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IN MEMORIAM OPROFESSOR DR. FEREARKAS (1942016)

Dr. Ferenc Farkas was a Member of the Faculty of Business and Economics of the University

of Pecs where he worked for 44 years.

His teaching areas included leadership, organizational behavior, change management, and
human resource management. He participatedhe development of study materiatd these
disciplines, and also of business majors and minors that were using these materials. He was a
supervisorof many Hungarian and foreigPhD candidates. He was able to align his academic
career and his everydayxperiences in the business and nonbusiness sector organizations.
The research interest of Professor Farkas included nonprofit management and leadership,
human resource management, knowledge management, and change managemenasHe

the team leader of seval Hungarian and international projects, and also a member of
numerous (both Hungarian and international) journals of management. Both nationally and
internationally, as an authcaind/or editor, he published over 250 papers and 15 books and
numerous book leapters, frequently participated in international conferences and published

conference papers and journal articles in Hungarian and in different foreign languages.

Professor Farkas held different positions at Faculty and University level, and for his
outstanding performance and excellence in teaching, research and university management he
received high ranked awards from the local government and the President of Hungary, and
also from the Rector of the University. He held positions of Board of DirectorB@aud of

Trustees in foiprofit and nonprofit organizations.

This conference honors his achievements as a scientist, as an excellent professor, and as an

outstanding expert in management.
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GREETING WORDS BYHENIUSPROFESSOR GEERT HEBSTHE
NETHERLANDSN SKYPE

Dear audience,

Nearly ten years ago, oh5" October2009, | attended a conference at this University on

G/ dzt G dzNB ¢eapital ofizalung Sirauitaneously three colleagues, one from Hungary,

one from Italy and one from the U.S.A., ahceceivedan HonoraryDoctorate in Economics.

hy | LIAOGdZNE L adAatf LINBaSNBS ¢S Ittt F2dzNJ &
Ferenc Farkas.

¢KS ySEG RFe L 3F@S Yeée (!l drld Ordes thad. reti@dhfr6r8 84 D2
Maastricht University in the Netherlands in 1993, and among o#ltmentures| had been a

Visiting Professor at Hong Kong University in CHiaii € | AY Hnannd AY t SO
qguestionnaire | had developed in 1998 widhd for my Hong Kong Business Administration
students, evening students with day jobs in business, about the relative importance to their

own Business Leaders of 15 goafsesumed that MBA students were better informers about

the real goals of their Eders than the leaders theselves, who if asked were likely to produce

Y2NBE GoAa¥TdzAd OGKAY1Ay3

| presented the outcome of this experiment at an international conference in Korea, and to

my happysurprise a number ofcolleagues from different countriemsked for a copy of our
questionnaire, to use it with theimwn students. Within six months | got their results from 17
O2dzy i NAS&> FYR L KFER (GKS YIFGSNRFE F2N4 Iy | NJ
which showed the variety of goals perceivbg evening MBA students with day jobs in

business among these 17 countries, around 1999.

Across countriesjominant goals were growth, continuity, shetérm profits and personal
wealth. Goal profiles differed among countridgsowever When the business world went
through the crisis of 200&he most affected countries were the U.S.A. and others most
stressing shorterm profits and personal wealth. Least affected were China and Germany,
stressing respecting ethical norms and respottigfbtowards society. One of the countries

participating was Hungary, with a middle position, and besides the Hungarian resl®39n
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Yy$3ail SNBST OGNy + KFETFA Gt NaAS3I&eSiSyOprt all &3 |
LINEPFS&aal 2N 6Aal St SGSNBX YIF2R f SGNBK21 Gdz] |
|

21a0raGds1 Sa KFfft3rads] alt YENI>Y 1Al G20t 000Aa4

#Y | t£S3AF2yd2aloo StSY S112N YS3 thamgyel 20G0Y
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is volt.
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9yaSR2S| YS3az Kz23e (1l aillySasSi vz2yRealk {1 { OKSLI.

T Sf1SLIStsa YvYStftsS ttftadx G20t 006t | als3ael NI v
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GREETINGS FROM DERARNT LEADER

#Yh{ W ww! . Y!
| 2y 2NBR wSOU2N) .5 RA&AY 5SSy {OKSLILIJE tNBaARSyil
The idea of our Interational Scientific Conference was conceived by the Communityeof
Department of Leadership and Organisational Sciences of the Faculty of Business and
902y2YA0a 27F (K &hen welos SiMIeading: pro’edsor FefeOciFarkas
October 2016.

We knew that a leader, lecturer, mentor and manager of this greatness can not be left
unnoticed, so we have organized a memorial conference with professors of Hungarian
universities in 2017 in honor of Professor Farkas, and then we created the Ferenc Farkas
Awardand scholarship for young lecturers and for students who follow the spirit of Professor

Farkas.

But the most important element wastill missing: Organizing a scientific eveltttat creates a
longterm sustainable tradition where scholars and youegrctersfrom all overthe world

can meetandexchangeideas the way Professor Farkas aimed to.

| am so glad to be here, and | am so proud of announcing that our efforts have been successful
and brought this international scientific forum to life with promineapresentatives and such
an interest, we did nohope for 4 first. Now, the number of guests at this first time event is

Y2NB (KFYy ynX FNRBY wmn O2dzyiNASad L adzllllzasS i

Let me express my sincere thanksDean Schepp, and the Hungarian RebtB Q / 2 Y T SNB
and the Hungarian Academy of Science as well, and additionally the editorial staff of the

W2 dzNy It 2F ST S0SadGdzR2Ytye o. dzRFLIS&dG al yl 3SYy
with their patronage angpecial thanks to Professor Hofstede his presence as a patron in

the conference.

Let these days be the festivities of science every year, thank you so much!
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CHARISMATIC AND NEBARISMATICEADERSHIP

BAKACSI GYULA

YIYRABB&&AESYA GFyt N 61dzit s LINBFSas

dzRI LJSadA DFT RF&t3IA 93&8SGSY tSyl NIea

+tffFf127+ta Sa 9YOSNR 9ONI F2NNY a2 L
bakacsi.gyula@usiige.hu

allSt §S1 YS3aAyeAat @t ydzZ+t arAd YAYRSY(1A I

(1Kor 12:§
a! tSIRSNAKAHRYSENIEt BEGIKE FBY T 2y (1SLISaas3
YATSYUd yI @St KSG! -SNI BES®GiSid ST REING f SAY | LIFS
G20t 00A tSIRSNB] S

(Mary Parker Follett1929

Absztrakt

A karizmatikus leadershig @2yl G1 2135 all{1ANRBRIFIf2Y S3&Aj]

F23Lf Yy ¥eMaHad®8i SG! AN} yiA 2RIFTFTRtalz St 11068
11 9Sisaite ' 11 @Sisa GSNysalSGSysSt F230F SNI.
YyS33e! 1! RSaLk 1 2y2adzZt a on Sl NISIKSIRRA |t ) S 3 v
karizmatikus leadershi@ S 1| T2ARiIGF R Ta | fit NBBY GSKSGNy7] 1 Nf
1FNRT Y GAY dza S| RS NG ST 5590l S 0 88NB Y16t BRI ICRHyadzE | Y
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Abstract

Charismatic leadership is one of thest nondescriptnotions of the relating literature. It is

focused on devotedness and commitment of the follower toward the leader, triggering
followership. Followership is, by nature, valtagional (nontransactional) and based on

internal identification (not subservientMax2 S6 SNRa OKF NA&AYFGAO-FyR (K
charismatic leadership can be differentiated by the subject of de devolidiower is devoted

to the person of the leader in the case of charismatic, and to the vision (values and goals)
represented by the leder in the case of neocharismatic leadership. By tlkefinition-shifting,

| point out that the charismatic leadership originates in the maturity (will and skill) of the
follower. Besides the literaturbased conceptual differentiation paper present theGHE

based resemblances and variances of the Hungarian and the international samples on the

secondorder Charismaticzariable and its firsbrder components.

KeywordsCharismatitheo-charismatic leadershigylotivation, Maturity
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Abstract

The objective of this study was to uncover the nature of subcultures in a higher education
institution in Hungary with a mixethethod approach. Following a quantitative repeated cross
section study in 2011 and 2016,wias foundthat in spite ofsignificah change drivers both
externally and internally, there was little change in culture on trganisationallevel.
However, on a subcultural level, subcultures had moved and changed over time, culminating in

the emergence of a new subculture in 20d.6he adhocracy type.

Based on the subcultures identified during the studies, we have undertaken a qualitative
analysis of three subcultures: the strong clan, the (standard) alashthe market subcultures.

It is found that strong subcultures are distinguishedabstrong sense déir play, a standard

clan by its preference for flexibility and the market culture by its need to overcome in times of
difficulty. From the findings of our repeated cressction and mixeanethod studies, it seems
that market subcultues have a tendency to revert to the clan type in times of difficulty and

change.

KeywordsSubculturesHighereducation,Vignettes Values Mixed-method
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1. SUBCULTURB$HIGHER EDUCATION

The theory behindorganisationalcultures in general and, more specifically, subcultures
generally considers arganisationatulture to involve some central elements, such as external
adaptation and internal integration, values being taught to new members and these values
wereshared¢ KAa OFy 06S &aSSy Ay { OKSAYQApaRethToh yAGA2
shared basic assumptions that the group learned as it solved its problems of external
adaptation and internal integration, that has worked well enough to be considered vadid a
therefore, to be taught to new members as the correct way you perceive, think, and feel in
NEBfIGA2Yy G2 (8cKenabo4)DiNasobtuuyaivel the aspects of sharing and

problem solving are also emphasized as seen in the followingitfily Van Maanen and

Barley (19852 F | & dz0 Odzf G dzNB | a addd | adegué&ly 27F |
interactwith one another, identify themselves as a distinct group within the organization, share

a set of problems commonly defined to be thwblems of all, and routinely take action on the
oaira 2F 02ttt SOGABS dzyRERB G yYRAYIA dzyAljdzS (2
Starting from this theoretical framework, we examine the nature of subcultures in a higher

education institution. In this explorative studwe consider how subcultures interact, what

perceptions and values are shared or not shared within subcultures.

The context of higher education in Hungary is vital as Hungary has undergone significant
upheaval in the past few years. Government fundinglierhigher education institutions (HEISs)

has decreased, state funding for students of subjects such as business and human studies was
withdrawn (and then, to a very limited extent, reintroduced) in 2012, all HEIs have a chancellor
to take on many of the lles of the rector as of 2014 and changes to the pension system result

in higher staff turnover as well in 2012.

Asorganisationshigher education institutions are often rather large and complex. This view is
confirmed byKuh and Whitt (1988,2Y) a ¥ K $ f W& 2 Y2 3 SghdladeX a R DA & dzRBf
A0NIAYSR 6KSYy LI ASR (2 Ylye 02y iGSYLRNI NE 7
subcultures are more likely to develop in bureaucratic, larger, or more complex organizations

since these organizationseamore likely to encompass a variety of functions and technologies

(Triceg Beyer, 1993).



If we accept that there are likely toe subculturesn a higher education institution, then we
need to find a suitable instrumentand the following section is concerned with the

methodology of our study.

2. METHODOLOGY

This research study has two phases. The first involves the identification of subcultures using a
guantitative instrument. The second involves using this data to select fpougps made up of
the subcultures and, with the use of a qualitative method, uncover in greater depth the nature

of these subcultures.

The most suitable instrument would be one with considerable usage in an educational context.
The Competing Values Framark has a marketulture type and theorganisationalculture
assessment instrument (OCAI), based upon this framework, was originally developed for an

educational context.

The Competing Values Framework was develope@uinn and Rohrbaugh (1988jakes us

of two bipolar axes as a means of indicating four orientations of cul@esneron and Quinn,
1999,3®» | & F2tft26ay (GKS W flyQ OdzZ G§dzZNBE Aa OKI
values, participationand collectivism with a focus on interngroblems and concerns of
AYRAGARdzZEf &T GKS W!I RK2ONJ O Q OdzZ (dzZNBS dzaSa |
the surrounding environment and indicates a willingness to take risks, creativity and innovation
and independence and freedom are highlareJS OG0 SRT G KS WI A SNI NOKe Q
making, muchformalized structures and rigidity with policies, instructignsnd procedures
FAYSR G NBRdAzOAY 3 dzy OSNIIF Ay ideé FyR SyFTF2NDOAY:
orientation to the maket and maintaining or expanding current market share with a focus on
profit and ambitious, quantifiable goals coupled with a competitive nature. The OCAI has also

been used in Hungary as a means of assessing culture types in Hungarian and enterprisds
et al., 2010)

To identify the subcultures I KA SNJ NOKA OF f Of dza G SNJ | yI f ¢
undertaken. The methodology of using a quantitative instrument for cultural assessment for
identifying subcultures was first introduced Bipfstede (1998for a study of theorganisational

culture of a large Danish insurance company of 3,400 employees. This produced a dendrogram



through which significant clusters can be detected. This method has also been uEed ayd

Vathanophas (2003p identify thesubcultures of 230 knowledge workers in Singapore.

For the second phase of our study, vignettes have been chosen as a qualitative approach to the
study of subcultures. Vignettes are described as short scenarios in written or pictorial form,
intended to elicit responses to typical scenari@dill, 1997, 17y They involve concrete
examples of people and thebrehavioursand serve as the means for participants to offer
comment or opinion(Hazel, 1995, 2)In this way, they can aid in the study of perceptions,
beliefs and attitudes (Hughes, 1998, 381Vade (1999pndb S I f S Q Exaraimedapafab

codes and their contingent status within different contexts.

The use of vignettes as a complementary technique alongside other data collection methods
(see Hazel, 1995; Hughes, 1988h help to develop existy findings and explore data that
cannot be uncovered through, for example, interviews or observafitecfQuley, 1996; Wade
1999) They can also be used to deal with sensitive tofNesle, 1999)

For the purposes of contrasting differing perceptions attitudes, Barter and Renold (1999)
dzZa SR @OA3IySGiGSa G2 O2YLI NB &2dzy3 LIS2LI SQasx NB3
and perceptions. In the context @ focusgroup, in particular, Maclean (1999)found that

vignettes encouraged even the gtest group member to voice an opinion.

There are some challenges to the vignette approach. Firsthch (1987, 113points out:
GrFrailAy3a Foz2dzi 6KFG I GKANR LI NOé W2dAKGQ G2 F
respondents what they thmselves think they ought to do®he biggest caveat in using this

technique emerges when it is used in isolat{d¥est, 1982, cited in Finch, 19&&ig 1979)

With samples of respondents taken from each of three subcultures and formed into focus
groups these groups were presented with vignettes involving the role of the teacher, the
relationship between students and teachers, the future of high education, and the role of the
University as arorganisation The comments from the interviews were recordeg the
frequencyof mention and whether the group agreed, disagreed or were indifferent to the
comments made. In this way, we could detect the most commonly held values / perceptions

within the focus groups.



3. FINDINGS

The research has been carried out e targest Hungarian business school. For the first phase
of our study in 201Trom a total possible 959 employees from all levels of dhganisation

369 completed questionnaires were receiveth 2016 using the fully identical survey,
346responses were received from a total sample of 979 employees irh@nisation We

first assessed the reliability of our sampd@dthe results are in the following table:

Table 1: OCAI Reliability Stakisba dza Ay 3 / NPy ol OKQa | f

2011 2011 2016 2016 Comparison
Culture Perception Value Perception Value Reliability
type /| NRyoll / N2Byoll/ NByol / NRByol Coefficients*
Alphah ' f LK || Alphah I f LIK |
Clan 0.818 0.792 0.825 0.716 0.82
Adhocracy 0.756 0.771 0.740 0.679 0.83
Market 0.733 0.651 0.718 0.688 0.67
Hierarchy 0.777 0.680 0.741 0.608 0.78

* Reliability coefficients reported by Cameron & Quinn (1999).

Source: own construction

1'a Oty 06S aSSy Ay GUKS Glro6fSE GKS aoO2NBa TF2N
0.825 (acceptable). The relatively low alpha of 0.608 suggests that market and hierarchy have

a little lower intercorrelation with other variables for values doéhigher variances, and these

lower correlations reduce alphallair et al. (2017highlight thatCronbach'salphatends to be
underestimated in some models based on averaging (like O&&Prdingo Nunnally

(1978) a satisfactory level of reliabiligepends on how a measure is being udegewenthal
(2004)claimedthe alpha coefficient of 0.6 could be acceptable and these coefficients exceed

the 0.6thresholdsin all cases. This evidence of reliability indicates that the 6 dimensions are

related to acommon construct, namely, the four culture types.

After conducting a hierarchical analysis using Wards methiodistede, 1998the subcultures

were identified. Subcultures were classified as strong subcultures when the figure for dominant
culture type wa significantly higher than any of the other three values, hence subculture 3 is a
standard hierarchy as the market culture type was only slightly lower, whereas subculture four
Aa OflaasSR Fa F adNRBy3 KASNI NDOHKheee cubiurexype@a T A



(see example ifigure 1of the two clan types for further details). Tisebcultureof dominant

types and membership can be seen in the following table:

Table 2: Subcultures identified in 2016 and 2011

Subculture
2011 1 2 3 4 5
Dominant culture type | Market Clan Hierarchy Strong Hierarchy Strong Clan
Scores (average per | o 5o 34.64 37.35 35.50 55.34
member)
No. of members 140 84 34 30 44
Subculture
2016 1 2 3 4 5 6
. . Strong .
Dominant culture type Clan Clan Hierarchy Clan Hierarchy Adhocracy
Scores (average per | 5 38.4 31.8 49.7 32.3 33.7
member)
No. of members 142 62 61 24 21 36

Source: own construction

For the second phase of our study, the same questionnaire was sent out in 2017 to select
respondents according to subculture. Respondents were also asked to indicate if they would
be willing to take part in focus groups. As clan and market subcultures terkargest over

the period and our findings of this additional study indicated theemgergence ofa market
dominant subculture, focus groups were taken from the market, cland strong clan
groupings. Sufficient respondents were found to constituté respondents per focus group.

The differences between the three subcultures used in the sample can be seen in the following

figure using the OCAI for comparison

As can be seen thefigure, the subcultures are essentially along the axis of the clan and market
dimensions. These are opposing dimensions as the markatasnaly focussed with stability
and control, whereas the clan types are internally focussed and have a prefdogriexibility

and discretion.



Figure 1: Three subcultures in the focus groups
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Source: own construction from existing data on subcultures inrdemnisation

With samples of respondents taken from each of these three subcultures and formed ing focu
groups, these groups were presented with vignettes involving the role of the teacher, the
relationship between students and teachers, the future of high education, and the role of the
organisation The comments from the interviews were recordedthg frequencyof mention

and whether the group agreed, disagreed or were indifferent to the comments made. In this

way, we could detect the most commonly held values / perceptions within the focus group:

Table 3: Summary of values of the three subcultures

StrongClan Clan (slight) Market
Fair to other students as wel Customer orientation first with Supportand developmentfor
formal solutions moderaterules. increased burdens ¢ peer
Would be good toMentor | Helpstudents. mentoring, teamwork,
students Share and retaiknowledge | organization development

¢ S| OK ®WEaflon by | Flexibility vs  customer| facilitation, measurability
students is not REALITY. | orientation (OK onthe part- | control.

Finding acceptableolutions| time programme).

but keeping theules Individual flexibility of the
To befair. teachers  regarding rule
(discretion).

No teacher performance
evaluation  wanted by

teachers.

Different, simultaneously
valuable individual career
paths

Source: own construction



Table 4: Summary of perceptionsthe three subcultures

Strong Clan Clan (slight) Market
Quantityover quality. Lackof supportingsystem for| Lackof teachersupport.
students.
Beingevaluatedby students| Lack of support for teachers| Following tradition vs new
is not everything. (both education and research| research results in education,
Beside education many| Existing demands ¢ rather
other roles (talent| academic than education
management, publishing centered.
professionalprogress, publi¢ Mass production ¢ missing
activity) arerequired conditions.
¢ KS dzy A @S N& A Existingevaluation¢ based on
uncertain in the society.| unclear expectations an
Expectationsare unclear by | values.
state. Lack of autonomy of the
Rigidoperationg expectation| institution.
of society, students, politics| Lack of career paths for
teachers.

Requirements are moving t
more academiarientation
Mixed, confusedidentities of
academic staff (teaching v
research.

Source: own construction

4. DISCUSSION

WSFSNNAY3I o0l 01 2 {OKSAYyQad RSTFAYAGAZY 27F adzo
exist when there is a degree of sharing and interaction. Our subcultures came from different
departments, disciplines, argin some casesdifferent locationsThis presents a concern that

our subcultures do not meet the original criteria to constitute subcultures. In order to assess

the level of interaction, two additional questions were included in our instrument in which the
respondents had to specify whiahclations they worked at and their frequency of interaction.

This addition was due to findings in the pilot study that some stafclassed as fulime but

only went to the office once a week, whereas an employee classed atirpartvas found to

be workng 2530 hours of lessons a week. To allay concerns that these groups were not
subcultures but merelpcollection2 ¥ O2YY2y @ f dzZSazx WAYGSNI OGA 2y
GKS YSYOSNB 2F SI OK &dzo Odzt ( dzZNB @ ly SEIYLX S

following figure:



Figure 2: Interaction levels of a subculture with other university locations
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Source: Own catruction

Figure 2shows the sample from one of the 2011 subcultures as a means to illustrate
interaction of participants across a range of locations. The blue circles indicate different
locations and the number of participants based in that one laratThe linesand associated
numbers indicate the number gfarticipantsis moving from one location to another for work.
Thus, more than 25% of the staff work at one or more locations irothganisation Thus, we

maintain the assumption that the membetisat do not work in a range of locations, may be

A ¥ 4 A X~

For a comparison of the values of our subcultures, there are commonly held beliefs across all
three for the lack of suppand dissatisfaction with the evaluation of teachers. However, there

are some defining characteristics which allow us to differentiate between these three
subcultures. The strong clan is very much focussed on helping others (finding solutions and
helpingd G dZRSy a0 X o0dzi 2yt & @A G K A3l playKfsllowinyFulesS ¢ 2 NJ

43

2



and being fair). Whilst the standard clan also refers to rules, the context in to follow the rules
WAY Y2RSNI A2y Q yR (KS @I t deSsiandKambition adiekalsor i S R
seen in the high frequency and agreement of a preferred type of career path. The third
subculture, the market subculture, has a preference for support and development in the face

of uncertainty.

From the perspective of our origal theoretical framework (Competing Values Framework),

there are some aspects that are reinforced, but also some discrepancies. Firstly, the clan
subcultures had far more agreed values and the market subculture very much less so and the
standard clan valkes flexibility, which fits well the CVF, as well as the tigfitt social context of

clan cultures (internal focug)as contrasted with the market cultures inherent external focus.

