis between Polish, Spanish, and Austrian business practices. Journal of
Intercultural Management, vol. 7, no 2.

Suchodolski, A. (2014) Closer or Further?, Comparison of Employee Development
Trends in Polish and International Companies Operating in Poland. Edukacja Ekonomistów i Menedżerów, no 3(33).

117

Marzena Stor, József Poór, Allen D. Engle

Tarique, I., Briscoe, D.R. and Schuler, R.R. (2016) International Human Resource
Management: Policies and Practices for Multinational Enterprises, New York and
London: Routledge, Taylor & Francis.

Taylor, S., Beechler, S. and Napier, N. (1996) Toward an Integrative Model of Strategic
International Human Resource Management. Academy of Management Review, vol.
21, no 4.

Tung, R. (1982) Selection and Training of Personnel for Overseas Assignments. Columbia Journal of World Business, vol. 23.

Vivares-Vergara, J.A., Sarache-Castro, W.A. and Naranjo-Valencia, J.C. (2016) Impact
of human resource management on performance in competitive priorities. International Journal of Operations & Production Management, vol. 36, iss. 2, pp. 114–134.

Wilkinson, A. and Wood, G. (2017) Global trends and crises, comparative capitalism
and HRM. The International Journal of Human Resource Management, vol. 28, iss. 18.

Wright P.M., McMahan G.C. and McWilliams A. (1993) Human resources as sustained
competitive advantage: a resource-based perspective, Center for Effective Organizations, Los Angeles: Marshall School of Business, University of Southern California.

Wright, P.M. and Snell, S.A. (1991) Toward an Integrative View of Strategic Human
Resource Management. Human Resource Management Review, no 1, iss. 3.

Wright, P., McMahan, G. and McWilliams, A. (1994) Human resources and sustained
competitive advantage: a resource-based perspective. The International Journal of
Human Resource Management, vol. 5, no 2.

118

Journal of Intercultural Management
Vol. 9 | No. 3 | September 2017 | pp. 119–143
DOI 10.1515/joim-2017-0016

Marzena Stor

Allen D. Engle

Wrocław University of Economics, Poland

Eastern Kentucky University, Richmond,

marzena.stor@wp.pl

USA
allen.engle@eku.edu

József Poór
J. Selye University, Slovakia
poorj@ujs.sk

Juxtaposition of Organizational
Competitive Factors and
Performance Evaluation
in Conjunction with Their
Implications for HRM in MNCs:
Part Two, Statistical Correlation
Analysis within the Polish
Findings

Marzena Stor, Allen D. Engle, József Poór,

Abstract: Objective – The main goal of the paper is to determine whether there are any
identifiable patterns of HRM perceptions and practices when the factors recognized as the
companies’ competitive advantages and results of their performance outcomes are juxtaposed
in conjunction with their implications for HRM.
Methodology – The research was conducted in five Central and Eastern (CE) countries. The
data collected from this region is used to provide a broader comparative context (descriptive
statistics) as presented in the earlier article in this volume. This second part provides a more
detail correlational analyses conducted on the data coming exclusively from local subsidiaries
of MNCs operating in Poland.
Findings - In Poland the higher the appraisal of the quality of workforce and the quality of
management as the competitive factors at the same time, the higher the level of decentralization. The correlation analysis in the scope of particular areas of performance evaluation and
the ratings of critical subfunctions of HR in Poland allow to identify some general patterns.
Value added – The research has certain theoretical significance because its results provide
some knowledge about the specificity of HRM in local subsidiaries of MNCs operating CE, and
particularly exemplifying some regularities within HRM appearing in Poland. Furthermore, it
identifies some patterns of HRM perceptions and practices at the local level of MNCs both
in CE and Poland, and especially when the factors recognized as competitive advantages of
local subsidiaries and the results of performance evaluations of these subsidiaries are reported
in conjunction with their implications for HRM. All this makes an empirical contribution to
knowledge about SIHRM in MNCs.
Key words: human resources management; competitive advantage; business strategy; multinationals; Central Europe; HR patterns of practice – national and regional