There is a discrepancy in relation to the CVF, as clan cultures are sdppdsave a focus on

the people aspect and working as a group. However, the value of teamwork and peer
mentoring was raised by the market subculture. In the context of the focus group discussion,
GKSasS Gg2 IaLlsSola 6SNB aSéhpurded®@d YSIya (2 a2
For perceptions, the strong clan characterisedby ambiguity and uncertainty, despite a
recognition of the rigidity of the system. The subculture also equatesotganisationwith
expectations and demands above most other aspects. Thedatd clan also perceives a

certain degree of ambiguity and uncertainty, coupled with a certain degree of dissatisfgction

Fa aSSy Ay (FofS n (GKS Y2ad 0O02YY2y LISNOSLII A 2
contrast to these subcultures, the matksubculture highlights the current change between

the old / traditional ways and the new. This might indicate the preference for a new way
forward or potential for resistance to change. If we consider this perception in light of the

values and attitudesfdhe market subculture to change, then this further highlights the market

subcultures discomfort with change and tendency to revert to another type when in crisis.

5. CONCLUSION

Our study raises some interesting questions with relation to the mentality behind our market
culture type: In 2011 the largest subculture was a market subculture (more than double the
size of the second largest). In 2016, the largest subculture had transtbinto a clarculture

type. Between 2011 and 2016 Hungarian Higher Education underwent significant change and



the organisationn this study thus also experienced both internal and external changes in terms

of higher than usual staff turnover, changagjovernance systems, and changes to funding for

both students and the institution. This change of the largest subculture from market to clan
during a time of crisis and transformation may also be seen in the outcome from the focus
groups that a greater ah approach is needed in these times. Answering the question of
GKSGKSN) 6§KS Of Iy Odzf GdzNBE Aa LINBFSNNBR Fa |
o001 G2 GKS Ww3I22R 2fR RIeaQ ¢2dzf R NBI|dzANB 7
gereralizable at this stage of the research, it highlights an important consideration for
practitioners that have market cultures and are considering transformation within the

organisation
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Abstract

In my theoretical paper, | seek to elaborate the existing job demandsresalirces (HR)

model of employee engagement (EE) by extending it through the -iferbalance (WLB)
concept. This elaboration of the central model of EE is necessary due to the rapid developments
in ICT technology, which have dramatically changed wgr&onditions. Employees can work
remotely, and independently from the physical and social work environment of an office. It is
L2aairoftsS (G2 F002YLX AaK Y2aid 2F 2ySQa 62N] | |
working conditions has both positivand negative impacts on the wote balance,
engagement, and aspects such as family, health-metig, and motivation of employees. My
approach has four phases. First, | highlight the need for contributions and discuss the benefits
and drawbacks of wdarflexibility. Then | present the main concepts and subsequently propose
and describe the elaborated model of-Bthat is the main contribution of this paper. Finally, |
discuss the novelty, value contribution, limitations, and theoretical implicatiorikisfpaper,

as well as proposing future research directions.

KeywordsEmployee engagement (EBJork-engagement (WE)\Vork-life balance (WLBJob

demands and resources (R) model

1. INTRODUCTION AND NHEOR CONTRIBUTION

In this conceptual paper, my gaalto elaborate the central model, job demands and resources

(JBDR) model of employee engagement (EE) or work engagement (WE), by extending it through

the worklife balance (WLB) conceptlbrecht (2010, 147) indicates several key areas for
furtherresd NOK Ay (GKS FASEt R 2RFmofelBakkdrc Hentenddi,d2®d, G K
2008)LINR GARS& | dzaS¥dzZ dzyAFeAay3d LAFGF2NY (G2 SEI
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YR FdzZNIKSNJ KS T RRa GKFG WTdzidzZNBE NBdadsl NOK
elaboratingthe J&v Y2 RSt (2 | O0O2YY2RIGS I RRAGAZ2YI T €
(Albrecht, 2010, 14)This will be my main contribution to the existing knowledge about EE.

There have been already several extensions of th&® JDodel and thé&eE construct, which

include different contextual factor®othmann and Baumann (201féy example examined the
psychological conditions of wotkome/homework interactions on EE. They focus on the three
psychological conditions of personal engagement atikwdentified by Kahn (1990) namely on
meaningfulness, availabilitgnda  FSiéd® ¢KSANI dddzRé akKz2ga WIiKl
and availability as well as workfe balance accounted for a large proportion of the variance

in employee engagemeflzy R (1 KS& WIFNBE AYLRNIFIYyG LaeOK2f
LINEY2UGAY3 GKS Sy 3l BEhMEn @t al2 F0145525 3in@ B2 BSuiue
researchneeds, il KS@& &dz33aSaid GKS ySSR Wi2 o $fédunsndd dzy RS
andemploy& Sy 3l 3SYSydQ | yR UK SibihB27)IConiequgritly, Befe i K S

is a need for such a contribution.

However, to my knowledge, the WLB concept has not yet been relatedRo ddncurring with
Albrecht (201Q)the JBR model needstobe &Sy RSR YR Y2NBE ONRI Rf &
more explicitly acknowledge contextual factors such as organizational leadership,
organizational strategy, organizational vision and values, organizational culture, organizational
structure and human resources (BIR & & XibidS: Y4) Rargue that the elaboration of the
central model of EE is also necessary because, due to rapid developments in ICT technology,
working conditions have changed dramaticéRyimecz et al., 2016} it possible to be engaged

at work and disengaged off the job in the current changing context of warkfaloyees can

work remotely, independently from the physical and social work environment. It is possible to
FOO2YLX A&aK Yz2ald 2F 2ySQa ¢2NJ |G n wokinglLJ | O
conditions has positive and negative impacts on the wifek balance, engagement, and

aspects such as family, health, wledling, and motivation of employees.

Benefitsof flexible working on WLB can be viewed from the individual, organizational and
societal points of view. | will focus on what flexible working means for individual employees
and for the employer. For the individual working flexibly and remotely it mesavings on

commuting time and costs, comfort, autonomy on deciding when to engage in work activities,

scheduling work tasks flexibly, and deciding about being available for work independently.



Benefits for the organization are savings on the costs of palsffice facilities (renting,
electricity, heating, cleaning, etc.), saving time and costs on business trips thomligke
meetingsDizaho et al. (201 &tudied how to achieve WLB through flexible work schedules and
I NNJ y3ISYSyidaod ¢ KBexitine SvbrEingfrdm/hsriepaii-fnteijob $haring
and teleworking have been depicted as effective strategic approatthashievingwork-life

o I t I (i:385) They conclude that organizations can benefit from WLB achieved through

flexibleworksKk SRdzf Ay3d o6& WAYONBI &d&SR LINPRdAzOGAGAGE X

t -

attitude andbehaviours2 ¥ SYLJX 2e8S5SaQd ¢KSe& SYLKIaAalsS (GKS

68ttt 4 WAYONBIAAYI Tt SEAOGALALGES Tleghs/IGshidk 53 Ay

life conflict, reduced burnout, and improved emotional, physical and psychologéhbbeingQ
(2017, 462)

Drawbackf the work flexibility on WLB for the individual could be weakening family relations

(children, spouse, and parentdgelings of being &6 | R Y 2 (i K § bliffefinyJsogidl (i K S NJ

relations, less time for friends and hobbies, and a decrease in motivation. Furthermore,
constantly being connected to work could lead to health problems, stress, burnout, ambiguity,

addiction, and workaholism. Thinking constantly about wagtated issues, inability to turn off

the engagement inability to relax, and feeling constant pressure could lead toe 6 & Sy (i

LINEG a Syhdd@n@ for employeegMiddleton, 2008) Similarly,Primeczet al. @016, 79)

conclude that while ICT provides an opportunity for flexistak, it creates new problems for

z

AYVRADGARdzZI £ a4 4dz0OK | &4 W2OSNB2NJ X 20aSaarzy oAlf

exhaustion and burno@® ©n the other hand, the drawbacks of flexible working for
organizations are potential crises in the role of management, loss of control of working hours,
and difficulties in scheduling work that requires physical presence (healthcare, service
providers, et.). In addition, the negative impacts could be leadership crises, difficulties in
leading, trying to inspire workers you do not actually meet, communication difficulties (IT, ICT
problems), machindhuman interactions, machinmachine interactions (the huan touch is
missing), difficulties in creating a unified vision of the organization, involvement, commitment,

motivation difficulties, and feelings of not belonging.

Based on the above arguments about the changing context of work conditions and the needs
for future research indicated in the EE literature, | argue that th® Jhodel of EE needs to be

extended through the WLB construct. Broadening existing knowledge and proeithieter



understanding of the emerging EE concept are the contributions of apemp Next, | will
present the concepts of EE,-BDand WLB. Then, | will describe the elaborated model-&,JD

followed by conclusions and a discussion.

2. APPROACH AND CONSCRSY

My approach is theoretical. As | have indicated in the introduction, thenging work
conditions, flexibility in thevorkplace space, and time influence the welike balance and
employee engagement, both positively and negatively. Nowadays it is possible to accomplish
Y2aild 2F 2ySQa 62NJ] I &R nogekargesithiat@igh jdb defandsiandS @ ¢
low job resources or low job demands and high job resources cause health, motivational,
engagement, and webleing problems for employees. On the contrary, when job demands and
resources are ibalance it results in a posite impact on employees, work engagement, and
organizational performance. Therefore, my argument is that if th&® JBodel would integrate

the worklife balance (WLB) concept, the imbalance or balance between job demands and
resources would show more exptlgi which would lead to welbeing, motivation, work
engagement, and increased organizational performance. This elaboration of the existthg JD
model is my objective in this paper. Next, | present the building concepts of my proposed
model, namely EE WE, the JER model, and WLB.

2.1. Employeeengagement or work engagement

Employee engagement (EE) is a relatively recent con@gpgher et al. (2015provide a
comprehensive overview of the historical evolution of the EE construct. They discuss the
historical roots and evolution of EE and its three dimensioms, vigor, dedication, and
absorption. In their literatureeview, they present the most anmon fourteen definitions of

EE(bid.: 2400F N2 Y wmddpn G2 Handpd® | 26SOSNE GKS& | NHc
employee engagemensgunclear and vague and has been interchangeably misused with many

RA T F SNB@pid.: 2875 NIV a Q

Employee engagenmt has been defined in multiple waytsut there are similar characteristics

in these definitions. The definitions of EE emphasize the physical, emotional, and cognitive

dimensions of engagemenfKahn, 1990, 700)The drivers of EE are positive intrinsic



motivation, enthusiasm, passion, commitment, satisfaction with work, and individual

Ay @2t @SYSYy i d 9 YLI positySfulliggawork8lxtedl Wtate of raind Wit is

OKIF NFX OG4SNRT SR o0& @A 32 (SthaufRlBeRak, Q00Z4K Bhy cefinitioi Bf I 0 & 2 |
Bakker and Demerouti (2008)the most relevant to the objective of this paper. They write that
woy3lF ISR SyLX2es8Sa KI@S | asSyasS 2F SySNHSGA
I OGAPAGASAET |yR GKS& aSS GKSvyasStogSa la lofsS
proposedmodel, in addition to the physiological (i.e., behavioral), cognitive, and affective

dimensions of EE, | emphasize its psychological and social dimensions.

Like Dagher et al. (20150akubik and Vakkuri (2015;98 explore the theories, definitions,
models and drivers of EE. They argue that because the EE construct is refaiwvellyere are

several theories related to this concept. They mention the following four:

1. Thejob demands and resources moaélBakker and Damerouti iBakker (2010,
240) examineshow job resources (such as autonomy, support, and feedback) and
personal resources (such as seficacy, optimism, and reliance) directly influence
work engagement, something that influences outcomes (e.golm performance,

extrarole performance, eativity, financial results).

2. 1 20 F 2 { ftleeéary db comservation of resourceseks to answer how employees
strive to gain and protect resources, and why employees perform more effectively

when they have access to a range of resources.

3. Theselfdetemination theory of motivatioy Deci and Ryan Meyer et al. (2010,
68)focuses on explaining why the experience of employee engagement requires the

satisfaction of basic psychological needs (competence, autonomy, relatedness).

4. . t | sxfblexchange tloey (1964)shows how the provision of valued resources
results in employees developing a felt obligation to reciprocate with-qu@al

attitudes and engagemerelated behaviors.

In addition to the above four main theories, there are several other theathat are relevant
to EE. For example: tlsocial identity theornof Tajfel (1974)the broadenand-build theory of
positive emotionsy Fredrickson (2001)he job characteristics theorgf HackmarandOldham
(1980) work psychology and positive organizational studi@ameronret al,, 2003; Duttong

Ragins, 2007)the theory of flow (Csikszentmihalyi, 1991)notivational theories;social



intelligence(Goleman, 2006heWo S O 2 Y A y Faméwgork thett & haRed othe practice
view ofknowledge creatiorfJakubik, 2011 )action researcliReason and Bradbury, 200@&nd
appreciative inquiry(Preskillc Catsambas, 2006; Reed, 200 this paper, however, | focus
only on the first main theory, namely on the-BOmode| because it is considered as the most

general one and it is what would specifically need further elaboration.

According toJakubik and Vakkuri (201Bjnployee engagement has several drivers: affective
organizational commitment, job satisfaction, job inveinent, and job attitudéNewman et al.,
2010) organizational resources, job resources (e.g., autonomy, feedback, support), and
personal resources (e.g., seffficacy, optimism, resilienceBékker, 2010, 46, 48, 54nergy,
enthusiasm, vigofibid.). These factors are important for individual employeeshAgs their

feeling of engagement.

Several authors argue that a high level of EE enhances business perforiBakker (2010)

and otherg(e.g., Fleck Inceoglu, 2010, 38 E LIt 2 NB 9 9 Q dizafioWalflerdimarze/ 2 NH
Employee engagement has several dimensi@thneider, Macey, Barbera, and Young (2010)
propose that engagement has both psychological (trust, safety, feelings) and behavioral
O2YLRyYySyilaod W2 KATS 20KS Ndsautotiody, supedvigdrytcoaéhihgy NB
performance feedback, and personal resources, like optimismeffethcy, and selésteem

can predict engagemeriBakker et al., 2008})hey fail to capture th@sychological experiences
employees have that most sigfi- y it @ AYLI OG0 G KSA NI (ShhadeEs YSy (
al., 2010, 159 quoting Bakker et al. 2008 kubikg Vakkuri, 2015)I argue that in addition to

the psychological and physiological dimensions of EE it is necessary to include the cognitive,

effective, and social dimensions as well.

2.2.The job demands and resources model

The job demands and resources @Ppmodel(Demerouti et al., 2001; BakkerDemerouti,
2007)is one of the key models of EE (or WE). The three main assumptions of the model

accoding toMauno et al. (2010, 1X2A 13)are as follows:

Assumption 1Psychesocial characteristics of any work can be characterized by two main
FFLOOG2NARY 220 RSYIFIYRa YR 220 NBaz2dz2NOSaod wWayv
require sustained physal and/or psychological effdpd W2 6 NB a2 dzNDOSaé¢ NB T S



of a job that are functional in achieving work goals, may reduce job demands and the associated
physiological and psychological costs, and stimulate personal growth, learaimd

dS @St 2 LaWasinb ietcal., 2010, 112)n the proposed elaborated model of this paper, |
SEGSYR YR SELIXIAYy GKSasS G2 FILOU2NERZI 020K
perspectives.

Assumption 2:The JER model is characterized by two basic pss®s,i.e., health and
motivational(Bakkerc Demerouti, 20070 ¢ KS KSI f 6 K LINRPOS&aa Aa NBf I
cognitive, emotional, and social resources to meet job demands. The other process is the
motivational process of employees. This is chamdared by extrinsic and intrinsic motivational

factors. The model proposed in this paper opens up both the organizational and individual

health and motivational processes.

Assumption 3The JER model assumes the negative impacts of the lack of resoureegue

that this imbalance between job demands and resources could lead to both positive and
negative work outcomes, and could thus influence EE both positively and negatively. In my
proposed JER model, | clearly show the need for balance between jobateds and resources

by extending the existing model through the weifle balance concept that I will present next.

2.3. Work-life balance

The concept of workife balance (WLB) is defined in different ways. In their review paper,
Dizahoet al. (2017, 457)efer to WLB definitions bipundas (2008)Greenhaus et al. (2003)

and Hudson (2008) 5dzy R & F20dzaSa 2y WSTFFAOASydGte YI
employment and all additional activiti@s@reenhaus et al. associate WLB of individuals with

WS @ ®gfcatibh to work and other now 2 NJ Q | O Rudsbni (R0B5 GWLE DFNJ
AYRAGARdzZE & A& | WalrdAaFTrkrOdi2NE tS@®f 2F LI NI .

Similarly,Helmle et al. (2014, 114) NB dzS (i Kf¢ halan¢eshasNakedefinedin multiple

wayLQThey refer to definitions of WLB given Glark (200Q)Grzywacz and Carlson (200&hd

Greenhaus and Allen (2010)f | NJ Qdefinibian is related to the satisfaction of individuals

so they can function with minimum conflicts at homedamnork Grzywacz and Carlson (2007)
defineworkt A ¥S o f I yOS | a WwWinSSt 00 YA & IWAKIVISyAIZ y2&F X
Tl YAf & R 2 Yife baaacadefined dyGreenhaus and Allen (20188 Wi KS SEG Sy



GKAOK Iy AYRA @9 dRdidatisfaciion B WarliSandi fanghsrglés Jare compatible
GAOK (GKS AYRAGARYH t Qa tAFS NRES LINA2NAGASA

Concurring withGreenhaus et al. (2003Parkes and Langford (2008, 269S FA Y S 2 [ . W
AYRAQGARdzZIE Q& oAt AGE (2 YiR&is, adwelliak othierra@wbrl) ¢ 2 NJ
responsibilities and activiti€sié their quantitative study of 16,000 employed2arkes et al.

(2008, 275276)focus on the connection of WLB and EE. However, their quantitative research
resulted in a weak correlaton @4 M0 0SG6SSyYy 2[. |YyR 9%f@e ¢KS
balance was more important for engaging {tithe and contract employees than parme and
cswlSYLX 228SSaX | YR T paédnisl woekkiifeibalanke waskntong strgrgjly”
predictive of egagement for couples than singl¥sand worklife balance was less important

F2NJ Sy3lFIJAy3ad SYLX 28SSa dzy P&kes a a., 2008, 12¥6)hdse NI 2 f
are important and relevant points for this paper because WLB traditionally has beeriresd

2yte a F 02y OSLIi NBftFGISR (2 AYRAGARIzZEf SYLI
In their interesting researchRobak et al. (2016gxamine how the size of organizations
influences WLB. By referring %A NO K Y S & Si¢fitition b WLBn K88 | A& dzyS (K
can be understood as an equal distribution of time, eneagylengagement in all the areas of

f A (Rda&k et al., 2016, 88)heir goal is to identify the main factors that influence the WLB in
small and mediumsized enterprises (Es). The main WLB influencing factors are open
internal relations of personnel, a professional environment, flexible forms and systems of work,
AYTF2NYEE &adzlLl2 NG FNRY O2f€ff Sl 3dzSaz  &dzLJSNA 2 NE
difficult life situatons, and ability to present personal and professional needs to the employer.
Regarding this paper, in addition to identified relevant factors, the style of management and

leadership as an influencing factor of WLB is important.

In brief, the concept of \R, like EE, has multiple definitions. These are, however, quite similar

and they are related to life satisfaction, job satisfaction, family satisfaction, commitment,
dedication, and engagement. Factors that influence WLB include job involvement, figxsibilit

work, spousal support, worRome/homework conflict, and communication procesqételmle

et al., 2014) However,Rothmann and Bauman{2014p HT 0 NBO2YYSY R (K|
employees should become aware of the concepts of engagement andlifi@balance, and

the relation of the concep®@!®a T dzii dzZNB NB a S| NOKZ § Klfetalanazd IS a

and employee engagement between different gender roles, cultures, and hierarchies within a



O2YLJ y&d X FdzNI KSNJ NB & ddivdidkandxhiorganisatidnbleyalt8 R | G ¢
better understand the pathways to woitk A ¥S ol f I yOS FTyR SYLX 2&SS

'daYy

objective is to answer their call for future research and propose an elaborated modeRoinID

the next section.

3. PROPOSED ANELABORATED-BIMMDEL

The main contribution of my conceptual paper is the elaborated job demands and resources
model (figure 2)of employee engagement. | decided to present the model building in two
phases first, the cor@igure 1)and then the more dediled, elaborated model.

Infigure 1, I illustrate the core of the model, which consists of individual and organizational job
resources and job demands (i.eJDR and @QDR) that lead to employee engagement (EE)
through worklife balance (WLB). Placing WLB between tBBR and @QIDR s an important

aGSL) Ay (GKS Y2RStQa SEGSyaazy o06S0FdzasS Al YI|
and demands. When employees are engaged at work (EE), it leads to performance (P) and to

theachievemen2 ¥ 02 (0K SYLX 28SSansandgoal@MB. yAT I GA2yaQ



Figurel: Extended Job Demands and Job ResourceR)bdel
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The second step in my model building is the further elaboratiofigofre 1that | presen in
figure 2 It is important to understand what helps both individuals and organizations to achieve
their vision and goals (VG). Therefore, the foundation of this process is job demands and

resources. First, | describe thdPRandthen, the GQJDRis shownin figure 2



Figure2: Elaborated JAR Model of Employee Engagement
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3.1. Individual job demands and resources

Obviously, one needs to understand that individuals doexis$t without their social networks,

uoneziuebio
ABojouyoa
suone|nbay $a101104 K19100S

family, and friends and that they are all part of the society and culture. With this, | want to

dzy RSNI AyS GKS AYLERNIFyYyOS

2T (KS

a20A1l f

02y idS

resources. Individual job demds and resources have a social, cognitive, emotional, behavioral

and psychological character.

Purpose, motivation, personality, resilience, optimism, -effitacy, and selésteem of the

individual employee lead to persgab and persororganization aligment. Selecting the right

organization and job is a demand and resource for the indivjdualit has an impact on WLB.

When this alignment is achieved, the employee becomes proactive, takesreldractivities,

shares his or her knowledge, and is wdlito help other colleagues. It means that with these

extra physical and cognitive efforts, and with the support of family and leaders, the employee



reaches a high level of engagement. This experience is an emotional state when the employee
feels energeticand ready to make an extra effort in his or her job. Alignment, absorption,
identification, vigor, dedication, excitement, feelinglz#longingand making a difference are

characteristics of this experience.

Individual goals and objectives include a meaful contribution, job satisfaction, belonging,
learning, and career development. Moving toward realizing these individual objectives is
achieved when employees have feelings of safety, recognition, meaningfulness, and an

opportunity to develop their sg.

3.2. Organizational job demands and resources

Job demands and resources of organizations influenced by their micro and macro environment,
as well as by society. Values, culture, ethical principles, policies, and regulations, as well as
educationaland techmlogical infrastructure, all have an impact on vision and goals (VG),
working conditions, and the support that organizations can provide for employees. If the
organization can create a safe and trustworthy work climate, provide autonomy, flexibility,
remote work opportunities, coaching, and wéking, it can be considered an employee

friendly organization. All these working conditions and support reinforce WLB.

¢2 Sy3aFr3aS SyLxX2esSSa ad ¢2N] 6990 Aa ez |
inspire, motivate, and encourage employees by providing them autonomy and involvement in
decisionmaking.Jakubik (2016) NJH dzS arheliakk: ofi makbgers and leaders is to engage
knowledge workers at work by providing them meaningful work in whichkth&s I 6 £ S {2
(ibid.: 103%p CdzZNI KSNE aKS |RRa GKIFG WGKS NeRtS 27
LIAG2GFt Ay GKS 1y2¢6ft SRIS SO2y2Y8Q O0A0AR®PULO
managers need to motivate employees whom theyndd meet face to face due to flexible and

remote working opportunities.

Employee engagement (EE), when achieved, has mainly positive drivers and a positive impact
on organizational performance (P). When employees @mgaged it results in low staff
turnover, employee retention, low absenteeism, corporate responsibility, open

communication, a feeling of belonging, meaningfulness of job contributions, fewer faulty



products, customer satisfaction, and loyalty. All these leagggdormance (P) and realized

organizational objectives.

Realized organizational objectivesge., goals and vision (GV) include financial goals,
productivity, market share, good product and service quality, good reputation, image, and

relationship capital.

After presenting the proposed, elaborated-BDmodel of EHKfigure 2) | now turn to the

conclusions and discussion.

4. CONCLUSIONS AND mISSION

The goal of my conceptual paper was to answer the calls for future elaboration of tRe JD
model of EEcf. Albrecht, 2010; BaumarmqRothmann, 2014)The novelty of my elaborated
model is that | demonstrate how both the individuatBRndthe organizational HR relate to
employee engagement through the welike balance construct. Furthermore, my propdse
model (cf. figure 2)shows how EE leads to higher performance and the achievement of goals
and vision. In addition, as | argued in the introduction, my contribution is needed because of
the intensdy positive and negative changes in the working contexd s work conditions due

to the development of technology. | believe that in th#ure when many work activities are
performed by robots, my contribution to better understanding the key role of WLB in achieving

individual and organizational goals andietswill become even more crucial.

This paper has several theoretical contributions. Firstly, the main contribution of my conceptual
paper is the elaborated job demands and resources m@dglre 2)of employee engagement.

It contributes to a better undestanding of the JBR model by extending it through the WLB
concept and showing the connection between WLB an(cERothmann and Baumann 2014;
Parkes and Langford 2008)he model demonstrates how and why WLB connediBR and
O-JDR with EE. Secondlyroadening existing knowledge and providing a better understanding
of the emerging EE concept are the contributions of my paper. Thirdly, | have contributed to

the three main assumption@&f. Mauno et al., 2010f the JBR model as follows:

1. Work-life bdance traditionally has been examined only as a concept related to
AYRA@GARdzZEE SYLX 28SSaQ NBaz2daNOSa | yR

2 NH



elaborated model of this paper, | have extended and explained job demands and

resources, both from individualefip2z @ $SQa | yR GKS 2NHLFI YAl

2. The model proposed in this paper opens up both the organizational and individual

health and motivational processes.

3. In my elaborated HR model, | havehown clearly the need for a balance between
job demands ad resources by extending the existing model through the wibek

balance concept.

As is the case with every paper, this one has its limitations. The elaboration of-fRendidel

is based only on the need for future contributions and future researchxpeessed in the EE
and WLB literature. Its contribution is only theoretical. Therefore, the proposed model would
need empirical validation. In addition, | look forward to receiving the comments, constructive
feedback, and suggestions of research scholaterested in the EE, B, and WLB topics

involved in my proposed model.
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Abstract

Digital transformation has become the key process in the last decadd has had a major
impact on the way how companies operate, how customers changelibbavioursand at the

end, how employees will have to change. To review the main changes, | have almady
severalresearchesinto the area of expected and forested changes in the daily life of

companies and on how customers will change tiheinaviout

The current study aims tdo a research on how these technological changes will influence the
labour market conditions. | also focus on to determine the scopenetessary skills for
employees that will be expected. In addition, the object isat@mlysefuture labour market
trends, to identify new types of workplaces to be established due to digital transformation as

well as to artificial intelligence and robotizan.

Besides the above, we also haveawalysethe possible impacts that the entering of a new

generation into thdabourmarket will trigger.

The paper is based on literature surveyaasesearchmethod. The main conclusions rely on
international studies and forecasts. The expected changes will be describashalydedn the

labourmarket, andas a result, the new types of workplaces will also be shown and listed.

KeywordsLabourmarket, Geneation Z, Artificial intelligence Robotization

1. INTRODUCTION

As a new phenomenon in our age, digital solutions appear in many fields of our life. Digital
transformation will lead to major changes at workplaces after already triggering significant
changes2 O2 YLJ YA S& befidviouSidzhel dgitabadiirahment. The change of

pace depends on the industry the companies are involved in. Most of the companies have
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already made digital strategies, introduced and applied new digital solutions. Theis &m
provide new digital services in order to render new, digitally marketable services and to sell
digitally available products. In the first place, this process reatttethationalcompanies. The
changes iithe valuechain will also force smatind nediumsize companies to introduce digital

solutions in order to stay profitable.

Digital changes do not only appear in our custotmehaviourand in the daily management of
companies, but it will also hawesignificantimpact on our workplaces. Looking @anges in

O2YLI yASaQ &a0NH2OGdZNB>: ¢S OFy adzYYFENRTS GKIF
production processes will be digitally restructured in order to meet digital challenges.

/ dza G 2 heBaMiduRhanged to a significant part as well. Qusers can react promptly to

O2YLI yASaQ YIN]JSUAy3d OGAz2zyasz OFy YIS dzLJ |
2F O0dzad2YSNHE Oly &KIFNLX & AyTftdzsSyOS O2YLI yASa
gain information promptly on how customersact to a new product oserviceor any kind of

news relating to the company. These changes have opened up new and cheaper ways for

companies to reach customers as wéccenture, 2017)

The changes will definitely lead to new types of jobs and workitngctures within the
companies. lanalysedthe main factors such as technological changes, robotizatoml
artificial intelligence that have led to these challenges. | also made a research on the expected
impacts resulting from the fact that the firstigital generation will enter théabour market.

Based on these results, | put up a scheme that companies can follow to cope with these
challenges. Based on this workflow, companies can manage to create conditions for these new
employees in the form adnew type of workplaces that will support companies to be successful

in this new digital environment.

2. DIGITAL TECHNOLOGMEL BE INTRODUCEDIHE WORKPLACES

The most complex area impacted by these digital changes will be the working conditions at the

workplace of future. Looking at the main factors, we can summarize below:

- New technologies such as artificial intelligence and robotization will be introduced.
- New, digitally comfortable generations enter tHabour market, and due to these

changes.



- Newtypes of jobs will be introduced, while recurring and superfluous jobs will be taken

over by robots at the same time.

Based on surveys carried out at European level, it may be concluded that the Eulaipean

force wishes to apply innovative technologies and digital solutions in the workplaces in order
to increase productivityDeloitte, 2016) Most of the employees have a positive tendency
towards new digital technologies. They hope that they can work "smianéh these new
technologies. In their mind, this process can lead to faster access to databases, to a higher
number of working days in home office and a lower number of persistent and recurring tasks.
Some of them always complain about red tape and thad they need to complete superfluous
tasks(Richterg. NNKf = HaAMT O

Main Influence Factors Regarding Future Workplaces

Based on previous presumptions, we may conclude thdaitiwre value creation may be the
main field of work for employees. This shiftworkplaces will create significant challendes

our education systems. Based on the survey mentioned above, mdkeaforkingtime is
spent daily with repetitive tasks that can easily be automated or simplified. Hopefully, the
application of technalgical solutions can lead to more effectiveness in the workplaces which

can result in more value creation at the efRichterg. NNKf = HAMT 0
The work in the future will be influenced by four major factors:

- Impact of digital technological solutions, miinnfluenced byArtificial Intelligence and
robotic solutions
- Interpretation of artificial intelligence systems generated data and

- introducing Artificial intelligence into new territorie@Nisskirchen, 2017)

Based on the above, we needdoalyseour working processes and establish new ones based

on digital solutions supported by artificial intelligence (Al) toblsrthermore an enormous
amountof data will be compiled by introducing these new Al tools. As a result, these sets of
data need to benalysedn order to develop new services and products that customers desire.
aSIYygKAfSET O2YLIyASa KI@S G2 221 |0 O2ya
Therefore,costeffectivenesds alsothe main aim to reach(Rendall, 2017)This aim can be

fulfilled by introducing robotization in the manufacturing industry. The robotization will also be



GAaAdzLILI2 NISRe o0& yS¢gx e2dzyd 3ISYySNIGA2ya 2F SYLIX

in their workplaces instead of making recurring and superfluoakggDeloitte, 2016)

3. CHALLENGES DUE TOANKBE OF FORM OF C@EUNION BETWEEN MANNDA
TECHNOLOGY

Looking at the possible ways of interpretation, we can emphasize that the form of connection
between man and technology will be essential in the future. Bligservices will also be
developed by the way how people-operate on these new platforms or through social media
platforms. The outsourcing platforms will also have a major role in the future as well. As a
result, we will also see a lot of freelancerstire labour market in the coming decades.
Furthermore, this new type of workplaces may, however, endanger the current legally
protected working conditions(Google, 2017) Nevertheless, we also assume that the
employees expect new challenges, flexibjliand interactivity in the labour market. This
expectation is closely linked to the challenges that the new generations entering the market
such as Generation Z is bringing to the ma(k&llup, 2016)This new type of connection can
fulfill these expectatias. Theupcominggenerations will change their jobs mdirequentlyand

may change to jobs that are not even invented today. Therefore, the ability to change, to learn,
to grow and to adapt to new challenges will be critical factors for an employee ifuthee
(Tulgan, 2013)

4. LABOUR MARKET CHAIGES FROM TECHNOICXEI FIELD: ARTIFICINTELLIGENCE
AND ROBOTIZATION

In the above, we summarized how this new generatiaght lead to significant changes in the
labour market. Nevertheless, we also need to iewv how the technological solutions are
developed in parallel. We can assume that the main challenge coming from the world of

technology is the spreading of Artificial Intelligence in the indu@igcenture, 2017)

Artificial Intelligence is mainly enteig each main industry from advertising to healthcare,
banking, educatiorandtransportation. Nowadays, we see that artificial intelligence is entering
our workplaces. We may have already contacted a chatbot (defined as an automated, yet

personalized, coversation between software and human users) or the Facebook Messenger



to book a hotel room. According to Facebook Vice President, David Marcus, there are now more
than 100,000 chatbots on the Facebook Messenger platform, up from 33,000 in 2016
(Rodriguez2016)

Following the growing number of chatbots in our personal lives, we may also use them in our
work to help usfind new jobs, answering frequently asked questions infilkld. The chatbots
can also digitize HR processes and make employees able toH&asblutions from anywhere

(Taherdooset al,, 2013.

The serinterface is the main area today for artificial intelligence (Al) in the companies. One of

the main examples regarding Al practice is Alexa made by Amazon.com. Alexa is a conversation
based assistant that is used by nearly threilion people today(Huton, 2017% ! f SEI Q& &«
story is just one example of Al that plays more and more important role across user interfaces
(Shah, 2017)According to a global survey on artificial intelligence adoption among companies
made in 2017, it was stated that nea@% of IT and business executives think that Al will help
accelerate technology adoption throughout their organizatiaiWgisskirchen, 2017)in a

nutshell, artificial intelligence is meant to help companies to improve the experience and

outcome for each ad every customer interactiofWisskircherg Schiller, 2015)

4.1. Artificial Intelligence will redefine the employee experience

Artificial intelligence is also applie® the companies for HR purposes. One of the main
examples is the use of smlled chatbotsA chatbot isa softwarethat conducts a conversation

via auditory or textual methodévincent, 2017)This softwareis usually designed to simulate

how a human would behave as a conversational partner. Chatbots are mainly used in dialog
systems mainly in the field of customer service or information acquisiGbratbots are used

also for recruiting, employee service, amthployee development and even for coaching
(Meister, 2017).

Tracking further steps ithe life of companies relating to digital transformations supported by
artificial intelligence, we can see that most of the companies cannot develop Al expertise in a
short period of time. As a result, we have to advise them to make-teng plans for these
changes. Presumably, companies need to prepare and set up structures that support this

process within the company. As mentioned above, most of these tools are irteodn the


https://papers.ssrn.com/sol3/cf_dev/AbsByAuth.cfm?per_id=2177801

field of customer interaction Therefore, these teams may be used to prepare this Al
transitional procesg=rom a human resource management perspective, most of the companies
could rely their first digital transformation groups on the membersca$tomer interaction

units that are involved in the use of digital tools in this reg@ktisskircherg Schiller, 2015)

Based on current forecasts based on the global survey mentioned above, we may expect that
Al turns enterprise architecture on its hedéccenture, 2017)Enormous sets of data are
neededfrom every channel in order to continuously learn how those interactions should evolve
over a lifetime. This amount of data need to &ealysedandthe decisions at corporate level

need to be based on the results of these data analysis processes. Therefore, the company

structureneedsto change in order to comply with these challeng@&bel, 2017)

4.2. Artificial Intelligence will lead to new types antbrms of jobs

Since data analysis will be a key point in the daily life of a company in the future to plan new
LINE RdzOG A 2NJ (2 |yagSN Odzald2YSNEQ ySSRaz S Ol
not necessarily need to be in the same one place ainthe same time. As a result, we may

foresee thattwo converging technology developments will drive the digital transformation of

labourin the future (Accenture, 2017)

- online management of work and

- on-demandlabourforce.

The commonly introduced plaifm solutions mainly enable planning, management, and

remote execution of work. The smalled remote and mobile workers will become a significant

part of the workforce. Companies will also adopt digital communication tools as well.
Traditional tools like enail will presumably be abandoned sqg@nd nextgeneration digital

tools like Slack and Google Hangouts may be spread instead of them. For exXalaghis, a
cloud-based set of team collaboration tools and servidekK A & A & dza dacébbokof OF f f S
workplaces dThe software enables a flexible, even -@itoffice interactive working
connection. Google Hangouts is similar in this regard to Slack. Dropbox is also a typical form of
storing documents that need to be in reach for workers within one gany. We can also see

today that documents through Dropbox may also be available for contractual suppliers such as

bookkeepers or lawyer®eloitte 2016).



The digital management of work is only half of the story. We can also expect that platform
technolagies will also deliver capabilities that businesses need in order to connectaheur
requirements with an ordemand supply of skilled workers. Future trends show that digital
technologies in this field may eliminate the difference in terms of timet,cand location in

matching workers and employers.

As mentioned earlier above, the members of Generation Z have a tendency to become
freelancing workers, since they want more flexibility and space in their work. Freelancing can
already be seen as a major type of employangorkforcein the most develope@conomies.
According to the 2016 Upwork/Freelancers Union study, approximately 35% of the US
workforce of 159 million are freelancers. The example of this 55 million people shows that
freelance earnings in the US economy are estimated at $1 trillion, af @86 $18+ trillion US

economy(Ren, 2017).

4.3. Artificial intelligence and robotization will have a significant impact on the future

number of workplaces

Artificial intelligence can lead to new jobsanalysingsets of data and in creating new services
or products. A good examplef creating new types of workplaces is the shared sergargre
phenomenon. Theseentres were mainly set up by international companies working in
different countries. To establish thesentres the working procedures had to bestructured

and new working processes had to be introduced. Thatre concept did not only mean that

if ten people do the same work in tamountries then only one man can do the same work for
ten countries in onecentre (Chandok, 2016)All the information channels regarding the
markets and the companies had to bealysed In many cases, new services were introduced
by unbundling or bundling previous working procedures within suatease. As a result, new
types of services and newpes of jobs were createCampbell2011) The changing process
2F I O2YLI yeQa LINRPOSRdAzZNBa Ay &adzOK | gl & Aa
digital companies. They need to rebuild and restructure their procedures to identify the actual
needs and to develop new forms of services/ products to meet these needs in the digitized

market(Earley, 2014)



In the last decades, we could see companies moving to new markets and to set up new factories
in cheaplabour countries. Most of therelation processes were tied to the availability of
sufficient amount of cheapabour. Recently, we can see a turnaround in a sense that the
companies simplify and restructure their manufacturing procedures and introduce robots to

carry out the recurring tasks in thegauction chainTaherdoost et al2013)

In the first step, the big ticket item industries such as car manufacturing managed to introduce
robots to fasten their processes. Due to lacklabour and rising wages in the developed
countries, these robots mayrovide for a longun and costeffective solution in these

industries(Accenture, 2017)

Furthermore, looking at US industrial data, a very interesting process can be demonstrated
relating to changes ia numberof workplaces in this economic sector atie increase of US
industrial GDP data. Over the last 20 years, inflaidjusted U.S. manufacturing output has
increased by nearly 40 percefideloitte, 2016)However, looking at the number of jobs for the
same period of time, we can see that there &@ver jobs. It is due tthe factthat employees

in the manufacturingindustry are better educated, better paid and producing more valuable
products. This is the result of the technological developments that enable these employees to
be so much more produiwve. Today, there are nearly two million jobs available in the

manufacturing secto(Accenture, 2017)

These numbers lead to a different conclusion than the usual one about robots demolishing our
workplaces in these industries. This conclusion is thabt®lare not demolishing or stealing

our jobs, but they are improving them. We can also add that robots are safer and more reliable
than people. From an ethical point of view, the exploitationlaifour does not come into
consideration at all. Looking at RBumbers in these industries, cesffectiveness is also
underpinned since these robots delivareturn on investments within 12 month@Veister,

2017)

This process can lead to new workplaces that the new generations want in the long run. The
unwishedworking tasks can be carried out by robots in the future. Companies are désmur

of this change since casffectivenessandreliable manufacturing procedures are alsahin
reach.(Wisskichen et §12017)



5. FIRST DIGITAL GENERN WILL ENTER THEBOUR MARKET ANDEIR CHANGE
WORKPLACES

Before looking at technological framework changes in the workplaces and artificial intelligence
solutions, we have to face up to the fact that nbe only technology itseliwill change our
workplaces in the future. The expectations of new generations enterin¢atheur market will

radically change the workplaces as wé@bogle, 2017)

5.1. New Generations Coming to the Labour Market

Based on recent surveys, we can state tha thain role players of theabour market today
are the secalled baby boomers, the members of X and Y generations. The main featthies of
generationdiffer from each other significantly. The main reason for these differences is that

they work ina different working environmen{Gallup, 2016)

The baby boomers are 5D years old today and started their career in ecatled decent and
stressful working and economic environment. The main features of their environment were
that they worked in one place mfixed amount of working time. Their main form of connection
was based on personal connection. They also knew their managers in Risbterc . NN K X

2017)

Looking at the generations coming to tha&bour market after the baby boomers, we can
summarizethat significant changes were introduced in the working environment of the new
generations. Several features in the working environment loosened significantly. The fixed
need of working hours started to fade away. In practice, indefinite working hourg wer
introduced. We also need to face up to the fact that these changes led to stressful situations in

the working places as new phenomena.

The members of next generation, which is called Y generation, were be3 28ars ago. This
kind of indefinite workig time and availability for work in the entire week is seen as a
drawback and they want to avoid these situations at all. Looking at tHsshaviourin the
labourmarket, we can see fast and often job changes. [@beurmarket may be described as

a saturated marketNeverthelessthey do not intend to adapt to the indefinite working hours
(Schulz; Brenner, 2010)



Looking at the current structure ¢tdbourmarket, we can see that the workers of age over sixty
wilbestt £ | OGABS FT2N 6KS ySEG RSOl R|IWgehekafonsd | 6 & ¢
will also be key players in the gloli@bourmarket trends in the next decad€Schulz, Brenner,

2010)

However, we would like draw light to the fact that a brand ngeneration is entering the
market soon. We assume that thdiehaviourand expectations towards the currefdbour

market conditions may bring significant challenges toldimurmarket(Google, 2017)

The members of Z generation still go to schools yodait tomorrow, they are already in the
market and start their integration process. Based on redebbur market trends, we assume
that the members of this Z generation will not only join the groupraployeesbut soon their

members will also join thgroup of managers as wékrnst and Young LLF)16)

5.2.Challenges in the Labour Market due to Lack of Necessary Knowledge for Daily Life

Main challenges relating to the Z generation entering tdigour market may also come from

the fact, that our educatio system is not ready to fit them up with necessary skills and
knowledge for the daily life. There is a striking difference between their knowledge gained from
the education system and the knowledge that is essential for the daily life routines.
Unfortunately, most members of this generation will only realize this difference after entering
the labourmarket. They need to face up to the fact that even a good performance in eur so
called Prussian education system does not necessarily provide us with thesagcskills for

our daily life. Based olabour market studies, we may conclude that they learsignificant

amount of superfluous knowledge in this systé@aarley, 2014)

5.3. First Digital Generation Coming to the Market

Besides the failures in our education system, the members of Generation Z will undoubtedly
have a significant impact on olabourmarket. We assume that this change will also retheh
daily life of our companies and thieehaviourof our customers. Thisegeration is seen as the

first digital generation. The main features of this generation(&eogle, 2017)



- Their field of communication is the internet and mainly the apps twratavailable for
smartphonessuch as Instagram and Messengers.
- ¢KSe@ IINB aGaY20AfSéyY Omw@atphbnegl Ay RAIAGHE RSC

- Their customebehaviours also based osmartphonesthey shop online and pay online.

Based on recent surveys, the members of Generation Z prefealted sudden customization
and wish togain adventures. They feel that everything actuallyiihin reach for them based

on the internet.On the one hand they use the virtual world as their normal environment
Therefore they fell that they can easily reach anything with a few clicks. Owotther hand, if

they cannot reach anything right away, they just move on by clicking fuftest &Young,
2016) This kind of digitalized environment will not only hasagnificantimpact on thelabour
marketbut also on the daily life of our companiesy R 2 y 2 dzNokh@vitzdras 2e.S NA Q

6. SUMMARY
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daily management. The change reached the customer interactions first. As a second step, the
O2YLJN yeéQa A ssivenihariged inioidd20 firoiide new digitally sellable services
and products. Following these steps, the working conditions will also be modified. The new
technologies allow companies to introduce working conditions that are not carried out in the
sane place and at the same time. New platforms are already introduced to reach these

purposes.

This process will be accelerated by the fact that a new generation will entdaltoerr market

and this new generation prefers flexibility and freelancing regaydvorking conditions. They
differ from the previous generations represented in tadourmarket in this regard. This new
generation will change the main conditions of tladourmarketsince they want to make their
professional dreams come true and will not be connected to companies so close than their
predecessors. They want flexible working hours and more flexible working conditions than any

generation before them.

The restructuringorocess will also lead to new forms of workplaces such as shared service

centres New types of jobs will also be introduced since artificial intelligence solutions will lead



to a significant number of new types of jobs relating to data analysis and digddlct

development.

Companies will also be forced to prepare a roadmapaoomedigital in the aspects mentioned
above. As the main example shoilve best way is to set up internal teams in companies to
introduce digital transformation process step &tgp. In this process, companies will also focus
on becoming more costffective. As a result othe digitally restructuring process in
manufacturing, robotization will also be spread to reduce manufacturing costs. In the short run,

this process will leatb areductionof workplaces in the manufacturing industry.