1. Concise Introduction
This paper is the continuation and a more precise delineation of the relationship between strategic intent and the context of MNC subsidiary operations in
Poland and the pattern of practices of performance management outcomes
within the Polish subsidiaries. The main goal of the paper is to fill in some
research gap that has been found in the management literature. Namely,
the literature review leads to the conclusion that although much research
on HRM was conducted in multinational companies (MNCs) and their local
subsidiaries in different countries, the contemporary characteristics of HRM
as well as their potential regularities in MNCs operating in Central Europe
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are not well documented (e.g.: Nikandrou et al., 2005; Melnikas et al., 2006;
Brewster et al., 2007; Hyder and Abraha, 2008; Karoliny et al., 2009; Listwan
et al., 2009; Morley et al., 2009; Brewster et al., 2010; Sahadev and Demirbag,
2010; Kshetri, 2010; Stavrou et al., 2010; Brewster et al., 2010; Mayrhofer et
al., 2011; Festing and Sahakiants, 2013; Stor and Kupczyk, 2015; Chen, 2016;
Stor, 2016; Koster and Wittek, 2016; Poór et al., 2017; Cooke et al., 2017; Stahl
et al., 2017; Brunet-Thornton, 2017; Wilkinson and Wood, 2017). In this context
we do not know if there are any identifiable patterns of HRM perceptions
and practices when the factors recognized as competitive advantages of
companies and the results of the companies’ performance evaluations are
juxtaposed in conjunction with their implications for HRM. Hence, to fill in this
research gap the authors make an attempt at identifying those patterns. For
that reason, some intentionally selected problems are in the focus of interested in the empirical research. This second article in our two-part series
provides an in-depth analysis (correlation statistics) of the data coming from
local subsidiaries of MNCs companies operating within Poland.
Because the research is placed in the strategic international human
resource management (SIHRM) research track of HRM in MNCs and on the
overlap of the universalistic and contingency perspectives the article is
structured as follows. The first part of our two articles consisted of a brief
literature review to provide some theoretical background and explanation for
the empirical study. It covered two basic research tracks of HRM in MNCs,
three theoretical and research streams in international human resources
management (IHRM) (e.g.: De Cieri et al., 2003; Briscoe et al., 2008; Harzing,
2010; Brewster et al. 2011; Pocztowski, 2012; Schroeder, 2010; Pocztowski,
2015; Tarique et al., 2016; Perkins, Shortland, 2006; Brewster et al., 2011; Stor,
2011), four scientific perspectives on strategic human resources management (SHRM) (e.g.: Jackson et al., 1989; Brewster, 1995; Delery, Doty, 1996;
Clegg et al., 1999, Alcázar et al., 2003, p. 1; Koen, 2005, pp. 5–15; Stor, 2011,
p. 90; Stor, 2014), and four approaches to the measurable role of HRM in
the company’s success (e.g.: Beer et al., 1984, 2009; Schuler and Jackson,
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1987; Wright et al., 1994; Arthur, 1994; Huselid, 1995; MacDuffie, 1995; Pfeffer,
1998; Guest et al., 2000; Huselid and Barnes, 2003; Ferguson and Reio, 2010;
Huselid and Becker, 2011; Juchnowicz, 2010; 2014; Stor, 2011; Boudreau and
Cascio, 2013; Sparrow et al., 2016; Singh et al., 2017). The literature review is
of a descriptive character and ends in formulating the research gap on HRM
in MNCs in Central Europe. In the section about the research methodics the
authors provide the general outline of the international research project,
describe the research sample, explain the assumptions, measures and statistical analytics applied in the study, and present the main research problem
and questions. The section devoted to the empirical research consists of
an in depth analysis of emerging patterns of HRM practices and attendant
strategic and competitive strategic intent of MNCs operating in Poland. The
article ends with the research summary and final conclusions.