Nevertheless, there also researches relating to new digital industries that show that if
companies are welprepared for digital transformation and follow their roadmap, even new
jobs may be creaad. Regarding the need to introduce new digital products and services, we

assume that these new types of jobs will probably be established in the field of value creation.

In order to prepare the students today, the education system will also have to catepeosely

with these companies to provide the necessary digital skills for the employees of the future.
Generation Z will force not only the educati@ystembut also thelabour markets and
companies to introduce new ways to meet their digitally devebmeeds and the challenges

this new digital environment triggers.

The new types of jobs will be created in the field of It development, big data analydidigital
marketing. The introduction of these new jobs will also require companies to manage a
significant number of freelancing employees. The new types of working conditions and internal
communication channels such as chatting application and social media platforms may lead to
more flexible company culture. Customers will also be able to influeheglanning phase of

the producteven before launching @n the market. In this new phases wbrk, the creativity

and effectiveness of employees may be more important than ever before to set up successful
interactions with the customers. It is importatd note that these new changes in the working
structure of a company will also support the company to reach its main economic goals such as

profitability and digital customer experience.
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Abstract

Wrongdoing is pervasive with cases of persistent misconduct and personal or societal harm
being unveiled on a seemingly weekly basis. This paper presents the findings of an exploratory
survey of individuals and explores their exposure to both wrongdoirtyaso institutional

training and formal structures to empower them to be better positioned to protect themselves

and to disclose wrongdoing when encountered. Models are evaluated that best predict the
outcomes of an individual's likelihood of having exeeced wrongdoing and also the
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protect people. The findings of the models are incorporated into a proposed governance
framework to empower leadership to take argactive approach to organizational

improvement with regards to monitoring, preventing, and addressing wrongdoings.

Keywords: Whistleblowing Higher education, Wrongdoings Likelihood of experiencing

wrongdoing,Perception®f organizational learningQrganizationalimprovement model

1. INTRODUCTION

Wrongdoings are a class of all actions consisting of misconduct, undtleicaviours illegal
actions, fraud, theft, or worse. How often do people experience wrongdoings on campus? Does
this vary by region or te? For example, do students experience this more often than faculty?
How do they react and address the wrongdoing once encountered? Wrongdoings are often
revealed and resolved through whistleblower claims. Whistleblowing is the moral and ethical
challengeof revealingwrongdoingsand is a phenomenon that is as old as human civilization.
Going back to Greek Mythology, the story of Sisyphus who was condemned by the gods to a
perpetual punishment after revealing that Zeus had abducted and raped Aegina.eDBidlk
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gods take the time and effort to protect Sisyphus? Did they attempt to design a system to
prevent them from making similar mistakes? Rarely does a day go by without another headline
of an individual or institution being impacted by the claimwobngdoing This has included
YI22N a0OFyRIFcfa adzOK a GKS aAOKA3IlLY {GI1 4GS
2 SAYyalGSAYé dzZLINA&AAYy3I | 3FAyad &aSEdzat KIFNIF A
diesel engine emissions, FIFA bribery andcomduct, the Transparency International
disclosure of offshore banking habits of elected officials, and even the US Federal government
under President Donald Trump and James Comey, Director of the FBI, blowing the whistle on
the President himself. Over ¢hcenturies, has humanity learned to protect itself from
wrongdoings? Are we getting better at protecting people, ourselves? If so, what is the
evidence? If someone is effectively learning from wrongdoings, what are some approaches that

they are using? Arsome of those approaches more effective than others? In which situations

or under which circumstances?

This paper seeks to answer some of these questions thrthugfindings a survey of individual
stakeholder experiences and perceptions that was condlitieexplore personal exposure and

experiences with wrongdoings on and around campus.

1.1. ProblemStatement

That different approaches to institutional governance have varying effectiveness in lowering
the incidence of wrongdoings in institutions is depictedigure 1. Moderating Variables (MV)

in this relationship of governance approach to successful mitigation of wrongdoings are
believed to be Transparency, Training, and Structured Approach to Learning. Transparency as
a factor is controversiahnd no cons@sus exists on if it is truly better to be more open and
communicate more detail, and the inevitable increases on tadeenandin order to ensure
stakeholders are informed of risks and hazards and what to do when encountering
wrongdoings. The impact of fomtized training of procedures, processes, and policies that
defines the approaches to the handling and treatment of wrongdoings within an institution
should clearly affect the organizations administrative and governance effectiveness. This
research looksdr evidence of these disciplines as well as evidence of a structured, proactive,

preventative organizational approach to learning and growth.
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Figur 1 Maodel of Gavernance FEfficacv in lowerina the Incidence of Wrongdoing

Governance Approach

Moderating Variables
-Level of Transparency (MV1)

[ Maoderating Variables |:> -Level of Training of Stakeholders (MV2)
-Level of Structured Learning (MV3)

Lower Incidence of Wrongdomgs
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The aim of this paper is to document the findings of the survey of individual experiences and
the development of a quantitative model of the factors that contribute to the effectivity of
governance approach via the three moderating variables: Transpar8takeholdeirainings

and Structured Organizational Learning. This data and models should provide the basis for
improved management disciplines, a method for continuously monitoring such disciplines, and

provides a basis for further research.

1.2. Current Lierature

All institutions of higher education are knowledggensive institutions consisting of large
pools of intellectuals and are ever striving for stronger client focus on knowledge processes, as
found inDobrai and Farkas (2008Jen McMillen (2014jocused on assessing the levekeft
adoption of the NACUBO recommended guidelines for Universities and Colleges to adopt
SarbaneOxley whistleblowing best practicddessemeiMagnus and Visvesvaran (2006pk

at internal correlates of wrongdoing from quantitative approach and support the general
research that internal climate and culture can influence the likelihood of reporfisghuridu
(2014)summarizes the research and legislation that focuses on documenting and preventing
the types of retaliaton that whistleblowers experienc&osua (2014¢xpands the research by
looking at the impact of new media on the likelihood of reportidgndekerckhove, Brown, and
Tsahuridu (2014é¢xplore the internal mechanisms and what they identify as a propensity fo

individuals to attempt first to report and escalate internally, as a natural phenome@ortis



(2006)in her research paper sponsored by the Institute of Internal Auditors, an organization
that serves as a global thought and practice leader in the aféaternal ControlChristopher
(2014)looked specifically at compliance and controls in higher educatigustraliaand in a
survey of 37 universities chief audit executiv8shmidt (2015, 2016, 201&hd Schmidt and
Farkas (2015and Schmidt and Kitg (2015)have looked at whistleblower claims in higher
education and how each institution, and governing bodies, use unique and inconsistent

approaches to soliciting, managing, administering, and learning from whistleblower claims.

Thomas, Schermerhorand Dienhart advocate for the urgency of proactive corporate ethical
leadership Thomas et al., 2004Bonau (2017aidentifies integrity and authenticbehaviours

as a key factor in inspirational leadership, and separately argues for the strengths of
behavioural RS OA aA 2y (G KS2NE (i Behasidis(Bofad) 201N Rka®dnd ISy
Dobrai (2012}tate that the role, structure, and task of the administration of higher education
institutions has become dramatically more complex in the past decAterdekerckhove et al.

(2014 221 G GKS G2KAAGES 2KAES ¢KS@& 22NJ X HAAT
training and reporting incidents that supervisors receiwandekerchove, Brown, and
Tsahuridu (2014} Y i N2 RdzOS R (G KS O2 WS LIiK S2 Fo LINER S SO 2 IINES N
organization.Bonau (2018)shows that ethical behavior is a key faciori KS SYLJX 2&SS.
perception oforganisationalcommitment, a prerequisite for higherforming organisations

The link between transparency and bettgovernment is made bgould and Amardreyes

(1983) Transparency is enabled by internet communication technologies, the impact of which

is studied in a number of research papeBsiatnagar (2003). Bushman (2004), Ciborra (2005),
Schmidt (2005), Hermaliand Weisbach (2007) Shim and Eom (2009), Relly and Sabharwal

(2009), and Bertot (2010)
2. METHODOLOGY

2.1. Survey and Interview Design Approach

The survey establishes a framework for the completion of a primary data survey of individuals
regarding their experieres and perceptions of learning from fraud and whistleblower claims
inside of institutions of higher education. The framework is developed in these components:

an interview guideline, the development of scaling questions with anchoring vignettes.



Churchil(1995)in his6th Edition Marketing Researtdxtbook defines the Step process that

was used in creating the survey to document and facilitate the development of the survey of
individual experiences and perceptions. In this case, to reveal personaliexpes and
exposure to whistleblower claims and establish if individuals and institutions are actively
communicating with their stakeholders regarding claims that are received, actively training
individuals to be aware of the causes of whistleblower clant help them prevent and avoid

such circumstances from arising. Additionally, it is of interest to understand some classification

RFGF NBfFGSR (2 SIOK 2F GKS NBalLRyRSyiaQ ol

type of institution they are rgponding for, and their role within the institution. Google Forms
was used as the mechanism for publishing and disseminating the survey. This link

(http://goo.gl/forms/zGRz66hgBlcontains the fully operadhal survey and is contained in the

Appendix A. The start date of the survey was offered with no end dateipatedand was
opened fromFebruary2015 throughOctober2017.

2.2. Modeling of Survey Responses

Nine of the survey questions were of critical intdrasd were used to create two models for
analysis and dissection to understand moderating effects and differences between country,
institution type, and role inside of an institution. One model, regarding the outcome of
G9ELISNASY OSSR 2 NER(yedridopniogtaieoutdotne requiring a/bindkiial model.
¢tKS &4SO2yR Y2RStsx aDSOGGAY 3T {-5 retlirigyNah ordinal |
regression. Both models were developed using the following 5 step methodology:

1. Key questions selected for modeput

2. Data cleaning and verification

3. Automated Model Selection in R

4. Verification of R Model and Diagnostics

5. Potential followup or iterations and enhanced processes

Each of these steps is documented in the data results and analysis for each question.

&
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2.3. Model Input Development

The survey dataset consisted of 36 questions. In order to dissect the responses and condense
down key factors, eliminating free text responses, resulted in the following list of responses
used as the dataset shown below. The data, shawhable 1 was categorized by breaking up

categorical responses into binary yes or no factors. These simplify the analysis of the model.

Table 1: Question Selection and Coding for Statistical Analysis

Question Simulation Label Categories
1.1 Type of Ingtiition University 1=University,0=2year college
1.2 Country usS 1=US, 0= Hungary
1.5 Code of Ethics? EthicsCode
2.1 Role at Institution? Pres SeniorLeader 1 = President; 0= Other
Faculty 1 = Senior Leader; 0=Other
Student 1 = Faculty; 0=Other
1 =Student;0=0ther
2.2 Received Training? HadTraining Mm I S&T n I b23
2.6 Was Incident Reported? MadeReport M I wSLE2NISR LyO
2.8 Is the process Important? HowlmportantProcess 1-5
2.4 Experienced Wrongdoing ExperienceWrong M I 9ELISNASYOSRT
2.9 Is the institution getting smarter?| Getting.Smarter 1-5

Sourcepwn work

2.4. Automated Model Selection

The survey responses werecodedto facilitate statistical analysis. In no cases were data
elementswere missing. The recoded data was verified as matching the source records by using
checksum validation of the total coded data vs. the original response data. The simulation tool
chosen for this analysis was the open source and freely distributed statisand
computational software calle®. Calcagnandde Mazancourt (2010) NB | (i Qiwultis K & G
library for automated model selection for small sample populations. This tool allowed for an
automated iterative creation of all possible combinations of input independent variables and
a2 GKS a4S0O02yR 2NRSNJ 02 Y0 A yhlallivariales. THe libkgafly T S Ol a
employs a genetic algorithm to optimize the combination search and thereby eliminates the
unnecessary calculation of outlier and rtamctional models. This model and approddve

been used widely, with over 300 citations aaslViechtbauer (20103sserts, has been used in

thousands of scientific research projects since 2010. This rigorous and verified approach to



model selection facilitates the exploratory discovery of the significance of different
computationally derived thetical models. The actual regression is performed by the module
ISYSNI f f Agfnd | NI(RYDIRIBSEmentiCore Team, 200Bhe corrected Aike
Information Criteria (AICc) is used to score models and rank and sort the model results.
Importantly the ACc criteriaapples for mixedeffects modelsViechtbauer (2010¢reated a

YdzYo SN 2F TFdzy Ol metgplioré A f 2INK & K8 & Vo NIEMBA &G 2F € A
R andthese tools were used to provide a bd#t optimized model of the drivers dhe two

relationships of interest.

3. FINDINGS

It should be noted that the following portion of the research covers a small sample, 19
individuals respondedand none of the governing bodies or large organizations mentioned in

the literature review sponsoredor supported the distribution of the survey to their
YSYOSNEKALD ¢KS adz2NBSeé NFBadz lféstandfdiaveddyathed S R
development ofstatisticalanalysis to describe the variation and aid in the interpretation of the

survey esults.

3.1. Presentation of Findings

Responses (N=19) were received from a diverse population of individuals, institutions, and
countries. 37% of the responses were from Hungarian respondents, and 63% were from the
United States. The respondent participatioste was approximately 0.13% of all invitations
aSyided ¢KS (eSS 2F Ayaurabdzirzya FGGSYRSR oe@
institution, and the component or part of the institution for which the respondents were

replying are presented and shaawdiversecharacterof the respondents, as shown in Figure 2.

The most frequent type of institution was the public or state university, which made up 53% of
all responses, together with 32% of responses from public colleges, making 84% of responses
specfic to publicly funded institutions, while 16% were private institutions. The most frequent
role was faculty, followed by senior administrator, while 11% of the respondents were
academic leadership and the remaining 21% were students. Academic aredsnfstu&

faculty) were the most prevalent components of the institution covered by the respondents.



Figure 2: Overview of respondent characteristics

1. Type of Institution

Private University

Public University

3. Respondent Role at Institution

Academic Lea...

President / Ch...

2. Country of Respondent

Public College
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Private College
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4, Respondents Part of Their Institution

Senior Leaders...

Academic

Student
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section. A total of 53% of the respondents had experienced some type of wrongdoing in their

workplace, and 42% had made some kind of formal report or complaint about such

wrongdoing. A similar proportion of respondents, about 42%, had received adykigthics

or preventative training, and only 25% of those fractional respondents actually were aware of

practical, locabased examples, as illustrated in Figure 3. The next set of responses in the survey

was specific to the institution, and in four partit explored how claims were received by the
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tracked to completion or summarized in an annual report. The most frequent response for who
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claims to the public, 58% of the responses stated that the status of a claim was not reported to

the public, and over 79% said their institution did not produce a summary of claims, nor did

they track the claims to completion.
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1. Have you encountered theft, fraud, or misconduct in your workplace? 2. Have you ever reported a concern or made an anonymous complaint?

Yes
42.1%

3. Had training on fraud, theft, or misconduct? id this training include e from your institution or other nearby institutions to help improve the

4. Di

institution's ability to protect i from fraud, theft, or misconduct?
Don't know
12.5 Yes
25.0%

Yes
42.1%

No
62.5%

Sourcepwn work

The next set of charts, presentédgether in Figure 4, present and visualize the responses to

the two Likert scale questions received regarding perceptions of the importance of
whistleblowing to their institution (strong tendency towards important) and their impression

of the trend of impoving or not improving progress at their institution (slightly skewed towards
improving). Additionally, respondents were asked the question of whether a code of ethics was
available, with less than half of the respondents able to confirm the existeneecoftle of

ethics, and 83% of respondents stating that learning from whistleblowing was not an element
2N O2YLRYSYyl 2F GKSANIAyadalddzZiaAzyQa adaNF GS3

3.2. StatisticalAnalysisof Survey Findings

The statistical approach tmodelingthe two outcomes descrilibin the methodology section:
GOELISNASYOSR 2NRYy3IR2AY3IE yR aDSGGAY I { Yl NI
The best statistical formula andgressiormodel was identified for each model is listed bejow

andthe simulation results are presented éuclarified.



Figure 4: Perceptions of importance and progress towards learning

protecting itself from theft, fraud, and misconduct?
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0
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1 - Getting Worse, 5 - Getting Better

1. In your opinion, is your institution getting smarter and better ahout

2. In your opinion is whistleblowing an important process for your institution
to execute well?

10
8
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Responses

0
1.00 190 2.80 370 460 5.50

1 -Unimportant, 5 - Very Important

3. Does your Institution have a Code of Ethics?

Don't Know
36.8%

4.0 Does your institution's strategic plan identify learning from whistleblower
claims or improving internal controls as a goal?

No
3%

3.3. ExperiencéNrongdoingModel

First, the simulation and model for the likelihood of an individual experiengneggdoingon
campus is modeled and optimizedettvalue of the AICc selection criterBaluating the p
value for the factors identified, where theyalue is much less than 0.05, one must reject the
FyR 02y Of dzRS

variable and the model. Reviewing the relative importance of all factors explored in the
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permutations of simulations, it is apparent that one additional factor had a tealue, high p

value, and corresponding low level of confidence (@ .Which could be removedrom the

Sourcepwn work
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model, giving a further simplification, leaving us with the final model present@alite 2
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Tabhle 2 Rest Eit Model Eormiila for Fxnerienced Wronadaoinn

Constant Faculty EthicsCode:University Faculty:EthicsCode

Estimate 0.641 -0.641 -0.6154 0.010769
Std. Error 0.1542 0.2117 0.1972 0.2577
tvalue 4.158 -3.028 -3.121 4,178
Pr(>|t]) 0.000966 0.009041 0.007516 0.000929

Dispersion parameter for gaussian family taken to he 0.08424508
Null Deviance: 4.7368 on 18 degrees of freedom

Residual Deviance: 1.195 on 14 degrees of freedom

AlC:13.112

Number of Fisher Scoring Iterations: 2

Sourcepwn work

The interpretation of these factors and weights follows, that tielihood of experiencing a
wrongdoing is 0.64 (Intercept/Constant Term) which is offset/lowered for faculty members,
regardless of origin, and also reduced for Universities which have a Code of Ethics (EthicsCode:
University) but increases significantly the mixed effect of Faculty which have an Code of

Ethics (Faculty: EthicsCode)
Institution Getting Smarter Model

In an identical process to the simulation and modeltfoe perceptionthat the institution is
getting smarter about handling whistlebloweslaims and wrongdoing is modeled and
optimized for the value of the AICc selection criteria. The top 5 models had little or no
difference in the absolute scoring, and also that all of the top 12 models consisted of a constant
term and combinations of sevar mixed effects factors. The information criteria plot for the
top 100 models calculated showed little the stepwise improvement in model accuracy. The
relative lack of variation brings to question the relevance of the model and all possible
permutations d the factors included in the dataset. Additional simulations were run without
the genetic algorithmic search application to identify possible other outcomes, which resulted
in 1.2Million permutations and various model approaches being systematically ajeder
none of which approached the low level of AlCc achieved by the best models calculated by the
genetic algorithm approach. Looking at the weighting of the best model revealed that the
weights of one of the mixed effect factovgere not estimable and tharefore offer another

simplification of the model.



Again, evaluating the-palue for the factors identified, where thevalue is much less than
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relationship betveen the variable and the model. The relative importance of all factors

explored in the permutations of simulatiomgs the basis for removing factors that had a low

t-value, high pvalue, and corresponding low level of confidence (0.1) from the modahggéav

further simplification, leaving us with the final model showTable 3

Table 3: Best Fit Model Formula for Getting Smarter

Estimate
Std. Error
tvalue
Pri>|t|)

Constant
3
0.09644
31.107
1.36E-13

Senior
Leader:

Senior
Leader:

Experience

University EthicsCode Wrong:US

2.64706
0.37716
7.018
9.09E-06

-0.64706
0.2219
-2.916
1.20E-02

1.82353
0.25193
7.238
6.57E-06

Experience
Wrong:
Had Training
-0.76471
0.24308
-3.146
7.73E-03

Experience
Wrong:
Student

-1.5
0.22618
-6.632
1.63E-05

AIC:13.582

Number of Fisher Scoring Iterations: 2

Null Deviance: 16.1053 on 18 degrees of freedom

Residual Deviance: 1.0882 on 13 degrees of freedom

Residual Deviance: 1.0882 on 13 degrees of freedom

The interpretation of these factors and weights as the best model of Getting Smarter score

Sourcepwn work

consists oflhe mean score of 3 (Intercept/Constant Term) and five mixed effects combinations.

The first, an improvement factor, increased the score for senior leaders at universities

(SeniorLeaderUniversity). The second mixed effects term was an additional improvement for

individuals who experienced wrongdoings in the US (ExperienceWrong: US). The third mixed

effects term substantially lowered the score for any of the combined facto®eaforLader

with a Code of Ethics. The fourth factor was the combination of if someone had training and

experienced wrongdoing. The fifth term was the combination of students who had experienced

wrongdoing, which had a negative impact on the overall score. Therale of the significance

of any direct normixed effect variables in this model could be interpreted as a sign that

institutions are not communicating enough to drive this awareness and perception.

i K



4. CONCLUSIONS

Setting out to explore and better understahdw wrongdoings are experienced on campus, by
which groups, the survey and subsequent model for the likelihood of experiencing wrongdoing
shows that there is a 64% likelihood of experiencing wrongdoing, that this is lower for faculty,
and where a code ofthics exists and is communicated. This implies that stakeholders are more
likely than not to experience wrongdoings. This contrasts with the findings that only 33% of
respondents had experienced any training in how to deal with wrongdoings. Improving the
exposure to training and awareness of what to do when wrongdoings are encountered is an
initiative for leadership to undertake.

¢tKS Y2RSf 2F (KS NBaLRyRSylG aSyadAaAySyid 2F a2
feel neutral to this sentiment, but thaBenior Leaders feel that they are improviggvhich

could be a result of group think or be a result of actions seen to be taken, but then not perceived
by other stakeholders. Notably, individuals who had experienced wrongdoing generally did not
think things were getting better, which may be an indicator that the institutional support and
response is inadequate and insufficient to reassure them of the quality and effectiveness of the
governance environment. This negative sentiment was even stronger forerstsidvho

experienced wrongdoings.

These findings outline clear opportunities for the improvement of management practice, and
the survey itself is the foundation of a framework for monitoring and improvement within an
institution. Expanding the survey tarfjer populations and sustainifitg application over time

will build up the evidence required to determine the effectiveness of governance practices in

making ourorganisationssafer for all stakeholders.
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Abstract

This paper tries to solvihe commonorganizational problem of why dorganizations fail in
implementing management practices such as Total Quality Management (TQM) in which
managerdend to implement a specific management practice to correct certain drawbacks in
their firms' performances with ignoring their existing capitie and strategiesA qualitative
research methodology is utilized for having a consensus on the main failure reasons where
comprehensive literature reviews emphasize on the major principles of TQM such as
customers' satisfaction, employees' involvemeand continuous improvements of financial

and operational performances. Finally, this study illustrates several empirical findings about
organizations who implemented successful TQM practices and improved their financial
performance wherein some of them dreased their stock price, operational income, total
assets, and sales by 114%, 107%, 79%, 69%, respectively, compared to the control companies

who do not apply any TQM procedures during a particular period.