2. The General Outline of the International
Research Project
The research findings presented in this article make a part of some bigger
international research project performed by the CEEIRT. CEEIRT is an abbreviation that stands for the Central and Eastern European International Research
Team – a team that was set up on the turn of 2008 and 2009 to study HRM in
MNCs in the region of Central and Eastern Europe, covering 14 CEE universities and two cooperative advisors from Great Britain and the United States.
The general title of that international research project is HRM in Transition
Practices of MNC-Subsidiaries in Central & Eastern Europe and its main goal
is to identify the trends and tendencies within HRM in MNCs in this geographic
region. So far three series of studies have been conducted by the CEEIRT
in the following years: 2010, 2013 and 2016. In each of these years the respondents from MNCs were asked about their companies’ HRM practices in
a previous year in the context of the worldwide economic standing, business
strategies, business performance etc.
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3. Statistical data analysis
The second subsection is devoted to some more detail analysis conducted on
the data coming exclusively from the local subsidiaries of MNCs companies
located in Poland. All calculations here were performed using IBM SPSS v.
22 software (SPSS Inc., Chicago, Ill., USA) with the level of significance set
to alpha = .05. Kolmogorov-Smirnow test was performed to determine the
normality of data distribution. Its significant results indicated that data was
not normally distributed, hence non-parametric statistics were employed.
In order to examine group differences between the general business strategies (growth vs stability vs retrenchment) Chi-square tests were performed
whereas in case of scale variables Kruskall-Wallis test was applied. Further,
the relationships between the variables were examined by the means of
Spearmans’ rho correlations. To determine whether there are any observable patterns of the juxtaposition of the factors recognized as competitive
advantages of companies and the results of the companies’ performance
evaluations Kendall’s tau coefficient was interpreted.

4. The emerging patterns of HRM implications in
local subsidiaries of MNCs in Poland
Having positioned Polish HR practices in general in comparison to four
other regional neighbors, we now focus particularly on Polish HR practices
with a primary emphasis on performance management practices, their
correlates and antecedents.
The population that comprised this section of our report was comprised
of 102 subsidiaries of MNCs operating in Poland. The companies were of
different size and business profiles according to the European Classification
of Business Activity. The research was conducted with the aid of paper and
electronic survey questionnaires. This more detailed analysis was conducted
on the data coming from these local subsidiaries of MNCs located in Poland.
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Between-group differences
As said before, the analysis of between-groups differences was conducted
in the research. The results are as follows:
·· Business strategies vs competitive factors. We found a significant difference between the type of business strategy applied by the subsidiary
and optimal size of company considered as a competitive factor, χ2(2)=13.1,
p=.001, suggesting that company size was not considered a competitive
factor among companies that reported retrenchment strategies; while it
was the case in 70% of companies that followed stability strategy and in
47.2% of companies that declared growth strategy.
·· Business strategies vs performance evaluation. We found that the business
strategies had a significant effect on the performance of the organization in
the field of profitability, H2=10.1, p=.007 with post-hoc comparisons showing
that the only significant difference was between organizations that reported
growth (Mrank=56.6) and those reporting retrenchment (Mrank=29.5, p=.004),
wherein comparisons of both of these strategies with stability (Mrank=44.1)
were not significant (p>.05). No differences were found in terms of remaining
dimensions of profitability; neither for the overall performance (mean value
for ratings of four dimensions).
·· Business strategies vs the role of the HQ. Insignificant result of Kendall
tau-b correlation (p>.05) suggests that the business strategies and the
role of HR played by corporate HQ were independent from each other (no
relationship).
·· Business strategies vs responsibility of decisions within HRM. Kruskal-Wallis test for differences between the organization with different strategies
revealed no significant differences with regard to the attribution of the
responsibility within the HRM key functions (ps>.05).
·· Business strategies vs critical subfunctions of HRM. Kruskal-Wallis test
for differences between the organization applying different business strategies revealed a significant differences with regard to the following critical
human resources issues:
124

Juxtaposition of Organizational Competitive Factors and Performance Evaluation in Conjunction with Their Implications
for HRM in MNCs: Part Two, Statistical Correlation Analysis within the Polish Findings

·· Communication H2=6.1, p=.006 with post-hoc tests indicating a significant difference in the rating of the importance of communication
between organizations that reported stability as their business strategy
(Mrank=66.45) and those which declared growth strategy (Mrank=46.7,
p=.005). Differences between these two categories of organizations
and organizations that declared retrenchment strategy (Mrank=63.7)
were not significant (p>.76).
·· Talent management H2=6.1, p=.048 with pairwise comparisons suggesting that organizations that based their strategy on retrenchment
rated talent management as a significantly more important issue to be
faced by HR (Mrank=63.7), as compared to organizations that reported
stability strategy (Mrank=41.5, p<.05). The differences between these
two types of organizational strategies and the strategy of growth
(Mrank=46.7) were insignificant (p>.05).
·· Business strategies vs the key competencies of HR manager. The following
differences in ratings of the importance of the following HR manager key
competences were found:
·· Business knowledge – H2=7.8, p=.02; significant difference was found
between organizations that reported growth strategy (M rank=54.5)
and organizations that reported retrenchment strategy (Mrank=28.4,
p=.015). Differences between these two types of organizations and
the type of organizations with stability strategy (Mrank=52.2) were not
significant (p>.05).
·· Strategic contribution - H2=9.8, p=.008; significant difference was
found between organizations that reported growth strategy (Mrank=56.6)
and organizations that reported stability strategy (Mrank=34.6, p=.006).
Differences between these two types of organizations and the type
of organizations with retrenchment strategy (M rank=48.5) were not
significant (p>.05).
·· HR services - H2=14.4, p=.001; significant difference was found
between organizations that reported growth strategy (M rank=54.5)
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and organizations that reported retrenchment strategy (Mrank=28.4,
p<.001). Differences between these two types of organizations with
organizations with stability strategy Mrank=52.2) turned out to be insignificant (p>.05).
·· Business strategies vs directions of knowledge flows. No differences
between organizations of the three types of strategies and their ratings of
the importance of the knowledge flows were identified (ps>.05).
Correlational analyses
In addition to the between-group analyses some correlational analyses were
conducted as well. And here are their results:
Performance correlations. Performance ratings were generally correlated
(see Table 1), except for the relationship between profitability and environmental issues (p=.14).
Table 1. The results of correlation test for performance evaluation

Spearman’s rho

Profitability

Quality
of services

Innovation rate

Environmental
issues

Profitability

Correlation coefficient
Sig. (2-tailed)

Quality of services

Correlation coefficient
Sig. (2-tailed)

,282**

Innovation rate

Correlation coefficient
Sig. (2-tailed)

,410**

,515**

,000

,000

Environmental
issues

Correlation coefficient
Sig. (2-tailed)

,147

,291**

,370**

,141

,003

,000

OVERALL PERFORMANCE

Correlation coefficient
Sig. (2-tailed)

,664**

,669**

,844**

,613**

,000

,000

,000

,000

,004

**. Correlation is significant at the 0.01 level (2-tailed).
N = 102

Source: own research data.
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Performance correlations with critical subfunctions of HRM. HR planning
was moderately, negatively correlated with performance in profitability (rs=.25, p=.012); performance in innovation (rs=-.38, p<.001) and overall ratings
of performance (rs=-.33, p=.001). Training and development was moderately,
positively correlated with performance in quality of service (rs=.31, p=.002),
innovation (rs=.21, p=.04) and overall performance (rs=.25, p=.012). Talent
management was moderately, positively correlated with performance in environmental issues (rs=.24, p=.014). Compensation & benefits was moderately,
positively correlated with performance in quality of service (rs=.28, p=.005),
and overall performance (rs=.24, p=.02). Communication was moderately,
positively correlated with performance in quality of services (rs=.21, p=.032).
HRIS was moderately, negatively correlated with performance in quality of
services (rs=-.20, p=.043) and performance in environmental matters (rs=-.22,
p=.026). The correlations are presented in Table 2.
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Table 2. The results of correlation test for performance evaluation & critical subfunctions of HRM

Spearman’s rho

Performance areas
HRM subfunctions

Profitability

Quality
of services

Innovation
rate

Environmental
issues

OVERALL
PERFORMANCE

HR planning

Correlation coefficient

-,248*

-,116

-,377**

-,111

-,327**

Sig. (2-tailed)

,012

,244

,000

,266

,001

Recruitment

Correlation coefficient

-,052

-,186

-,132

-,154

-,132

Sig. (2-tailed)

,604

,061

,184

,121

,184

Selection

Correlation coefficient

-,100

-,130

-,143

-,028

-,135

Sig. (2-tailed)

,316

,194

,150

,784

,175

Performance
appraisal

Correlation coefficient

,187

,068

,063

,074

,119

Sig. (2-tailed)

,059

,496

,528

,459

,235

Training
& development

Correlation coefficient

,132

,307**

,207*

,166

,248*

Sig. (2-tailed)

,186

,002

,037

,095

,012

Talent
management

Correlation coefficient

,026

-,154

,156

,243*

,112

Sig. (2-tailed)