Keywords: TQM, Organization's Finandtarformance, Customers' Satisfaction, Employees

Involvement, Cost Minimizing, Continuous Improvements

1. INTRODUCTION

Total quality management (TQM) has received considerable attention by both academics and
practitioners in which both argue whether implemetitn of these TQM programs would
increase total customer satisfaction, organizatiomalovations and flexibility, employees'

involvements, improving the financial efficiency or not. Several studies have been done in
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which the researchers are divided intawo groups where the first argued that these TQM
programs are wasting billions of dollars without any effective results. Furthermore, the
opponents of TQM programs also mentioned public examples in which some of Baldrige
Awards winners that have been gtad by the American Society for Quality, had been latter
suffered from financial relapses, dangerous faltering economic situations and even

bankruptciegThe American Society for Quality, 2016).

To the contrary, the proponents said that these TQM progravosld develop not only the
organizations' financial performance, but also they enhance their operational characteristics
which these TQM programs must be judged by rigid empirical evidence and consequences not
with anecdotes, hype, and publicity. Thusstpaperaddressesnd tries refute the opponents’
arguments through supporting proponents' one by presenting rational evidence that occurred

at a massive majority of organizations.

The next section emphasizes the main paper problem and its origin of \yapiaations usually

fail in implementing management practices such as TQM under the light of existing strategies.
Then, literature reviews would focus on the main principles of TQM. Giving illustrations, a
special section would be specialized to presentpeinal researches wherein organizations
implemented such successful and effective TQM prograemsl as a consequence, they
achieved terrific financial performances. Finally, the last part of this paper summarizes the main
contribution of this paper; whilguture studies would be carried out depending on the

mentioned limitations.

2. WHY DO ORGANIZATIONSUALLY FAIL IN IMBEMENTING MANAGEMERRACTICES
UNDER THE LIGHT GFHING CAPABILITAND STRATEGIES?

2.1. TheMain Problem

Before answering this question, the meaning of strategy should be revisitater (1996, 75)
defines strategy as "it is creating a fit between firm's activities wherein doing many things in a
perfect method together with a complete integration among thewuld result to a strategy
successfulness. Nevertheless, in case there is no existing fit among these activities, low strategy

sustainability would occur where that would push the management resorting to simplifying



missions and supervising discrete funas for leveraging the organizational performance

where the last is usually determined by the company's operational and financial efficiency."

Thus, the main problem is not with concurrent engineering, lean manufacturinglndlishe

(JIT), or even withQM; the problem is with the company's way of fulfilling these managgme
practices to their problemdn other words, companies usually apply a specific management
practice to treat particular operational or financial fragilities where managers ideally determine
problems in a static term of starting and ending points. Going further, managers would say tha
the company aim is to decrease defect level to 100 parts per half million; or they would say that

the enterprise's target is minimizing the variable cost by $2 per(tfayes; Pisano, 1994)

Accordingly, these managers use a narrow thinking that thmaaagement practices end in
themselves and the easy solution is by adopting a particular management practice where they
apply JIT for increasing the firm responsiveness, or they would implement TQM to improve
quality; without taking into consideration thathese management practices must be
implemented according to companies' capabilities in which if they do so, they would definitely

think in a deferent way to solve their problems.

This is the optimum perception that the managers should have for distinggisthether the
problem is required a static or a dynamic solution; under the static framework, the resolution
of problems rely on onshot treating; while in a dynamic context such as most of world's
companies environments, solving the problems are repnésd as a piece of loAgrm process

developments.

So, Harrington andKeating (2006)nvestigate the tourism and hospitality sector in Ireland
which their study focused on hotels, they find that applying TQM does not always improve the
sustainability of he firms due to the isolated implementation of whether TQM, JIT, or even

charts techniques without taking into considerations the organizations' capabilities.

Thus, applying a chosen management practice must emphasize on building new proficiencies
together with unlocking new opportunities rather than solving the immediate or present
problem. As a consequence, not only the operational or financial performance must be aligned
with the current firm's competing priorities but also its selected, current, ancenied

capabilities to implement and deploy these management practices optimally.



2.2. An EmpiricalStudy Determines the Problem's Origin

Furthermore,Saduret al.(2017)surveyed and interviewed around 20,000 managers in 12,000
companies in various four sectormanufacturing, healthcare, retail, and higher education; in

34 countries. The primary purpose of that study is to ask how far these companies are applying
their related management practices using kcale for 18 particular practices in four different
areas: operations management, performance controlling, target setting, and talent
management where these would rate organizations according to their fulfilments extent which

the higher scale indicates a higher fulfillment rate of the firm.

The outcomes premt two significant findings: Firstly, an enormous permanent gap found in
applying fundamentals of these management practices where that lead to inconsistent
variations in companies performances which the wedinaged ones are less likely to die,
growing fster, and more profitable than the others in which if any firm would like to move
itself from the worst 10% to the best 10% in term of applying specific management practices,
it requires an extra increase of $15 million in its profits together with aefaatnual growth of

25% and having a higher productivity by 75%; especially that across countries and industries,
these wellmanaged firms spend ten times more on R&D as well as increasing up their patenting
factor to 10 for achieving innovation and eféiocy sustainability together with hiring more

talented workers and employees.

The second finding indicates that getting superior operational and financial performances are
still considered as a significant challenge among-inédrmed and welstructuredcompanies
where the variations reach around 30% between these firms across many countries and
industries in which to mention but not limited to, the U.S. as a wealthy country, its variation
reached 60%. Furthermore, 11% of these firms had an averaged@ less which indicates

to no existing targets for employees, low efforts are spent to determine and solve problems
within the firm, general weak controls, and the process of giving incentives and rewards depend

on tenures or family relations rathéhan professionalism.

In contrary, only 6% of these enterprises had a mean score of 4 or more which their rewarding
systems rely on performances of employees where these systems appreciate the policy of
encouraging the underperformers either to mover on turn around. These firms do

continuous enhancement practices that would support not only the stemrh aims but also



the longterm ones, rigid performance monitoring rules, and they exploit the maximum benefit

from information flow across and within tHeé&m's functions.

Saduret al. (2017)have justified the reasons behind all of these deficientoeshich they are
attributed to different three impediments that prevent any organization from applying these
management practices. Firstliyalse perceptiond he managers are incapable in judging how
bad or well their firms objectively are run wherein a scale of 10, the managers majority had a
very optimistic evaluation of their companies' practices qualities where the mean answer was
7/10, while in realitythis result has a zero correlation between the perceived and the actual

management qualities.

Identically, this study also illustrates that 90% of universities' teachers, 80% of drivers, and 70%
of students rate themselves as above average. Another, adaitji and the common ground
problem that the employees usually do not elevate problems to their managers due to their
fear of being reprimanded or blamed which as a consequence this process would hinder the
information flow of substantial and critical knédge that could allow managers to identify

and solve these problems.

SecondlyGovernance structur@infortunately that sometime a full knowledge would be held

by managers regarding the needed developments of certain management practices, but they
would sacrifice that opportunity due to concerns of this organizational change may endanger
their private goals. In other words, the most famous problem in fatimiked or familyowned

firms within industries, countries, and companies' sizes is that these direneluctant to apply
rigorous management practices which it could consequence to a severe personal price of other
family members. Thus, these firms had the lowest average score of management practices

scale.

Lastly, Skill deficits:According to the posive relationship between firm's operational and
financial performances in one hand and wetlucated employees and managers on the other
hand; the last would extremely pillar fostering and applying a specific management practice
through their high abiligs, skills, and motivations to do the required changes wherein the
absence of these capabilities, the skills deficit would be represented as a significant failure

factor.



3. LITERATUREEVIEWS

According tcKrajewsket al. (2013)mentioned in their book thathe TQM is a philosophy that
conveys three main principles for the purpose of achieving high levels of quality, operational,
and financial performances where these three principles are represented by (3.1) Customer
satisfaction, (3.2) Employees involvemgantd (3.3) Continuous improvemesitorganizations'

operational and financial performances.

3.1. CustomerSatisfaction

Establishment of the strategic quality management cannot be dated back to either a single
article or even a specific book. Th@arvin (198) mentioned in his paper that after the Second
World War, the U.S. firms expanded themselves significantly where Richard Anderson (the
general manager of HewleRackard's Data Systems Division at 1980) tested around 300,000
16K RAM chips from three Jamse and U.S. manufacturers, and he found quality differences

between these two manufacturers.

The results show that the Japanese failure rate was close to zero while the U.S. failure rate was
reeling from 11 to 19 failures per thousand of chips. Furtheenaifter a thousand hours of
testing these chips, the Japanese failure rate was faltering between 1 and 2 while the U.S.

failure rate reached 27 per thousand of chips.

So, the U.S. manufacturers got the message which it was that quality could be a shtgict
weapon where this high quality means pleasing consumers, not just protecting them from
disturbance in which managers must stop thinking of their narrow definition of production
quality process, and begin thinking more about consumers' preferersassfaction, and
needs; especially that quality is not a matter of an easy problem would be solved merely; quality

is considered as a competitive opportunity for all firms.

Additionally, Schonberger (1990rote in his book that the notion of total customer
satisfaction is considered as a crucial factor of TQM efficiency in which the prizes' providers are
interesting extremely in increasing this satisfaction due to the enormous added weights to their
prizes increasing customer retention rate, raising market share which all of these would lead

to increase firms' profitability as well.
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Indeed,Fisheret al. (1994)mentioned that the invention of poirbf-sale scanners have given
dozens of data on customersughasing patterns in which it minimizes enormous costs
through producing smaller products' quantities and flexible manufacturing where these finally
allowed the firms to produce a wide variety of products and lead to increase total customers'

satisfactionby selling them what they exactly want.

Furthermore Fisheret al.(1994)illustrate the customers' acts to Black and Decker's (one of the
largest retailer in the U.S.) where the customers started to push the firm to deliver smaller
orders on a JIT basis a more frequent manner. Furthermore, those customers created the
cancellation policy of any order that could not be shipped on the specified time or in-a non
complete manner as well. Thus, the Black and Decker top managers' turned to have flexible and
fast plants manufacturing for not only responding to market preferences rapid changes and

flexibility but also to increase and empower the total customers' satisfaction.

Moreover, Fisheret al. (1994) provoked another vital example extracted from Dillard
Department Stores' where the last adopted a new policy to improve total customers'
satisfaction together with solving the phenomena of emarter of its clients used to leave its
stores emptyhanded due to the needed product is out of stock. Thereforeailapplied the
strategy of whenever any store is out of a particular product that requested by a certain
customer; the firm will send the needed product by mail to the customer's home without any
extra charge from another Dillard store. As a result o thct, the firm has a great sales
increase, enhance its true demands understandings and forecasting of each store, and raises

its total customers' satisfaction.

From another anglerisheret al. (2017)wrote in their article that in the year of 2010, Kexg
Corporation utilized a new analytical instrument diffusing infrared technology that tracks
customers whenever they would enter the store and then forecasts the needed time that they
would have for reaching any checkout lane in which that allow Krogieres determining how
many necessary lanes should be operating at a particular time to meet and to minimize the
customers' waiting time standards. As a consequence, the waiting time depressed from four
minutes to 26 seconds which in turn it increases tb&l customers' satisfaction as well as

improved sales significantly.
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3.2. Employee Involvement and Minimizing Costs

Applying the TQM philosophy in a modern process layout system require the employees
involvement in several quality problems such as spottipgadblem in a particular workstation
(cell) by employees that they would pull out the electricity plug (Andon) cord in the assembly
line which it results to shut down this line for giving enough time to fix that problem up within

an anticipated period.

Thus Mishinaand Takeda (1992jnentioned in their paper that in Georgetown, Kentucky, at
Toyota final assembly line, a one team member (over 70 existed members) get used to pulling
out the Andon cord several times per shift on an average basis in whicleshiksrto an actual

line stoppage. In other words, this final assembly line would be shut down around 70 times per
shift under the name of employees involvement as well as immediate process quality

improvement.

Adding more weights, specialists in organiazaal innovation show the TQM as a modern
organizational technology which allows the firm to use its physical and human properties in
more productive manner wherd&Vruck and Jensen (1994inentioned in their study that
involving the organization's employeesuld enhance the organization's efficiency due to their
motivations in term of utilizing new scientific methodologies in operational levels regarding
everyday decisiommaking process. Also, the company would activate punishment and prizes
system for encoraging employees through either getting incentives and rewards or losing their

jobs at the company.

From another angle, Toyota company gives a great example of employees' involvements and
minimizing costs in which Toyota's presidévit. Watanabe (2007mertioned that the two
Toyota Way pillars are spiritually as well as apparently appyling the TQM practices where the
first pillar consists of two main branches, namely: "Kaizen" is attributed to the persist
developments by utilizing a human like intellegerteehnology, employees inovations, and
their evolutions; while the other branche is deploying "Genchi Genbutsu" principle for
motivating employees to go and see the problems by themselves to find the source of problem,
then having the required consensus @orrective decisions to solve these problems and

attaining the intended goals.
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While, the other Toyota Way pillar is also focusing on two branches: "Respect for People" where
this respectful to its employees, suppliers, and customers through taking intgpaoy's
consideration all their exerted efforts, taking the needed responsibility, making an excellent
coordination, getting reciprocal confidence, and finally increasing thsatisfaction
Furthermore, the other branch relies on heartening the spiritedmwork by raising up its
performance utilizing prizes incentive for those employees who outperformed the others as

well as making they share the growth opportunities professionally.

As a consequence of these two pillars implementation, Toyota adveltséamous slogan
"Producing Better Cars For More People" where it produces cars that identical with customers'
preferences without any flaw in their qualities, with a perfect delivering time, and with

affordable prices to the audience.

Another study did i Porterand Heppelmann (2015p examine the influence of employees
involvement on their customers in which Sysmex firm installed a smart and modern
connectivity tool to its products for the purpose of tracking them by the mother company after
selling then to customers where this tool allows the employees to upgrade the product's
system, maximize its abilities, prevent system's problems, and conclude customers'

preferences.

Going deeply, Sysmex's equipment analyzes urine and blood samples in univensdbam
where this installed connectivity tool allow service technicians to remote access, control, and
monitor this equipment whether they are effite or onsite to solve software problems and
upgrading it as well as guiding practitioners of the usagéhwds. As a result of this employees'
involvement, the costs and downtime periods of services decreased as well as customers'

satisfaction increased.

3.3. Continuous Improvement

Mishinaand Takeda (1992fo further in defining the meaning of Toyota's Kaizemere it
literally means "changing for the better" and seeking continues improvemnts which this change
encompasses typically the standardized equipment, work, documents, ideas, and other

procedures for the purpose of executing and improving the daily prodoicthrough
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eliminating waste or muda in seven categories namely: correction necessitated by defects,
motion that does not add contribution to work, inventory that excess of immediate needs,
processing that does not add valugndling the unnecessary wdfow smoothly, decreasing

the waiting time that imposed by an inefficient work sequence, and overproduction.

+ |1 NJ & constopabapparticular model that depends on the principle of Kaizen to improve
quality in a continues manner and reducing setup edsére the setup time may reach zero as
well as decreasing investment cost to a limited boundary. The dominant feature of his model
that it relies on Economic Order Quantity (EOQ) model that the production rate and setup time
are finite while the productio cost is near to zero where the process design makes it easy
discovering and fixing problems at their appearance places. After regression, the result shows
that the response time decreased while the process reliability increased in which both of them

enhanced the process pertained quality.

From another anglet | NJ a eploresitiecontinuous improvement of Toyota Company
where the same quality resource could be utilized in different market segments such as
borrowing the airbag safety system from Toydalica and use it in the new Toyota Corolla
that commenced in 1997 in which this occurred due to that the firm learnt from its effective
practices and it hedged itself from competition spurs through creativity and continues

improvements and gain benefifeom their available quality resources.

Adding more weights, Omega implements the Kaizen principle in which it improves itself in
term of producing a highech touchpad system in which it could record a victofythe US
swimmer Michael Phelps and won tgeld medal in the 10@neter butterfly at Beijing Olympics
2008 with a difference of a odeundredth of a second on the Serbia's swimmer Milorad Cavic
where the race spectators inside the arena, the people at home, and even thensibian
replay could nottell who won that race. Thus, the reason behind this that Omega utilized
chronographs and timepieces with both timekeeping and stopwatch capabilities to record the

start and finish times of athletes in multiple disciplif&sajewski et al., 2013)

Neverhelesst | NJ a condustsrresBarch to identify all the elements that would shape the
development operations and dynamic price nature through giving a full analysis of when these
development operations dynamics would be either decreased or increase@teymining a

particular crucial expression. Taking into considerations that in all mentioned models, time is a
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continuous variable where the optimum control theory instruments are involved in which the
models at several points of time tend to have parasrstof time independence and continuous

differentiability which all of these paves the way for creating mpéttiod models.

The result detects that the relationship between development operations dynamics and
business strategy to be either less successfyprosperous; where the most popular driving
factors that determine either the quasoncave or convex nature of development operations
directly are: capital costs, future anticipations, and marginal total costs dynamics; which the

last is exclusively siped by the business strategy success.

Interestingly, in the case of efficient utilization of internal resources, the cost would be saved
in a significant manner because of the productirdysing; while if the product is positioned in
the market successfly, the demand would increase too. Thus, these two factors make the
development operations dynamics' rates quasncave; while the last would be quasinvex

in the case of either demand rates decreased or productivity increased over the time in

signifcant manners.

Additionally,Hauckand £ | NJ a didrasrasganch for solving the conventional-$iting
problem, discovering whether incremental investments would improve and speed up the
guality screening process continuously or not; in which all prtgisigbject to usual screening

and quality control checkips where the defective items' percentage is varying, while the
screening rate might be increased through making certain investments and processing the

backlogging cases.

Since the defective items pegntage is considered as a random variable, the authors create
two-model types to find the optimal screening rate level. Furthermore, the first model type has
a sequential cycle which usually inherits the state of thgerod; while the other model has

anew independent cycle state which is not inherited from the previous one.

At the screening process of the inventory system, any defective item would be rejected and
accumulated to be sent back to the supplier in a lot, reworked, or even sold where tlie goo

ones get used to satisfying market's demand. Nevertheless, the result presents that with having
high backlogging defective items, if the screening rate raised up, the setup costs would be

increased too; while the inventory pertained costs would be minadi
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Additionally, the optimum screening rate is significantly impacted by the defective items'
distribution kind together with the relationship between unit holding and backlogging costs
where the last costs spurs the system for investing more for enhgrand speeding up the
screening process by increasing its capacity such as involving new company's capabilities,
technologies, or even or professional employees which all of these would minimize the
probability of shortage occurrence, increase supply eaystesponse, decrease backlogging

cost, as well as improve system's production flexibility.

4. EMPIRICAL STUDIESTHE INFLUENCE OPLMENTINGUCCESSFUQM PRACTICES
ON ORGANIZATIONSNANCIAL PERFORMANCE

Hendricks andinghal (1996gxplore the influence of gaining quality prizes on firms' market
values due to applying TQM principles in which the average abnormal change in companies'
stock prices occurred due to public announcements of awarding these quality prizes. The
results showpositive and significant relationships between the announcements of winning
these quality prizes and firms' stocks markets returns where these abnormal returns were
swinging from an average of 0.59% to 0.67% relying on the model type that used to forgcasti

these abnormal returns.

Furthermore, this evidence was solid enough for smaller companies with median abnormal
returns of 1.16% to 1.26%; while other small firms who got prizes from independent
organizations such as Philip Crosby, Malcolm Baldrigeafudth; their abnormal returns were
ranged from 1.31% to 1.65%. Moreover, the assets' and equities' betas for all sample firms were
declined significantly due to decreasing their systematic risks after announcements of winning

these quality awards.

Going deeply, Hendricks andSinghal (1997)examine the impact of practical TQM
implementation on enhancing companies' financial and operational efficiencies in which the
quality awards that had been given to these firms are used as a proxy to measure the
effectiveness of these TQM implementations. This study analyzed around 400 publicly traded
firms during 19831993 (10 years) which three years of them were after awarding that first

quality award, while the other six years were before winning that quality awisa, this study
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compares these main samples tested firms who implemented and got quality prizes with other

control firms who do not do so.

The results present that during that 4@ar the sample firms who implemented and won these
guality awards show ogtanding financial performance compared to control firms in several
financial indicators in which these sample companies had median operational income and sales
growth increase by 107% and 64% respectively, compared to only 49% and 24% increase for

control firms, respectively.

Furthermore, these sample firms also show a considerable increasing in their total assets,
employment growth rate, and better cost control compared to control firms. In contrary,
before winning the first quality award, precisely dugirthe sixyear period, the control
companies present a lower growth rate in their capital expenditures compared to the sample

ones.

Interestingly,Eastonand Jarrell (1998gxamine the effect of implementing TQM principles on
both long and short terms financial performances of 108 enterprises during-1981 through
doingin-depth interviews with senior managers of these firms who won the Baldrige Awards.
The results illusate that the companies financial performances represented by stock returns
and other accounting variables were improved significantly in the sample firms who implement
these TQM principles compared to the control firms who do not do so in which thigoreshtp

would be more vigorous for companies that have sophisticated TQM systems.

Adding more weightsHendricksand Singhal (20003id a comprehensive study that includes
600 firms approximately where they implemented TQM principles during ayéee peiod and
won quality prizes from various organizations to investigate whether these awards would

enhance the financial performance of these companies or not.

The outcomes show that the stocks' prices of the quality winners raised by a mean of 114%
comparedwith S&P 500 benchmark portfolio of only 80% where these 34% difference would
be translated to a median market value creation of $699 millideo, NASDAQ, American, and
New York stock exchanges got an increase of only 76% compared to 114% of prizs inin

term of stocks' returns. Additionally, stocks' returns for firms of similar size and same industry

got growth of only 34% and 26% respectively, compared to 114% of award winners firms.
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Similarly, total assets, sales, employees number, return optgsand return on sales for
quality prizes' winners outperformed with 79%, 69%, 23%, 9%, and 8% respectively, compared
with benchmarks' firms with only 37%, 32%, 7%, 6%, 0% respectively, where all of these are
considered as a fantastic index of improvathhcial profitability, efficiency, as well as growth

of these companies who implemented TQM principles.

Going furtherHendricks, Singhal (2001fest the influence of implementing TQM programs on
several organizations' capabilities such as capital intgnrm size, operating performance,
firm diversification, and time and maturity of applying these TQM programs in which these

organizations won various quality prizes.

The results present that smaller organizations who have more mature TQM programs and
received independent prizes do significantly better than larger organizations who have less
mature TQM programs and just received awards from suppliers. The reason behind that, these
low capitatintensive, as well as less diversified companies, have b intensity, sharing
the same organizational cultures and environments, and easy to implement and disseminate
TQM programs to different firms' departments and units compared with high capiehsive

and more diversified firms.

Exploring a different egion of the world,Hanssonand Eriksson (2002)nvestigate the
enterprises that have implemented TQM principles and won Swedish quality prizes for
measuring their financial performance after receiving these quality awards. Thus, the outcomes
illustrate that the sample firms who successfully implemeh®QM programs and received
these quality prizes outperformed in several financial indicators compared to their branch

indices as well as their competitors.