,798

,122

,117

,014

,261

Compensation &
benefits

Correlation coefficient

,057

,277**

,183

,188

,236*

Sig. (2-tailed)

,572

,005

,066

,058

,017

Industrial
labor
relations

Correlation coefficient

-,049

-,044

-,143

-,181

-,152

Sig. (2-tailed)

,625

,661

,150

,069

,126

Employee
communication

Correlation coefficient

,162

,213*

,148

,037

,182

,104

,032

,137

,709

,067

HRIS

Correlation coefficient

,076

-,201*

-,096

-,221*

-,156

Sig. (2-tailed)

,446

,043

,336

,026

,117

Correlation coefficient

-,033

,085

,186

-,034

,090

Sig. (2-tailed)

,740

,396

,062

,731

,368

Health
& safety
issues

Sig. (2-tailed)

**. Correlation is significant at the 0.01 level (2-tailed).
*. Correlation is significant at the 0.05 level (2-tailed).
N=102

Source: own research data.
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Performance correlations with the ratings of key competencies of HR
manager. Business knowledge was moderately and positively correlated
with performance in profitability (rs=.26, p=.01). Strategic contribution was
moderately and positively correlated with performance in environmental
matters (rs=.29, p=.003). Personal credibility was moderately and positively
correlated with performance in innovation (rs=.26, p=.008) and overall (rs=.23,
p=.02) performance. Usage of HRIS was moderately and positively correlated with performance in environmental issues (rs=.22, p=.03) and overall
performance (rs=.21, p=.04). Foreign languages skills was moderately and
negatively correlated with performance in profitability (rs=-.20, p=.04). The
identified correlations are shown in Table 3.
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Table 3. The results of correlation test for performance evaluation & key competences of HRM
manager
Profitability

Quality
of services

Innovation
rate

Environmental
issues

OVERALL
PERFORMANCE

Correlation
coefficient

,255**

-,039

,188

,023

,169

Sig. (2-tailed)

,010

,696

,058

,816

,090

Strategic
contribution

Correlation
coefficient

-,019

-,018

,104

,291**

,140

Sig. (2-tailed)

,847

,855

,299

,003

,160

Personal
credibility

Correlation
coefficient

,103

,159

,261**

,123

,228*

Sig. (2-tailed)

,302

,111

,008

,219

,021

HR services

Correlation
coefficient

,093

,058

,051

,078

,075

Sig. (2-tailed)

,352

,564

,608

,436

,452

Use of HRIS
(IT)

Correlation
coefficient

,158

,194

,089

,216*

,205*

Sig. (2-tailed)

,112

,050

,372

,029

,039

Correlation
coefficient

-,200*

,048

,116

,151

,083

Sig. (2-tailed)

,044

,631

,247

,129

,409

Performance areas
Competencies of HRM manager

Spearman’s rho

Business
knowledge

Foreign languages

**. Correlation is significant at the 0.01 level (2-tailed).
*. Correlation is significant at the 0.05 level (2-tailed).
N=102

Source: own research data.

Performance correlations with the ratings of the knowledge flows. Knowledge flows from the subsidiary to the parent company was positively and
moderately correlated with performance in quality of service (rs=.25, p=.012).
Knowledge flows within subsidiary was positively and moderately correlated
with performance in service quality (rs=.23, p=.019) and overall performance
(rs=.21, p=.032). These correlations are shown in Table 4.
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Table 4. The results of correlation test for performance evaluation & knowledge flows

Spearman’s rho

Performance areas
Directions of knowledge flows

Profitability

Quality
of services

Innovation
rate

Environmental
issues

OVERALL
PERFORMANCE

Knowledge
flows form the
HQ

Correlation
coefficient

,053

,052

,003

,011

,045

Sig. (2-tailed)

,597

,600

,977

,914

,650

Knowledge
flows to the HQ

Correlation
coefficient

,097

,248*

,058

-,139

,096

Sig. (2-tailed)

,333

,012

,566

,163

,337

Knowledge
flows between
subsidiaries

Correlation
coefficient

,152

,091

,151

-,035

,139

Sig. (2-tailed)

,127

,361

,130

,726

,164

Knowledge
flows the local
HR department

Correlation
coefficient

,006

,016

,060

,022

,057

Sig. (2-tailed)

,953

,871

,547

,830

,573

Knowledge
flows within
subsidiary

Correlation
coefficient

,179

,232*

,091

,085

,212*

Sig. (2-tailed)

,072

,019

,364

,398

,032

**. Correlation is significant at the 0.01 level (2-tailed).
*. Correlation is significant at the 0.05 level (2-tailed).
N=102

Source: own research data.

Performance correlations with competitive factors. After applying the
Kendall’s tau test some patterns were observed for the following relationships between (see Table 5): optimal size of company and performance in
profitability (rτ=.20, p=.03), financial resources and performance in profitability
(rτ =.19, p=.04) and performance in service quality (rτ =.19, p=.05), production
technology and performance in service quality (rτ=.27, p=.004), performance
in innovation (rτ=.38, p<.001), environmental issues(rτ=.29, p=.002), and overall
performance (rτ =.32, p<.001).
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Table 5. The results of correlation test for performance evaluation & competitive factors

Performance areas
Competitive factors

Quality
of services

Innovation rate

Environmental
issues

OVERALL
PERFORMANCE

Optimal
size of
company

Correlation
coefficient

,198*

-,023

,035

,003

,084

Sig. (2-tailed)

,033

,808

,705

,977

,331

Quality of
workforce

Correlation
coefficient

,025

,143

,055

,104

,109

Sig. (2-tailed)

,788

,130

,557

,268

,208

Correlation
coefficient

,191*

,185*

,086

-,063

,118

Sig. (2-tailed)

,039

,050

,353

,502

,171

Financial
resources

Kendall tau-B

Profitability

Quality of
management

Correlation
coefficient

,007

-,111

,027

-,038

-,023

Sig. (2-tailed)

,942

,237

,775

,683

,792

Production
technology

Correlation
coefficient

,076

,271**

,382**

,292**

,323**

Sig. (2-tailed)

,410

,004

,000

,002

,000

Labor cost

Correlation
coefficient

,078

-,085

-,005

,074

,057

Sig. (2-tailed)

,398

,366

,960

,428

,506

**. Correlation is significant at the 0.01 level (2-tailed).
*. Correlation is significant at the 0.05 level (2-tailed).
N=102

Source: own research data.

5. Research Summary
To address the research problem posed in the paper it is necessary to determine what patterns of HRM perceptions and practices coexist with the factors
recognized as competitive advantages of companies and with the performance
self-evaluation results of these companies. Hence, referring to the accompanying research questions of more detail character seems to be useful.
The distribution of the business strategies in the CE and Polish samples
is very similar: the overwhelming majority of local subsidiaries of MNCs apply
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growth strategies (approx. 70 %) and about one fourth of them stability strategies. In both samples most of the organizations assume that the quality of
workforce makes their competitive advantage (approx.70%). But at the same
time the quality of management seems to be a little more important in CE
(approx. 50%) than in Poland (approx. 40%) and optimal size of company more
important in Poland (49%) than in CE (44%). As about the average values of
performance evaluations they gain slightly better score in all performance
areas (profitability, quality of services, innovation rate, and environmental
issues) in Poland than in CE. The between-group analysis over the Polish
sample reveals that the business strategies had a significant effect on the
performance of the organization in the field of profitability.
In the CE region the most important flow runs from the HQ to the local
subsidiary, while in Poland the most important information flows run within
the subsidiary. The correlation analyses suggest that in Poland neither the
centralization-decentralization patterns in relations between the HQ and
local subsidiary nor the centralization-decentralization patterns in relations
between the local HRM department and local management dependent on
business strategies. But some patterns emerge in the range of performance
evaluation and directions of knowledge flows, namely:
·· the higher the rank of service quality the higher the rank of knowledge
flows to the HQ and within subsidiary,
·· and the higher the rank of overall performance the higher the rank of
knowledge flows within subsidiary.
In the context of business strategies and performance results both in the
CE and Polish samples the ranking orders of the average values of critical
HRM subfunctions are the same and only some smaller differences are in
the values of the ranks themselves. Interestingly, in Poland itself employee
communication is particularly important in companies realizing stability
strategies and talent management in companies applying retrenchment
strategies. The last pattern of behavior may look surprising. But when we
consider that employment redundancy as one of retrenchment policies
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then it becomes obvious that for companies following this policy it would
be difficult to retain or attract talents to the organization.
The correlation analysis in the scope of particular areas of performance
evaluation and the ratings of critical subfunctions of HR in Poland allow to
identify some general patterns, such as:
·· The higher the rate of:
·· training & development the higher the rate of quality of survives,
innovation rate, and overall performance.
·· talent management the higher the rate of environmental issues.
·· compensation & benefits the higher the rate of quality of services.
·· employee communication the higher the rate of quality of services.
·· HRIS the higher the rate of quality of services and environmental
issues.
·· The lower the rate of HR planning the lower the rate of profitability, innovation and overall performance.
Both in CE and Poland it is not only personal credibility but competencies connected with HR services in general that are ranked the highest
as key competencies of HR manager for success. Anyway, in Poland the
respondents’ experience suggests that business knowledge is another
competency that is strongly associated with success, whereas in CE
the respondents value strategic contribution more. But more detail statistical analysis of the Polish sample leads to the conclusion that business knowledge, strategic contribution, and HR services are prevailing
competencies with comparable rank in the subsidiaries applying growth
strategies. Moreover, with connection to performance evaluation the
following patterns appear:
·· The higher the rate of:
·· business knowledge the higher the rate of profitability.
·· strategic contribution the higher the rate of environmental issues.
·· personal credibility the higher the rate of innovation and overall
performance.
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·· use of HRIS the higher the rate of environmental issues and overall
performance.
·· The lower the rate of communication in foreign languages the lower the
rate of profitability.
The last identified patterns refer to performance evaluation and competitive factors. The correlation analysis results in no significant correlations
between two of competitive factors, i.e. quality of workforce and quality of
management, and none of the areas of performance.