Moving to ChinaBu et al. (2012)test the impact of implementing TQM factors on firms'
financial rformance that publicly listed in Chinese stock exchange markets such as Shanghai
and Shenzhen stock markets in which receiving quality prizes namely: China Quality Award

(CQA) is utilized as profoyr successful TQM implementation during the years of12@02009.

The findings present that quality awards' winners gained cumulative abnormal returns
significantly with 5.77% in the short run in which winners are represented by larger firms with
higher debt ratios which this result contradict wittandricksand Singhal (1996, 2001indings.

Nevertheless, winning the CQA as a prestigious prize would significantly affect the

108



organizations' returns in stock markets which these, in turn, attract the investors to hold firms'

stocks that won this quality awards dtmfirm's high shorterm profitability

successfulLinandSu (2013gxamine the companies' market values of Taiwan firms where they
have received Taiwan National Quality (TNQ) awards duthd@osuccessfuland effective
implementation of TQM procedureis which any change in their stocks' prices and returns

would be considered as a reaction of winning these TNQ prizes.

The result shows, one to two days after the announcement day, there is a positive and
significant relationship between announcementsgdtting the TNQ prizes and firms' stocks'
prices as well as their returns which in turn that increased their market values; this result is a
little bit different from Handricksand Singhal (1996finding, where their firms' stocks reacted

at the same dayfoannouncement of receiving those quality awards.

A study from Jordan has been doneAlbasheeret al. (2015)for the purpose of investigating

the impact of adopting TQM philosophy on the financial performance of Jordan Islamic Bank in
Irbid province. Th findings were marvelous in which they improve not only the financial
performance but also the operational one where a significant correlation exists among the
whole quality dimensions of Jordan Islamic Bank and its financial performance factors such as

profitability, liquidity ratios, and some other financial indicators.

Going to VitnamNguyen et al. (20163xamine the construction sector firms of Hanoi to see
whether the TQM implementations would affect their financial performance or not utilizing a
high-reliability tool of Cronbach's alpha where that study coefficient exceeds 0.70.
Furthermore, that paperfocused on six selected elements namely: process effectiveness,
process efficiency, employee satisfaction, order time, customer satisfaction, market and firms
profitabilities. After doing six regression models, the results present that there is a significa
and positive relationship between applying TQM dimensions and enhancing organizations'

financial performance.

Last but not leastf-isher et al. (201 Have mentioned that after adopting and implementing
TQM dimensions at McDonald's stores by the the @O (Jim Cantalupo) in which he has
been appointed in the year of 2003 To be a successor of the previous CEO where the last was
adopting a destructive policy of expanding and acquisitions of new McDonald's stores during

the years of 1998 to 2002 which ¢hifailed policy eroded the restaurants' earnings and
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decreased McDonald's stock price. As a consequence of adopting these TQM procedures, the
previous acquisition and expansion strategy have been dismantled, the current stores' sales
have been increasedhé profit margin has been doubled, and the share price has been

quadrupled.

5. CONCLUSIOANDFUTURE RESEARCHES

Over the last few decades, statistical and empirical studies present a greater adoption of TQM
programs in a significant manner to reach the highesstomer satisfaction, employees
involvement, and continues improvements as well as proving thastleeessfuland effective

TQM implementation would improve the firm's financial performance. This paper determines
the major failure organizations' reassin case of implementing TQM programs in which senior
manageranakea massive mistake once they handle the problems in a static term instead of
focusing into how to solve this problem according to organizations' capabilities such as actual
managers' pergations of current firm's performance, governance structures, operational and

financial sources of the company, and their employees' skills.

Furthermore, the empirical studies explore implementing effective and sucessful TQM
practices by several organizati® would increase the firm's stock price, operational income,

total assets, and sales by 114%, 107%, 79%, 69%, respectively, compared to the control
companies who do not apply any TQM procedures during a péatigeriod in which these

ratios already surpssed not only the national or industry indecies but also the international
market indecies such as S&P, NASDAQ, American, and New York stock exchanges in which they
added and created enourmus and astonished market value of more than $699 million,

regardless of higher employment growth rate and cost control advantages.

Thus, this paper would be considered as a great response to opponents who said that these
TQM programs would damage the company's financial performance due to their high costs as

well as thei inefficient procedures in which both of them are wasting millions of dollar.

Future research may intensely focus on the influence of these TQM practices on organizations
operational performance under the light of amending or creating their strategiesvaions
where correlating the longerm objectives with the spontaneous impediments and problems

could be utilized for the purpose of improving the entire enterprise progress. Another limitation
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that the future studies would be done by doing new statigti surveys, interviews, and
regression on the financial sector such as banks where there are limited papers who utilized
that sector for bringing a new contribution in the related field instead of critically reviewing of

previously published articles.
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Abstract

Therole of the strategy is crucial for the organization as it creates high value and enables the
company to differentiate from its main competitors for both goods and services. Moreover, the
paper has shown that the strategy becomes increasingly importanplynahen connecting it

with innovation. Therefore, combining these two is essential for the company's performance
improvement. However, firms very rarely align their innovation efforts with their company's
strategies. Hence, this paper aims at providingie new insights not only of the role of the
strategy in the organization but also its importance when connecting it with innovation. The
structure of the article has been organized as follows: First part of the paper will discuss the
overall purpose of th strategy within the organization, while the second part will mainly pay
attention of the role of innovation along with the importance of connecting strategy with
innovation. The third part will offer some insights on the role of management when

implemening the strategy. The last piece of the paper will proag®nclusion

KeywordsStrategy OrganizationInnovation Management

1. THE ROLE OF STRATWGYIN ORGANIZATION

During the 1980s the markets were moving fast, and the role of the strategy starteztome

an issue. Huge companies such as IBM, Digital General Motors were struggling to justify even
their existence due to the lack of having their proper strategies. As a conceived of the strategy
was given byKennethg Andrews, 1971)who defined strategy as a match for what a company
can do and what it might do. Whereas, the first significant breakthrough came in Michael E.
Porter's book on Competitive Strateg¥980) In fact, the essence of the model is that the

structure of an indstry determines the state of competition in that industry, also sets the
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context for companies' conduct that is the stratg@ollisg¢ Montgomery, 1995)However, the
problem was the failure to distinguish between operational effectiveness and stratelgije W
the role of operational effectiveness is to perform or develop the same activities and products
better than its rivals, the strategy, in this case, has a different meaning completely. In fact, the
core of a good competitive strategy is about beingedit different from competitors, in terms

of doing both different activities and products which create a great and a unique value for the
organization. More specifically, the role of strategy is mainly in the activities, for instance, to

perform activitiedifferently or to do different activities than rivals do.

Last but not least, without involving traewfs there will be no need for companies to have a
strategy. Therefore, the operationaffectivenesds not sufficient compared with the role of
strategy since rivals can easily copy or imitate the technology and products as well. Thus, to
stay ahead of rivals the company should be able to offer a high value to its customers and
establish a comparable value that results in the lower cost than its cotope(Porter, 1996)

For example, in the stable environment, competitive strategy is about staking out a position,
and manufacturing strategy is more focused on getting better to defend the position, compared
with the case of the turbulent environment whethe goal of strategy becomes strategic
flexibility. In such situation, it means that being only world class is not enough; because the
companies need to have the capabilities to develop their products at the lower cost, more
quickly, and with the minimumesources as well. However, the adoption of these practices can
lead to the following problem; equating an improvement regarding the manufacturing
capabilitiesof a manufacturing strategy and also failing to recognize that new practices can
build new skib. Therefore, before adopting such programs, managers must take into account
to identify what specific capabilities could potentially create and whether those will be valuable

in competitive termgHayes; Pisano,1994)

In this regard, the fundamental element of a new strategy lies in the capablitised
competition. In the complex environment the strategy also becomes more dynamic, as rivals
move in and out of products, and in such situations, the meaning of straedegydevelop those
products which can hardly be imitated by competitors. For instance, in theafag&atMart,

one of the main secrets of the success lies in the strategic business decisions that transformed
the company into a capabiligased competitor The company aimed to focus on satisfying

customer's needs and providing the customers access to the quality goods and services and
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making products available for clients when and where they want, with the very competitive
prices(Stalk et al., 1992)n this context, it is crucial for a company to understand not only the
structure of the industry but also the competitive forces, as both are essential for shaping the
industry and developing the strategy as well. As there is a connection between thems in thi
case, the power of suppliers, customers, substitutes, buyers, and potential entrants, enable the
industry to identify the best developments and foreseeing the potential effect on industry

(Porter, 2008)
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Threat of
New
Entrants

. Rivalry .
Bargaining Bargaining
Power of Among Power of

Existing

Suppliers
o Competitors

Buyers

Threat of
Substitute
Products or

Services

SourcesPorter, 2008

As mentioned above, aking sustainable competitive advantages by differentiating the firms
from its main rivals, is a value, heneehen formulating strategy, it is essential to link it to
operations, otherwise, if firms are not able to perform well is due to the breakdowns between
strategy and operations. Once the strategy has been formulated, it is a matter of translating it
into specific objectivesand concrete actions as those have to be communicated to all

employees when implementing the strategy in the organizafi®aplang Norton, 2008)

Based on the international quality study the total quality management (TQM) has not shown
to improve perfamance, it might even hurt it, and firms might waste money in the TQM

strategies; however, others suggest that TQM might improve operating performance. In
essence, implementing TQM can raise revenues, and the profitability of the firm, which leads

to highe customer satisfaction and improves the operating performance of companies, while,
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other studies suggest that TQM has a positive impact on improving perfornfatecelricks;
Singhal, 1997)Although to improve the quality of products and pleasing conssiarto keep
costumers satisfied, the first step that has to be undertaken by managers is to develop a
strategy; thus, they can gain the market and be competitive with the high quality. For instance,
the eight dimensions of quality such as performanceatdees, reliability, conformance
durability, serviceability, aesthetics, and perceived quality serve as a useful framework for
developing a strategy; however, the importance of the application of these dimensions

depends on the type of firm's productiq@arvin, 1987)

2. CONNECTING STRATRGWMHINNOVATION

The first part of the paper described the meaning of the strategy in the organization. However,
the role of strategy becomes increasingly important, particularly when connecting it with
innovation. In the 20the century, Schumpeter and a few other econarhsid considered
innovation as an important tool to create sustainable economic development. Whereas, later
on, during 1950 innovation started to become a fascinating topic for economists that lead them
to some new models of innovation regarding econonpasadigmgHavas, 2016)nnovation

can be understood as the ability that transforms innovation inputs into outputs, and thus to

turn innovation capability into market implementatidéizlavsky, 2016)

Considering the Schumpeterian approach that referadding something new to the market
which has not existed before and where the demand and supply curve does not exist. Also, the
markets are not well established and not defined, and the production function is not known,
and not all factors of productionra marketed. However, in this situation, the gap filling is the
input completing capacities which are meant to be as the unique features or additional

characteristics of the entreprene@Plummer et al., 2014)

Being customers oriented can very much improve products, and services and innovation are
vital to this process, as well as differentiation or low costs is an effective and competitive
strategy (Kim¢ Mauborgne, 2015)It is clear, however, that all of thesould be somehow
related to strategy. Hence, focusing on connecting these two is crucial for the company's
performance improvement, and it also creates a great added value for customers. An excellent

example of how a good connection between businesstsgy and innovation leadership is
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found in Corning, a leading manufacturer of electronic displays, telecommunications systems,
which was transformed and grown in new markets through its strategy and breakthrough
innovation. Moreover, in the case of Apples main innovation objective is to produce more
userfriendly products than its competitors. However, on the one hand, there is a critical issue
that firms very rarely align their innovation efforts with their company's strategies. Hence, the
issue of noAnnovation improvement comes as a result of the lack of an innovation strategy
(Pisano, 2015)

On the other hand, dudo the excellent product strategy, manufacturing companies are
creating durable and safe products for sale to real customers as theartegadopt the new
technology thus, new developments are changing the way of goods are designed, made, and
delivered to customersd 5 Q! @S y.AllE theHtmeorgtical aspect, the term disruptive
innovation was introduced in 1995. However, the problem wabnflicting a disruptive
innovation might change an industry's competitive patterns. For instance, the process that
small firms with considerable resources which can easily challenge the existing companies or
incumbent in the market either through loend footholds or newmarket footholds and in
particular, if consumers welcome the new entrants, the innovation disruption has taken place.
To better illustrate this, Xerox had targeted large corporations and provided good qualities, but
at the same time, the ampany charged high prices. What happened later? New firms
introduced personal copiers and provided those to individuals and small businesses with the
lower prices than Xerox did. Thus, the new market was created, and they gradually built an
excellent markt position in the mainstream customers market that Xerox valued them before

(Christensen et al., 2015)

It is clear that today one of the main challenges for businesses is how to maximize the customer
satisfaction for both goods and servic@&ajewski eal., 2013) Despite the fact that some
improvements in supply chain performance have happened as a result of the application of the
new technology and brainpower, there is still place for further improvement. Managers should
pay attention to the demand and make effs to connect it with products. In this way, the
companies then could provide and meet customers demand at the low cost, in particular, if
their products are innovative. Thus, companies can formulate the proper supply chain strategy
that results in higheprofit marging(Fisher, 1997)nnovative companies like Adobe and Google

are increasing based on their growth, while they are also providing customers a better service
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with lower prices than their rivals which can't matct{Stawhney, 2016 Companies tat have

built three elements like agile, adaptable and aligned supply chains have proved to perform
better than their rivals, because, being supply chains efficiency is essential, but it is not also
enough to show their best performance. A good examplddscribe it, is Sevelleven Japan,

a company that has become one of the world's most profitable retailers because of building a
real triple-A supply chain. However, it depends on how firms use it, as HP and Canon have failed
to keep costs down and havirag adaptable and aligned supply chain did not help especially

HP overcome its lack of agility.

It is vital if companies invest in the new adequate technologies, but, it has to be considered that
if it proves to be inadequate one, it can create additiooast for the company, to hire then
top-notch talent and boost supply chain performance and sdqlae, 2004 For instance, it is
good if the company's capacityr production is linked to the accurate forecasts, as it enables
the firm to make supply meelemand. Usually, the real problem, in this case, is that some
companies do a poor job when incorporating the demand into their production planning

processegFisher et al., 1994)

Based on the company's strategy, products can be-timed to meet new cusmer
requirements, especially, smart, connected products which reshape not only competition, but
also create value and transform the nature of the manufacturing product, its work, and the way
it is organized. The effort of achieving this, it pushes thenganies to applyvery new
technology and be innovative as wiorter¢ Heppelmann, 2015However, the nature of the
product is not the same as for the services, as they have different approaches, but, the value
created in a product is shared between hdirms and customers. The advantage of the services
companies, in this case, is that they almost know what they are marketing; thus, they convert
a service into a service with an embedded product, but it is quite essential also if the company
can capturethe value. So, to achieve this goal, firms have to define the value that should be

part of their strategiegSawhney, 2016)

A
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further, and the quality through themplication of the new technology and product innovation

as this will enable companies to increase the benefit in the future products and be competitive

in the market(Wheelwrightc Hayes, 1985Besides, there are several techniques for measuring

the perfoomance of services there is also a necessity to have the strategy which makes sense if
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it creates a value of a loyal customer and increases the revenue stream gbleskktt et al.,
2008)

The role oManagementin Implementing Strategy

This sectiorshed light on the role of management when implementing strategy within the
organization. In such casemanagement should be highly committed to monitoring the
development arising from the implementation of the strategy as well as be prepared for new
chalenges that might potentially appear. Especially, here we highlight the role of
transformational leadership which is an involved process that binds both leaders and followers
together in the transformation of organizations. Moreover, it involves leadeesaating with
F2ff 26SNR S6AGK NBaLISOG G2 GKSANI-térd yoals, andy & >
AyOfdzRSa FaaSaaaya F2{t26SNEQ Y2UA0Sazx al A
0 S A yNb#@hbuse, 2010)
When implementing the sategy, the transformational leader is seen to provide a new strategy
in tamers of vision and to structure the way to tackle a problem, endowing the subordinate's
sovereignty in problensolving(Dedaj, 2017)On the other handemployees in such cases have
their crucial role as they are reassured concerning management's commitment to being open,
and have honest communications, and they see how their jobs can make an impact and
improve overall result§Gardner¢ Schermerhorn, 2004)The critical element to anaging
people in ways that lead to profit, productivity, innovation, and the real organizational learning
ultimately lies in how you think about your organization and its peopleso doing, when
implementing the strategy, it is crucial to conduct themayer's performancéSchermerhorn,
2006)

0 Q1 Q1 & iaokd V@A N EDRQET O
In addition to this, in such situations managers should motivate employees in order to exceed
performance expectations with the focus on articulating a compelling vision of the future, by
offering a model and fostering the group goals and communicatingp-feégformance
expectations to workergHuang et al., 2015Bearing in mind that to achieve the core value is
crucial for a company, such as; customers satisfaction, shareholders, and employees. But in this
case, it depends on the management how these faieritized and oriented, however, these

should be very much considered from a decision maker(8daons, 2010)
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3. CONCLUSION

As it has been elaborated above, this paper has provided some new insights into the overall
role of the strategy in the organizati as well as it has highlighted with the particular focus the
importance of connecting strategy with innovation. In conclusion, based on the analysis it can
be said that strategy remains the critical factor for the companies, as it makes them different
from main competitors and enables them to create high value. Moreover, it is important to
mention that the strategy has proved to be a necessity not only for the manufacturing
companies but also for services as well. Most important of what the paper points ahat
connecting strategy with innovation is crucial for the companiepamticular, if they align their

innovation efforts with their strategy.

The article showed some successful cases of companies conndwedstrategy with
innovation.However there are also cases shown in the paper that the problem with innovation
improvement is due to the lack of innovation strategy, as not all the firms connect their strategy
with innovation. Last but not leastemphasized the role of management when ieplenting

the strategy within the organization and we found out that its purpose is crucial. In particular,
management should be highly committed to monitoring the development and be prepared for

new challenges that might potentially arise during the impéstation of the strategy.

l RRAGAZ2YFff@Y YSIFadaNRAy3dI GKS SYLX 28 SND& LISNF 2L

for the organization as it enables the firm to make further improvement.
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Abstract

Good strategies do not guarantee businesgcesainless they are successfully implemented.

It is possible to identify some recurring influential factors in the strategy implementation
literature: some structural factors ("hard factors") that can be associated with routines,
resources and decisions takaninstitutional level that affect the behavior of individuals; and
O23ayAGAGS FILO02NR 6daz2Fid FIrOG2NR£0VI 6KAOK
dealt with positive and negative processes and sanctions. The main objective of thisheisear

to map and identify key barriers and facilitators encountered by administrators at each
influential factor in the implementation phase of planned business strate@asntitative
research was designed, with managers of different hierarchical lewelkarge private
companies headquartered in Brazil. Data was collected through a survey with an online
guestionnaireanddata analysis includes the use of factor frequency analysis. The results show
new empiricalevidenceand identify potential gaps in eéhtheory of strategic management, as
well as managerial contributions.

KeywordsStrategicimplementation Keyfactors Cognitivefactors Structuralfactors Barriers

1. INTRODUCTIONTRATEGIC IMPLEMENIGN HEURISTICS

Good strategies do not guarantee businssgcessinless they are successfully implemented

(Ho et al., 2014)However,the contemporarybusiness literature suggests that there is a gap
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between the formulation and implementation of strategi@Sreer et al.2017).After devoting
themselves to the planning part of strategy, executives maintain only reasonable
understanding of the actions necessary to achievéLaonardi, 2015)the most relevant
influential factors, as well as the main barriers encountergd dompanies and how to
overcome them(Greer et al.,, 2017; Li et al., 2008sulting in a 5®0% rate of plans
implemented inefficientho / Ny fSankg, 2015).

It is the implementation that enables the value creation reflecting the use of internal and
external resources, processes, activifiand capabilities that determine how the value is
generated in the organizatiofiTeece, 2010)f the objective of the strategy is to generate
competitive advantage, its implementation needs to be considered fooraplete theory of
strategy. However, implementation presupposes both structural and cognitive factors,
requiring both a macro and an individual perspective that is not always addressed in classical

strategy theories.

The literature that deals with the execution of strategagsa fragmented and eclectic process,
favoring multidisciplinary approachd&reer et al.,, 2017)Strategic implementation can be
understood as "a dynamic, interactive and complex process compafsederies of decisions

and activities by managers and employe@spacted by a number of interrelated internal and
external factors to transform strategic plans into reality in order to achieve strategic objectives

" (Li et al., 2008, p.6)-he dynanmsm and complexity inherent to the process are intensified in
globalized markets, whose constancy, abundance and speed of transformation in the
competitive environment result in a strong pressure for frequent changes or adjustments in the
strategy (Pors, P16), requiring companies to adapt with increasingly agile and efficient

responses

Strategies may fail or succeed for different reas{fRaps, 2005)nany of these internal to the
organization and not external to Nutt, 1987).However, it is possibleotidentify some
recurring influential factors in the strategy implementation literature: some structural factors
("hard factors") such as organizational structure and administrative systems; and cognitive
FIOG2NRE o6daaz2Fd 7T O02 NEE tha relatianship bedvéadrdifferehnta 2 y
business units and communicatighi et al., 2008)Understanding key influencing factors in
strategic implementation can contribute to RBV by indicating heuristics and routines essential

to ensure value creation andgonsequently, sustainable competitive advantage. In a
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complementary way, the implementation literature discusses relevant individual and
interpersonal cognitive factors and how they impact the achievement of institutional results,
which may contribute tdhe discussion about the interrelation between the micro and macro

levels of the theoryColeman, 1988).

So, the main objective of this research is to map and identify key barriers and facilitators
encountered by administrators at each influential factar the implementation phase of
planned business strategies. To achieve the proposed gaahtitativeresearch was designed,
with managers of different hierarchical levels in large private companies headquartered in
Brazil. To collect the data, it was paged the use of a survey, through the application of an

online questionnaire. Data analysis includes the use of factor frequency analysis.

The results show theoretical and managerial implications, contributing with new empirical
evidences and identifies pential gaps in the theory of strategic management, as well as
managerial inputs when suggesting essential cognitive heuristics to implementing strategies
and finding facilitators little used, such as the existence of a system of early warnings about
changs in the competitive environment and an open and encouraging atmosphere for
communication multidirectional, indicating a path for development and improvement of the
strategic implementation process of Brazilian organizations. Limitations and suggestions f

future studies are also discussed.

2. STRUCTURAL AND CO®E FACTORS

Multiple factors impact the success or failure of implementing agetermined strategy, and
many of these attributes are internal to the organization and not external (dlittt, 1987).

The main influential factors found in the strategy literature can be classified from a structural
perspective, also known as "hard factors" and a perspective of interpergooeéssesalso
called "soft factors(Noble, 1999)and a combination of @th perspectives may occyli et al.,
2008).

The structural perspective includes issues related to organizational restructuring
(Govindarajan, 1988nd to control mechanism@razin¢ Howard, 1984)The perspective of

interpersonal processes involves ange of behavioral and cognitive issu@oble, 1999),
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covering the quality of communicatiaffrFormang Argenti, 2005)the existence of consensus
(Noble, 1999)among others.

This classification of perspectives reflects the dichotomy intrinsic to stratieigking, which
seeks the balance between logical rationality ("hard factors™) and creativity derived from
human motivations ("soft factors"). In this sense, the structural perspective is concerned with
efficiency in the administrative processes and itetegic management occurs through
indicators and improvement projects. In parallel, the interpersonal perspective aims at the
effectiveness in meeting the needs of the stakeholders that make up the organizational
environment and its management occurs thgh projects of change using qualitative
measures. It is worth noting that the perspectives eoenplementarysince both efficiency and

effectiveness are essential for the adequate strategic implementation.

The hard factors can be associated with routinessources and decisions taken athe
institutional level (macro level) that affect the behavior of individuals (micro level) and,
consequently, the execution of the strategy, as proposed in the Coleman batBibman,
1988).0n the other hand, soft faors indicate inactive and interpersonal cognitive heuristics
(micro level), which should be evidenced and encouraged by directly influencing the strategic

implementation and the result (macro level).

Two influential factors are classified as "hard factptbat is, they are associated with the
structural perspectiveof the implementation(Skivington- Daft, 1991).The organizational
structure must be aligned with thetrategy and must be adjusted so that the corporate
environment is conducive to implemeation. Control systems&nd corporate policies favor
implementation, as they allow for monitoring their development, highlighting divergences with
agility (Li et al., 2008)Because they are institutional decisions, implementations of changes
regarding orgaizational structure and control systems tend to be faster than those encouraged
by individualgThornton et al., 2013Y.he absence of such capabilities can generate inefficiency
in the use of the company's other resources and, therefore, compromiseoitgetitive

advantage.

Leadershigs a soft key factor both in strategy development and execution. Ultimately, the

formal business model reflects the view of leadership on the critical factors for value creation
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and capturgMartins et al., 2015)%0 the efectiveness of the strategy depends on quality (skills,
attitudes, skillsandexperiences) of the people involved in the procéisset al., 2008).

In particular, higHevel management is attributed to the ability to directly impact the strategy
implementation and innovation outcomgHossairg Hossain, 2017gnd it is possible to predict
the characteristics of firms by the characteristics of their key lea(déambrick- Mason, 1984).
Leadership cohesion is singled out as one of the core capabilities afjife organization,
coupled with strategic sensitivity and fluidity of resour¢B®z¢ Kosonen, 2010)n order to
achieve suchunity, organizations should encourage routines such as dialogue, sharing and
integration (Hossaing Hossain, 2017among managers, leading leaders to focus on informal
relationship dynamics within the compai@¥ott et al., 2011)After all, it is soft factors, which
refer to the cognitive processes of strategic implementation, that positive and negative
processes anganctions would be useful to reinforce the desired behavior, anchored in the
normative rationality of individualéLindenbergg Foss, 2011)in addition, empirical results
confirm that both human capital (entrepreneurial and managerial skills) and sagéthlc

(relationship networks) of leadership positively impact implementafiGno et al., 2013).

The relationship between different business uniis closely related to the strategic
implementation since the functional and interpersonal relationship beemethe different
business areas and their degree of autonomy interfere in the implementation of the strategy.
The degree of autonomy of the units, formal programs of sharing and the synergy obtained
have a positive impact on implementation, while confliatgl misalignments can jeopardize it

(Li et al., 2008).

Multidisciplinary teams influence the implementation and innovation of models through
collective learningHossairg Hossain, 2017gnd shape institutions and decisions by the power
struggle betweenhe agents involve@Thornton et al., 2013)n this sense, the creation of an
integrated vision and information sharing between the business units is pointed out as one of
the necessary routines for the generation of value during the implementgtsarpta, 1987).
Policies and incentives to share information to address possible internal conflicts of interest

(Chimhanzi, 2004lIso tend to leverage corporate results.

In the implementation literature, the soft factocommunicationis defined as the proper
alignment and correct understanding of the motivations, outcomes and expected results of the

strategy with all stakeholders, which avoids rework and accelerates implementaiien &l.,
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2008).Thornton et al. (2013highlight the role of collective understding in organizational
change. Communication gains are based on collective models and beliefs of organizational
members(Kaplan, 2011)hich is more easily shared when it combines the cognitive schema
(what others see and perceive) with the linguistic dimion (communication within the

organizationMassa et al., 2016).

By simplifying current cognition, the narrative proposed in the communication allows us to
achieve a number of concomitant goals such as persuading external audiences, creating a sense
of legitimacy around a new intent, or even guiding the attention of decision mgRerkmann

- Spicer, 2010By such nature, communication heuristics can alleviate difficulties reported in
the implementation literature such as lack of clarity in the défam and dissemination of

critical tasks and activitiefRapert et al., 2002pr the ineffective dissemination of global

strategic decision goals at all levels of the comp@gplan, 2011).

A weltstructured internal communication routine can also conti® to the formation of a
consensus in the organizatiofRing ¢ Rands, 1989),by explicitly articulating and
communicating the strategic objectives in order to generate a certain value. The consensus can
then be understood as the agreement between top mgament, middle management and
employees at operational levels as to what business priorities should be achieved for successful

implementation(Li et al., 2008).

In addition, internal communication is responsible for the dissemination of knowledge and
learning throughout the implementation process. Thus, the absence of consistent
communication routines could induce faulty decision heuris{leerkmanng Spicer, 2010),
since they would not incorporate an essential element in the success of the strategy. The
implementation literature ratifies the difficulties experienced by organizations about this
myopia. For example, the difficulty of access and communication by employees and lower
administrative levels with top manageme(forman- Argenti, 2005)causes the necessary

adjustments to occur slowly, wasting potential value.

Assertive and continuously communication can also boost the involvemerdanohitmentof
all employees, another soft factor influencing the implementation prodgsst al., 2008
Clarifying the logical articulation of the stratedyeece, 2010pand its key components

contributeto limiting the harmful effects of a potential negative perception of the managers in
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relation to the probable results of the strategy and its capattymplement it(Heracleous,
2000).

The influential factor calledtrategic formulationproposes that strategy targeting must be
consistent, accurate and appropriate to the company's capabil{tie®t al., 2008and is a
combination of rational and cogive elements(Allaire ¢ Firsirotu, 1985)pr the difficulty of
early identification of problems in the external environmefftlexander, 1985penerate
barriers to implementation that result in loss of potential value creation. However, limiting the
cognitive capacity of the agents responsible for the formulatiBarney, 19919nay hinder the

perception of the reality of the firm.

Although there is some consensus in the literature regarding the main influential factors on
strategic implementatior{Noble, 199), the methods to achieve them are still little explored

(Li et al., 2008)50me authors focus on the detailing of a single asf@apta, 1987; Chimhanzi,
2004) while others dedicate themselves to the articulation and interdependence between
them, proposng models to the process of executihlexander, 1985; Hrebiniak, 200&he

main constraints found in the literature are supported by empirical evidence researched with
market executivegHrebiniak, 2006, Viseras et al., 2008)systematized summary tie key

21 constraints and 19 facilitators associated with each of the 7 influential factors on strategic
implementation found in the management literaturepsesented in Figure dnd used as the

conceptual basis for the research.

3. RESEAROBESIGN AND DATOLLETON

The sample of this quantitative stud€ervo et al., 200%yas composed by managers of large
private Brazilian companieshosen for convenience. A preested survey was then conducted
through an online questionnaire from April to June 2016, obtaining a total of 230 responses. Of
this total 96 answers were excluded because they were incomplete, in addition to 6 responses
from publc companies. 50 other answers were discarded because they were not large
companies, besides 9 respondents who do not hold a management position. The final database

was composed of all valid responses received, totaling 69 responses.

In order to identify tle main obstacles to the implementation of strategies in the managers'

perception, we used a comparative factor frequency anak/mlerson et al., 2013) which
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21 barriers pointed out by the literature are found in the companies, as indicated by the
regpondents. Respondents assessed the 21 barriers to strategic implementation, following a
Likert scale. The main barriers emerged as a result of the analysis of the percentage of
respondents who agreed to each statement (summed by "Entirely Agree" and §8tron

Agree"). Both barriers and results agnthesized in Figure 1

In addition, to identify the facilitators adopted by managers in order to minimize or circumvent
eventualities in the implementation of strategies two complementary analyzes were
developed the comparative frequency analysis in which 19 facilitators pointed out in the
literature are adopted by the companies (yes or no question) and a comparative analysis with
the perceived criticality of the factors and related barriers, according to theagers'

perception. The assessed facilitators and the found resultsyarthesized in Figure 1

Figure linfluential factors, barriers and facilitators in strategic implementation

Influential Main barriers Facilitators
factor
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4. DATAANALYSIS

According toFigure 1 there are eight most critical barriers in the perception of the

respondents, with more than 40% agreement in the sample:

1t Critical implementation tasks and adties, as well as those responsible, have not
been defined and disseminated in sufficient detail;

2nd-Global strategic decision goals have not been widely disseminated and understood
at all levels of the company;

34, Top leadership has either modifiestrategic priorities or failed to provide the
necessary support during implementation;

4% The emergence of major problems in the external environment that were not
identified in advance had an adverse impact on the results;

5t Excessive bureaucracy foecisionmaking on possible adjustments to the strategy
hindered implementation by making it slow;

6" The business units did not share information with one another and lacked an
integrated view of the strategy;

7™ Even the collaborators who criticizélte successful implementation of the strategy

did not feel themselves to be the "owners" of the process; and
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8- Conflicts of interest and activities between the different business units have

generated internal competition and hindered mutwadordination.

It is worth mentioning that among the 8 barriers with the highest degree of agreement, 6 of
GKSY IINB AYUSNLISNE2Y It 6aaz2Fid FlLOU2NEREUV YR
it is not possible to state that on average interpenal factors are more critical than structural

ones, it can be said that, among the most critical obstacles evaluated, most are from an

interpersonal perspective.

Communication emerges as the most critical influencing factor to implementation, supported
by the respondents’ perception of the barriers associated with it. The two main problems
pointed out are related to this factor. It is worth mentioning that the higher the hierarchical

level of the respondent, the greater the criticality attributedstvategic communication.

Analyzing the most used facilitators, it is identified that the two with greater penetraton
associated withthe communication The most present facilitating measures in the companies,
according to executives' perceptions, were:

15t Internal communication toolge.g. intranet, endomarketing etc.);

2nd- Meetings of dissemination of objectives and goals;

3d- Control of process indicators and goals, directly associatiga the company's

strategy;

4™ Control of financial indicats and targets, directly associated with the company's

strategy.

Although companies appear to be making extensive use of facilitative measures to this end,
communication still represents a major barrier to the implementation of strategies. These
results cald indicate that: either the measures are being used inefficiently or they are
ineffective to improve the communication of the strategy. For example, 62% of respondents
say their companies hold geslharing meetings, although 51% of managers agree thaitativ
strategic decision goals have not been wmlblicized and understood at all levels of the
company, indicating that holding meetings is not sufficient to ensure understanding of the

objectives.

However, one of the facilitators mentioned in the littwmee on communication is still among

the measures with less penetration in companies, according to the respondents. The lack of an
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open and encouraging climate for communication (perceived by only 19% of managers) may be
indicative of why the internal comumication tools and the meeting of disclosure of goals are

not being effective since seem to be used unidirectionally.

Regarding the relationship between the different business units, this influential factor in the
implementation of strategies concentratéise most relevant barriers, in the perception of the
respondents, along with the communication. However, it is surprising that its perception of
criticality is not so consolidated and homogeneous. Diametrically opposed to the results
referring to communiation, the lower the hierarchical level, the greater the relevance of the
relationship between the business units seems to be. A possible explanation for the result
addresses the nature of the assignments of each hierarchical function. Information shiading
conflict of interest (constraints on the relationship between business units) tend to have a
direct influence on tactical and / or operational decisions and actions, which are the
responsibility of the middle management and the first levels, respegtivdigh leadership, in
turn, shrouded in strategic decisions can distance itself from the operation and no longer
identify these difficulties. This asymmetric perception can indicate a risk of myopia in the
formulation of the strategy, traditionally foced on high leadership. It is possible that because
the planners do not consider it a relevant obstacle, the strategic plan does not incorporate

initiatives to facilitate information sharing and relationship between BU.

Finally, the low relevance attributdd administrative systems by the respondents may indicate
that this influential factor, although important, is already more developed in companies. The
analysis of the main facilitators corroborates this idea. Two of the measures with greater
penetrationin the companies concern administrative systems. The comprehensive presence of
control indicators may signal the reason why systems are no longer such a critical influencing
factor in implementation, indicating that the adopted facilitators seem to addthssissue
satisfactorily. It should be noted that technological development and the speed of changes in
the competitive environment may require adjustments and improvement of the administrative
system issues. Among the additional obstacles reported byagens, for example, a latent

concern with the complexity of control systems has already emerged.
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5. CONCLUSION

The results show that the main obstacles are related to the soft factors, indicating cognitive
barriers, such as communication, strategy formulation and the relationship between business
units. In parallel, the difficulties related to hard factors sucldinistrative systems seem to

be overcome. A joint analysis of the data indicates that there is evidence that a broad
understanding of the needs of all stakeholders involved in the organizational environment is
necessary for the planned strategy to be impented efficiently and effectively.

LGiQa O2YLINBKSyairofS ¢gKeée (GKS KFENR Tl OdG2NA 4&S8
organizational structure must be aligned with terategyand must be adjusted so that the
corporate environment is conducive tmplementation. On the other hand, control systems
and corporate policies favor implementation, as they allow for monitoring their development,
highlighting divergences with agilifizi et al., 2008)Because they are institutional decisions,
implementatiors of changes regarding organizational structure and control systems tend to be
faster than those encouraged by individugEhornton et al., 2013)The absence of such
capabilities can generate inefficiency in the use of the company's other resources and,

therefore, compromise its competitive advantage.

Instead, the soft factors, which refer to the cognitive processes of strategic implementation,
have to be dealt with positive and negative processes and sanctions. If aligned to the strategic
purpose, thosevould be useful to reinforce the desired behavior, anchored in the normative

rationality of individualgLindenberg; Foss, 2011).

In addition, it was found that are still some facilitators with low penetration in companies, such
as the existence of an dgirwarning system for changes in the competitive environment and
an open and supportive climate for multidirectional communication, indicating a path to
development and improvement of the strategic implementation process in Brazilian
organizations. The abace of such resources and capabilities associated with the influential
factors in strategic implementation can generate inefficiency in the use of company resources

and thus compromise their competitive advantage.

It is worth mentioning that the researdias limitations as the development of the analyses on
a nonprobabilistic sample, not allowing generalizations. Moreover, because they are based on

the perception of the respondents, the results imply that they correctly interpreted the
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guestions and thatheir opinions are capable of reflecting the reality of the companies in which

they work. The results of this study can contribute to the development of new research on the
subject, suchas a new application of the questionnaire already tested with prolesbic

Al YLX Ay3 F2N) ASYSNI AT FGA2Y 2F GKS NB&adz G4&-

barriers segmented by economic sectors.
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Abstract

Performance is the level of the results, in quantitative and qualitative terms, reached by the
teaching staff as a result of fulfilling the tasks set out in the Job Sheet. Performance appraisal
is the process of measuring and assessing the degree of pefme achieved in relation to

the functional obligations and established evaluation criteria. Assessment of individual
performance is based on the evaluation criteria sasiprofessional activity; development of
teaching materialsscientifc, academic reearch; activity and participation in the academic
community; activities with students; national and international recognition. The professional
performance indicators, corresponding to the evaluation criteria, score on average the
performance indicatorsra attached to each evaluation criterion. The evaluation is made from
different points of view in order to get a more accurate picture and using various methods and
techniques. The research part is a brief analysis on Romanian universities, with a dgsat stu

EfimieMurgu University of Resita.

Keywords Performance Assessment Scientific academic researchProfessionalactivity,

Methods

1. INTRODUCTION

Performance is the degree of accomplishment of the tasks that define the position occupied by
an employee. Professional performance appraisal is defined as the process of determining the
way and the extent to which the employee fulfills the duties and oasjibilities of the occupied

post compared to established standards. The performance appraisal process is the set of

standardized procedures aimed at obtaining information on the professional behavior of
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employees. Performance refers to the contribution @oyees make to the organization's
goals. The assessment of individual performance is based on the systematic and objective
appreciation of the performance, quality of work, behavior, initiativefficiency and
effectiveness.

Individual professional perfmance assessment should be done with probity, professional
deontology, realism and objectivity by the hierarchically superior leader of the evaluated

person. Performance appraisal is done for:

correct expression and sizing of objectives;

- determination ofthe directions and modalities of professional improvement and increase
of their performances;

- establishing deviations from the adopted objectives and making corrections;

- diminishing the risks of maintaining or promoting incompetent persons;

Performanceappraisal means comparing achievements, behaviors, attitudes, specific training
levels, etc., with performance criteria. Performance standardbe criteria compare to
standards, which represent the desired level of performance. They determine what anpers

should do and how well (the indicators used are the amount of work, the quality, the cost, the

time allocated to it, the efficiency of using the material and financial resources and the way of
achieving the products and services. Performance evaluatiethods- a variety of methods

are used to evaluate performance, such as category grading methods, comparative methods,
personality tests, descriptive methods, or behavioral methods. The need to evaluate
performance in work has led to the development ohmerous techniques and methods of staff
appreciation. Methods of assessment, performance appraisal are very diverse and the quality

2F SOl tdz G2NBRS & | NBadzZ & 2F GKSANI dzaSsz Aa
obligation to develop and maintaitheir scholarly competence and effectiveness as teachers

within their area of expertise; conscientiously to prepare and organize their subject neatikr

G2 NBOA&AS (GUKS adzwa2SOodGd YFGGSNI 2y | NBIdzZ | NI ol 3
(Rubenstein2002, §

The professional performance of the teacher is a complex phenomenon. The effectiveness of

the teacher is defined as his ability to facilitate student access to the highest level of their
independent thinking. This requires more thgust the presentation of information in a

structured, organized, interesting manner. Measuring is usually indispensable in scientific
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research, measuring and comparing performance is also indispensable not only in the economy
but also in the field of screce- both for practical purposes and for the recognition and prestige.
¢Performance evaluation is a continuous and systematic process that helps the organization
assesses its candidates through comparison to the accepted standards. For the evaluation to
take placecorrectly, there is a need for precise measuring techniques. The evaluation criteria
need to be correctly formulated with the accepted standards, clearly

RSTAYSR I yR S NENd@Rd2216, 09 NIDS v ¢

2. PARTICULARITIES (BSASSINGEDIVIDUAL PERFORMAERIN ACADEME

In general, the quality of university education was given by the fame of the teaching staff, the
results obtained by the graduates as well as the recognition of the authority that approved the
functioning of the universityWhen choosing the system of academic staff evaluation, it is
necessary to consider the increase of the competitiveness spirit and the need to recognize the
scientifiecscientific excellence, the increase of the quality of the education, the new
requiremerts in the field of scientific research and the acknowledgment of the scientific merit
FYR 0KS RS@St2LIYSyld 2F yS¢ LRAyGa 2F GOASg 2
simultaneous performance of a variety of duties, including teaching, reseaant
administration captured in a large number of alternative performance measures available on
each one of thent D | NJ3gildgo et al.17) The evaluation of professional performance for
faculty member<reates the framework for matching the requirementstibé occupied post

and the professional qualities of the occupant, providing a motivational system that will
increase the individual professional performanée! & 'y | OF RSYA O RSLJI NI
level of performance, the members of the department afgdeato produce more effective
student learning, more effective research, amoreS ¥ ¥ S O i A Blge®a20 1ildzNE o £

Assessment of individual performance is based on the evaluation critepaofessionaform;
development of teaching materialsgientific academic research; activity and participation in

the academic community; activities with students; national and international recognition.
¢{dz00S&aa a | dzyADSNEAGE FIFOdzZ G YSYOSNI Aa
to combine the elements of teaching, research and original creative work, and service in a way
GKFG YFE1Sa GKS 0Sal dzasS 2 fSapkofetdlH YS | yR NBA
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Individual performance appraisal determines the level at which the individual fulfills the
organization's expectations. Part of these expectations is included in the job description. The
job description is the breakdown of organizational goals to the level of the individual's activities.
Performance appraisal is designed to improve performance atilize the capabilities of
employees to achieve organizational goals. Individual performance appraisal includes three

evaluation areas: ability, knowledgandattitude.

Et SNF2NXYI yOS Ay (S| OKthekeHectivanesSfEdursed§venR quality NB £ | (
of course content, effectiveness in developing and managing instruction, effectiveness in
mentoring studentsthe effectivenessof academic advising, and using research and original
ONBI GAGBS ¢2N] YR &aS@Sanp0Bealisg SyKFyOS (Sl OKAY:
Measuring the performance of researchers causes many controversies and often results in
controversial procedures. One of the manifestations of scientific work is the publication of new
results. The besknown science metric measurement methody to quantify the volume,

quality, andSOK2 2F Lldzot AOlF GA2yad ¢¢KS | OGAGAGASE
OAPSDPE YSNAG NIrylAy3aov akKz2dzZ R o6S Oftz2asSfte || f.
university. By aligning evaluation priorh Sa A G0K (KS dzyAdQa YA&A&A?2
process will help promote the activities that are important. Evaluations are most likely to
achieve this goal when standards are fairly applied, expectations are clear, and the metrics used

to evaluate plFF 2 NI yOS I NB ¢St t QUniversRyofiNe\RJ&0G7R) | LILINE L

Regarding the methods of the evaluation process and the results obtained with them there are

many reserved or even hostile opinions. The most strongly contested part contteens
SOLtdz GAZ2Yy 2F GKS | OFRSYAO FOGA@AGE 2F GKS |
difficult sector to enforce the assessment process. Its specific characteristics, multiplicity of

staff positions and status, the various history of the aatt institutions, also its traditions of
independence and free spirit, make higher education a real challenge for implementing a
personnel assessment process. However, contrary to what some people claim, these specific
characteristics do not makethe ags@ YSy (i | LILINER I OK A YKERGa2dI3f S> 2y
246)

With all the challenges of evaluating the professional performance of university environment,

the phenomenon of evaluation is practiced on a global scale, and there is a very serious concern
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evaluation is a continuous and systematic process that helps the organization assesses its
candidates through comparison to the accepted standards. For theiavah to take place
correctly there is a need for precise measuring techniques. The evaluation criteria need to be
correctly formulated with the accepted standards, clearly defined and easy to observe.
Behaviorally anchored rating scales respect the aasts of an efficient evaluation tool. The
360-degreefeedback evaluation ensures objectivity in evaluation, by offeringadsesse the
L2aaAoAfAGe 2F [R2dzAGAY3a GKSANI AYIF3AS 2F (K
6 | NY/ QRizmit 8915,246)

3. INDIVIDUAL PERFORMARIASSESSING MOORUSIE ROMANIAN ACEME

In Romania, the evaluation of the university staff is imposed by the legislation and the
verification of methods, legality, efficiency, correctness and transparency, done by the
Romanian Agncy for Quality Assurance in Higher EducatioBRACIS. The procedure for
measuring and evaluating professional performances takes into account the National Education
Law no. 1/2011; Order M.E.C.T.S. no. 4072 / 21.04.2011 for the approval of the coltectio
data and information for the evaluation of universities and study programs for the purpose of
classifying universities and the hierarchy of study programs; M.E.C.T.S. n0.4478 / 23 June 2011,
4691/26 July 2011, 4692/29 July 2011 on the approval of cisopy and compulsory standards

for the award of higher education didactic titles.