6. Final Conclusions
These two research articles have both theoretical as well as practical significance
because the combined results provide some knowledge about the specificity of
HRM in local subsidiaries of MNCs operating CE, and particularly exemplifying some
regularities within HRM appearing within Poland. Subsidiary differences within the
region and for subsidiary firms operating within Poland are systematically compared
for factors related to strategic intent and HRM activities and the relationship between
the MNC headquarters and the subsidiary specific to HR subfunctions. Furthermore, it
identifies some patterns of HRM perceptions and practices at the local level of MNCs
both in Central Europe and Poland, and especially when the factors recognized as
competitive advantages of local subsidiaries and the results of performance evaluations of these subsidiaries are juxtaposed in conjunction with their implications for
HRM. All this makes a definite contribution to knowledge about SIHRM in MNCs. As for
the practical significance of the research results, this report represents an attempt to
identify some similarities and differences between local subsidiaries of MNCs located
in CE and Poland that may have an impact on managerial interpretation on what HRM
practices should be considered as effective and which as possibly ineffective because
of the local employees’ perceptions and expectations. But those differences should
be approached very carefully since the number of companies from each country was
rather small and all in all does not comprise a representative sample. What is more,
expanding the formulated conclusions on the whole population of local subsidiaries
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of MNCs operating in CE or exclusively in Poland wouldn’t be justified because of the
selection, structure and size of the research sample. The primary limitations of this
study are mostly connected with the last feature characterizing both research samples.
Hence, some further research on much bigger and comparable samples is necessary.

Certain imperfections are also visible in the scope of measurement scales
that were applied, adopted terminology or identification of particular issues
in the countries under study. Despite all these deficiencies mentioned above
the conducted research has some cognitive value, especially that this field
of knowledge and practice has been poorly recognized so far and this was
confirmed in the literature review – briefly discussed at the beginning of this
paper. That’s why the research findings and formulated conclusions can
make a linchpin for the future research. They can serve as a starting point to
determine the directions of the future research. But they may also support
MNCs in their HRM improvement and development.
A final (inevitable) conclusion is that we need more research on the business
practices of MNCs in Central Europe in the scope of HRM. The significance
of this issue will increase in the future in the context of high internalization of
companies and their human resources as well as global dimension of economy. Therefore, future theoretical and empirical exploration in this scope is
indispensable. It would facilitate monitoring the situation, formulating the views
and improving the research methodologies. Additionally, it would broaden our
knowledge and help to create new theories and practical recommendations
for strategic international human resources management in MNC.
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