ELYAGNHZOGA2Y YR fSFENYAYy3I INB AYyONBlFaAay3ate
methods to adequately determine competency acquisition. Because competesegsasent

is such a complex endeavor, one single assessment method seems not to be sufficient. This
necessitates Competency Assessment Programs (CAPs) that combine different methods,
ranging from classical tests to recently developed assessment methodevieguwnany of the

guality criteria used for classical tests cannot be applied to CAPs, since they use a combination
2T RAFTFSNBY( YSiK2Raartndd el d HOBE2G Ky 2dzald 2y Soé

Professional performance evaluation is done for all teaching stadf fthe position of
university assistant to university professor. Assessment of individual performance is based on

the evaluation criteria such as: professional form; development of teaching materials; scientific
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academic research; activity and participati in the academic community; activities with
students; national and international recognition. The professional performance indicators,
corresponding to the evaluation criteria, score on average the performance indicators attached
to each evaluation critéon. The internal evaluation of individual professional performances is
intended to substantiate the policy of professional promotion of teaching staff and to ensure
incentive pay. The assessment, based on quantifiable criteria and performance indicators,
taking into account the quantitative and qualitative elements of the academic life, ensures the
proper substantiation of the academic qualification. Although, there are differences in the

approach of the Romanian universities, they all evaluate mainlgaspelated to:

- Didactic activity;

- Scientific research;

- National and international recognition;
- Work with students;

- Activity in the academic community.

The evaluation of the teaching staff is the responsibility of the department manager who
develops arevaluation report (summary) containing information and assessments from the

following sources: selévaluation, peer review, assessment by students.

4. INDIVIDUAL PERFORMARASSESSMENT METSOB ACADEME FROMIEFE MURGU
UNIVERSITY OF RESITA

The evaluatiorof teaching and research staff at the Eftimie Murgu University in Resita is done
automatically at the level of university departments, helped by dedicated electronic platform.
This eplatform generates an annual score, as the resulthe evaluation bagd on the

following components:

1. Selfevaluation forms completed by the teaching and research staff of the

department and validated by the Commission appointed by the Rector;

2. Quality assessment of teaching and research staff is a component of the quality
assurance system of the university, based on benchmarks and performance
indicators adopted by the University Senate. Teacher evaluations by the department

manager;
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3. Collegial evaluation by departmental staff;
4. Teachers' ratings by students.

The total annual sire of teachers as a result of the annual evaluation is comprised of the scores

accrued on the four evaluation criteria as follows:

Maximum score

1. Annual selevaluation 40
2. Appraisal by department manager 40
3. Appreciation by colleagues 10
4. Appreciation by students 10
TOTAL 100

Score attributed to the activity reported in the Annual Selaluation Form results from:
1 - Didactic and scientific activity

2 - Professional Prestige and Activities within the Academic Community

The sore for the assessment made by the Departmental Director:

Score maximum
1. C1. Teaching (teaching and examination) 10
2. C2. Coordination of licensing and mastering 5
3. C3. Involvement in the activities of the chair and in the research activityl0
4. C4. Activities in committees, guiding students in circles students,

organization of scientific / artistic / sporting events, and so on 5

A very important part of teacher evaluation is seMfaluation, which has two parts: one part is
about reseach activity that includes publications and other aspects of scientific activity and the
other part related to professional recognition and didactic activity. Both aspects must be

documented otherwise they are not validated.

The quality of teaching staféflects both the specialized knowledge and didactic ability to pass
on this knowledge to students, as well as in professional ethics and local, national and

international recognition.
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5. CONCLUSION

Evaluating academic staff individual performance is arsputable requirement for increasing

level of society and academic activity development. This assessment should be as complex as
possible, achieved through the most effective methods that can synthesize all aspects of this
specific field. The evaluation shid include aspects relatetb didactic activity, scientific
research and the involvement of teaching staff with the function basic and associated,
researchers and doctoral students in extracurricular actions, carried out in the interest of the

universityand the community.

Also, the assessment mustcludeannual seHevaluation, departmental assessments, collegial
evaluation and assessment by students, for 8&®-degreefeedback evaluation, that reflects

results in a comprehensive way from all points of view.

About the evaluation system of teacher individual performances from Romampversities

can be said that exist and function as they are imposed by the legisiatimmce. Of course,
there are many opinions that call into question the efficiency, effectiveness, criteria, form,
method, etc. Most often all these work, other times some standards are very difficult to achieve
for many teachersgspecialy fromsmaler, younger universities without a long tradition. Many

of these Romanian universities are facing both a material and a hostile situation from the

academic evaluation agenc

Eftimie Murgu University of Resita, although a young university with a disadvaotzge
geographic location, currently has an online assessment platform that provides much greater
transparency and efficiency than the model of printed questionnaires. The evaluated teachers
also have the opportunity to evaluate the organizational culturetha university and the

efficiency and professionalism of the management team of the institution.

It should also be noted that, regarding the publishing activity, a young Romanian teacher, from
a younger university located in areas where are very few pios&s in highlevel academic
publications, it should address outside the country at a very high publication cost. Most
universities cannot support that kind of financial coslader these conditiongheseteachers

have no chance in front of thoseoin the United Kingdom, Canada, Austrglend Europe as

well, which work in old and reputable universities with much greater tradition and power. Of

course, they can emigrate to them, but | do not think that is the solution.
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Abstract

Studies that have been developed in recent years and dedicated to measuring the quality of
business management in many countries have proven something that was already believed:
The quality of business management in Latin Amedaadak and extremely distant from the
level of management found in many developed countries. This report aims to demonstrate that
this fact is due to cultural factors that have a huge influence on Latin American companies and
on the way they are managedhdre a number of very typical characteristics that pervade
practically every country in the region, such as the extreme dedication to their families and
friends, the enormous distrust of competitors, aversion to risk, and an intensive use of
government andooliticians for their own benefit that influenced the way companies are run
and often making it difficult to practice professional business management. Latin Americans
need not only to be aware that cultural factors exercise a strong influendeow companies

are managed but also need to learn how to take advantage of these influences. The Method

and Data used in this report are based on a review of the literature.

Keywords: Latin Americklanagement Culture Productivity

1. INTRODUCTION

Today it is cleathat not everything that has to do ¥ the economicdevelopment of nations

can be explained by traditional economic theory. There are numerous factors that do not
constitute the habitual tools of economists and which have a decisive influsmaecounte Q a
economic delay or advance. For example, the history of a nation defines values which

perpetuate for generations and end up defining the behavior of its citizens. In other words, it
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is because of these values, that the individuals will be willing torasggreater or lesser risks,

will be more or less patriotic, will be willing to share profits and so forth. The geographic
f20F0A2y Ffa2 AYLI OGAaA LIS2LX SQ&d KFIoAda | yR
progress. Important to emphasize here th&8g INJ LIKA O f 20 GA 2y R2Say
but could also be a state, a province or a city. Jeffrey S&dtwhs, 2000, 332) currently one

of the most cited economists, says that Geography is so important that social scientists should
dedicate more tne to looking at maps to better understand the roots of economic

development.

The quality of business management in Latin America is weak and very far from the level of
management found in many developed countries. This report aims to demonstrate thad this
due to cultural factors that have a huge influence on Latin American companies and on the way

they are managed.

In fact it is an old supposition that Latin American companies could never be considered as
good examples of wetun companies. Fairbanks and Lindsay, two North American professors
who lived for almost 15 years in various countries of the continent researchengeaisons for

the region's economic backwardness and came to the conclusion that one of the main reasons
for the delay was precisely the mismanagement of their local businesses. In 1998 they
published a book called "Plowing the Sea" where they describedexperience. So, either

subjective or empirical evidence has existed since the last century.

Only more recently, in 2010 were the results published of the first rigorously scientific research
conducted in the world to measure the quality of managemenseventeen countries. Two
professors Nicolas Bloom of Stanford and JohnRe@enarof the London School of Economics
decided to interview about 6,000 companies located in USA and England, respectively. They
designed a standard questionnaire with 18 quess and hired MBA students in all these
countries to conduct interviews with the C.E.O.s of the 6,000 companiesisirwty they
evaluated the grade of each company, grouped them by the country of their headquarters and
thus calculated the average for @a one. Brazil was the only country in Latin America
contemplated into this researgland 559 Brazilian companies were interviewed. The Brazilian
average grade was very logp2.75 and Brazil was ranked 14th. Only Greece, China and India

presented lower grdes than Brazil. Four categories were created to evaluate each company:
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Overall Management, Monitoring, Targets and Incentives and Brazilian companies were very

poorly evaluated in all of them.

In 2012 two World Bank researchey$V. Maloney and M. Sarriasdecided to dovery similar
research but this time with 21 countries, four of them from Latin Ametiéagentina, Brazil,
Chile andMexico. In this Bw surveythe Brazilian companies did even worse because now the
placement of Brazil was the 20th atttk average grade dropped to 2.6. Argentina and Chile
were also poorly placed in 16th and 17th, with only Mexico obtaining a reasonable placement
¢ 10th ¢ with their companies averagggradeof 3.0. Different than the study by Bloom & Van
Reenanhere they had analyzed the companies in five categories which were: Overall
management, Practices, Operations, Targetsd Talents. The results of this research are
published in a book edited by the World Bank in 2015, called "Latin American Entrepreneurs:
Many frms but little innovation” and whose authors arm®. Lederman, J. Messina, S.

Pienknagura and J. Rigolini

We could show other studies that have been done in the redoom the fact is that we can
conclude that there is a management problem in compamdsatin America and especially in
South America. Our hypothesis that we want to demonstrate here is that this poor
management is due to cultural aspects. In ettwords the culture of the Latin American
peoples leads to the fact that their companies emulheing poorly managed. This is what we

intend to demonstrate in this study.

Economists have spoken and written about the reasons for the delay in the economic and social
development of Latin American countries. Lately, this subject has been much moenpres

even in the newspapers, due to the comparisons that have been made with the Asian countries
SALISOALfte /KAYIFYS LYRAIFIY {2dziK Y2NBI |yR 20K
ynQasz KI@S 1y2é6y K2g (2 SE briethan thd Avérdge latire y 2 F

American country, to occupy an outstanding place as active actors in the globalization process.

Latin Americdnousesalmost 8.5% of the globabpulationand answered for 8.2% of the world
GDP in 2017. But amongst the 2,000 biggest companies in the world, according to the principal
international yearbooks, only 40 of them are Latin American, in other words, 2.0%. What are
the reasons to explain why thereeaso few companies getting international projection? Is it a

structural economic problem? Much has been analyzed about the Latin American economy
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andall its countries from a structural point of view, principally a macroeconomic, but rarely has
there bee an attempt to explain the delay of our continent from the vision of its companies
and how they are administered. Our proposed hypothesis is that in order to be among the top
2,000 a company should be very well managed and the reason why only 2% otbdsain
American is totally related to the two studies mentioned abvanReenagBloom & Maloney

¢Sarrias) In other words this continent has an issue related to bad management.

Why cannot Latin America stand out in these areas or in other words W ¥ Qi (i K S NB
companies originating in the region that stand out globally in anedl more advanced
technology? This is an old discussion, but a very important one. In the end, why is it that some
countries have a greater propensity for innovatiobaud Landes (1998asked why the
Industrial Revolution happened in Europe and more specifically, in Great Britain, and not in
other countries. Landes himself answered with reasons of a cultural, historical and geographic
order but he emphasizes that Greatitamn, in the middle of the XIX century, had a growing
autonomy of intellectual investigation combined with enormous interest about what at the
GAYS g1 a OFftftSR aUKS Ay@Syluirzy 2F (GUKS Ayg@Sy
of invention. Thisaspect ended up being the motor that unleashed the appearance of many
scientific discoveries and technological innovations on the part of Great Britain and which

resulted in British domain over the world economy at the end of the XIX century.

Despite that all during the XX century, numerous economists dedicated themselves to explain
economic growth as something very linked to the location of the cities and countries,
highlightingMarshall (1920) as one of the pioneers of this theme. More recently, in lgst
twenty-five yearssome other economists began to give importance to geographic conditions
in economic development likPaul Krugman (1995) Peter Dicken (1988Michael Porter
(1993)

2. IMPORTANCE OF CULEU® DEFINE MANAGHEWE

SinceMax Weber (1930)ve have heard that culture weighs, determines, inclines and ends by
deciding which nations will prosper and which are condemned to live in poverty, as long as their

people do not change their habits, beligdsndvalues. Weber said thahe protestantethic was

151



responsible for the fact that Germany and Switzerland were more successful economically in

the XX century that the Catholic countries of Spain and Portugal.

More recentlyLawrence Harrison (200@)aced the values and people attitas as the main

reasons to explain the persistent instability and inequality of Latin America.

¢KS GKSYS aOdzZ GdzNF £ RAGSNEAGE: KFa FGaGNF OGSR
This is because the global market covers many hundreds of coumingsmany different

cultures. And the large international companies perceive that to operate efficiently in different
countries it is necessary to recognize that it could be necessary to operate in a different manner

in each of them.

DavidLandeq1998, B), as we have already mentioned before, said that if there is something
for us to learn abot the economicdevelopment of the nations, it is that culture makes a
difference. It is undeniable that History and Geography have an enormougrtiie culture

of a people. In turn, culture and consequently the uses and customs have an effect on the
econony, however cannot be modified by decree or governmental policitgerefore they

need to be studied more deeply.

Myrdal (1968, 104)had already said, more than 40 years ago, when he studied the Asian
economies and concluded that cultural factors profoundly influenced by religion were the main

obstacles against modernization in that part of the world.

This paper intends to focus on tbe aspects which we call cultural. We will focus on the
capacity for companies to be wetlanaged Fairbanks e Lindsg2000, 112emphasized that
culture is a vital component to define the capacity of a nation to prosper because it formats
that which theindividuals think about taking risks, rewards, opportunities and, consequently,
about progress. In i8 chapter our objective is to evaluate how the capacity to manage
institutions and companies, public or private, is affected by cultural factors andhiggnds

up having an enormous impact on the degree of economic development of the respective

countries.

An interesting model was developed Bert Hofstede (1980yho did a scale study with the
employees of IBM. Hofstede identified in his study thatréhare cultural dimensions in work

related values and that these same vary significantly from one country to another.
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3. MANAGEMENT IN LATAMERICA: WHERE AREETPROBLEMS?

Evidently the entrepreneurial structure in Latin America is very heterogeneous.bi@grest
concern here is the private companies with local capital, as these today lack important
corrections in their management modelObviogly, there existhonorable exceptionsandit is

very difficult and reckless to generaizNonethelesssome prollems and deficiencies are

repeated in such a way that is concerning, as we will see below.

One of the most characteristic and also most problematic traits is that, accordiBgttdem

(1989) almost all of the large Latin American companies are irhtdreds of one stockholder,

an individual or, when many, in the hands of one or two families. This leads to a loosening of
the controls over the results and the absence of professional management, in other words,
many times the stockholders do not cover riésibecause they themselves are the executives.

LG Aa OSNEB O2YYZ2y GKIFG GKS 2¢6ySNER 2F (GKS O;
company with the limits of the family. Contrary to what occurs in the United States, where the
capital of a large aopany is greatly pulverizedndthe minority stockholders pressure even
greater for more consistent results. In the Latin Amanicompaniesit is difficult to find a
separation between the Administrative Council and the Executive Directorate. Andrethen i

large companies where this separation exists, the question of governance and the attribution

of responsibilities are rarely watlefined. It is important to emphasize that there are many
exceptions and we can find large family companies that becameeessful but, genergi

speaking they were able to separate ownershima executive professional management.

While in a good part of the North American companies it is very difficult to discoversilim

owner is, such is the extent of stock pulvetiaa, in Latin American companies there is always

LINF OGAOCIrtte 2yS 26ySNI yYyR SOSNEBO2Re (y26a ¢
O2YLI yeé¢ YI{1Sa Al adzOK GKFG GKS&aS alryYS 24y
distributed dividends they pref to take them through indirect earnings, as for example,
setting up personnel firms that are suppliers of the main group. Fordaison the process of
transference services between companies of the same group is determined by the group of
individualsthat control (majority shareholder) the holding of the group which, at the very least,
distorts the profitability of the business. These facts have a negative effect as well for stock
market development being that the minority stockholder, generally, nex®ivery little

protection. To survive and be efficient in the international market the Latin American
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companies need to be administered in the most professional way possible and globalization
tends to affect familyrun companies more negatively than thoet are not managed by the

family.

This is not the only big difference that exists between the Latin American way and the North
American way of managing companies. The other difference is of a philosophical order and is
linked to the historical role thathe companies had in the economic development of the
2regions. In the United States companies and executives assumed a preponderant role, even
in the process of conquering and integrating territory during the XVIII and XIX centuries, as the
large railwag indicate, almost all of them private. While in Latin America all colonization,
conqueringandintegration of territory in the main countries occurred under the protection of

the State, with the private initiative totally absent. In otheords, we can ay that if the United
States had been colonized by Spain Rortugal this process would have totally been
conducted, implanted and operated by the government. This posture had begun in the XVIII
century, through the initiative of the Portuguese and Splar@sowns and had continued after

the politicalindependence of the various nations and is describe&dlgmann (2014)

This entire characteristic of colonization generated a cultural aspect which has remained until
today, which is that the Latin Americanivate investor acts if the government acts first. But it

is not only this aspect that characterizes a type of paternalism, as definddnbdgay and
Fairbanks (20000 G ¢ KS [FaGAY ' YSNAOLY odzaAySaavySy
government highly conpx decisions which refer to their own businessddis common for

there to be lobbies and pressures of associations on the government to obtain tariff protection
to impede the entrance of imported products, including even monetary devaluations. Lindsay
& Fairbanks emphasize that thelationshipbetween government and businessmen is a fact of
enormous importance in the region and that it is very common that the government is
manipulated so that certain companies or sectors obtain competitive advantadgshw

generally, end up being ephemeral.

Fukuyama (1996)pon discussing the 3 societies with the greatest influence on the State, and
excluding all the socialist countries, mention France, Mexico and Brazil and makes it a point to
emphasize that even idapan, where there is a strong presence of the State, the actuation of
this was always limited when compared with those 3 other countries, two of which are leaders

in Latin America.

154



Other important authors have already decided to analyze the relationséiveen the State

FYR GKS SYGNBLINBYSdzZNE® hyS 2F (GKS Yz2ald AYLR
R2yS o0& /FNX2a !'f0SNI2 az2yidlySNI Ay (GKSé DKI L
organized byLawrence Harrison and Samuel Hunting(@800) Montaner describes how the

elites of Latin America behave and they especially hold the role and the shape of the action of
the businessmen. According to him an important trace of the businessmen of the region is his
preference for exercising palifal influence instead of competing in the market. Seekirgy

support of the government is another typical characteristic which permeates the Latin
American entrepreneurial. Entrepreneurs and executives in important industrial sectors lose
valuable time m meetings with Ministers and authorities which could be betenployed if

they were dedicated tesearchngfor the effective increase of productivity of their companies.

A good part of the time this political influence is arranged through-ettrical meas, and
according toMontaner, it is common for businessmen to corrupt civil servants to obtain
customs exemptions or loans at subsidized interest rates or even market reserves. All these
advantages are always ephemeral and end up not proportioning the effective competitive and
perennal advantages to their businesses. Montaner highlights that corruption is not exclusive
to Latin America, but emphasizes that the frequency with which it happens in this region, is
mainly, due to the impunity which is highly concerning as the respectisietsess seem to not
perceive how much these facts end up encumbering the goods and services that they

themselves acquire and consume.

On the other hand, when there are problems or failures in their companies, the first to blame

is the government. This, ifact, is in agreement with that whichindsay & Fairbanks (2000)
defined as one of the important characteristics of the Latin American businessman: They are
Ffglrea 2y (GKS RSTFSyar@dSs: ySOSNI FRYAGGAY T (K
there are problems, losses or failurghe first to blame is the government. But if not this, then

the blame for failure goes to the supplier or to the labor unions or the distributors or even the
client, if not nature; never the very company the stockholderexecutives. In thizzay, a good

part of the Latin American compani&sses a big chance of examining the competitiveness of
GKSANI O2YLI yASad ¢KSe R2y Qi LISNOSAGS (GKS o6A
risk, and their own incapacity @fenerating quality products at accessible prices, fit for the

needs and the desires of their consumers.
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The answer is to always put the blame on others for your own shortcomings, it is truly a very
important Latin American cultural trait that it was everentioned byLandes (1998when he
commented, ironically, that the most successful export of the region in terms of economic
R2ZOUNAYS 46l a GKS TFlY2dza a5SLISYRSYyOS ¢KS2NEE
sociologisFernando Henrique (1978jade ug of. This theory attributes to the most advanced
countries of North American and Europe the roots of the Latin American problems. According

to LandeslInstigating a morbid propensity to attribute to everybody the blame except for where

the blame lies, th&e doctrines promoting economic impotence; even if it were true, it would be

better to file them.

Besides the alreadsnentioned aspects, the book Hyindsay and Fairbanks (200f&paches
other important deficiencies in the way that Latin American comparaee managed. They are
(1% the deficient cooperation among companies antfY2he fact that executives love to mix

business with friendship :

1. Deficient cooperation among the companid$ere is no culture of cooperation of the
companies in the regim To the contrary of countries like Italy, where there ahestersor
industrial groupings, to promote cooperation and encourage that the companies join forces to,
for example, seek foreign markets together, launch a new brand, or invest jointly inR&D
Research & Development, in Latin America, usually, invariably, the businessmen only know to
see in their competitors an enemy that needs to be destroyed. Due to the protectionist spirit
that always prevailed in Latin America the companies always sawlticeircompetitors as a
dangerous enemy contributing toreatng a spirit of mistrust within each sector that always
annihilated any possibility of cooperation. Honorable exceptions exist in the automobile
assembly plants and their relations with auto masuppliers in Argentina, as well as Brazil and
Mexico. But the exception is probably due to the fact that these are sectors where there is

predominantly foreign capital.

2. Mixing business witfriendsis common in Latin Americ@he contract, sometimes, is not as
important as thegiven word While in the United States there is the lawyer cult with everything
fFAR 2dzi Ay O2y N OGaszx Ay [ I GA Doh& Navds G KSN
everything depends omwhom you are negotiating with. Therefore, in Latin America, the
contract does not have the same significance as in the United States. In fact, generally, for the

Latin American personal relationships are of extreme importance. HicksorPagh (1995)
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emphasizehat the principal characteristic obehaviorof Latin Americans, which affect the way

the businesses of the region are managed, are the extensive networks of personal relationships.
Family and personal friendships are among the greatest values of alhtimAmerican people.
Knowing the people or having family relationships with the people involved in a transaction
make the hierarchical division in a company easier to deal with. Contrary to North Americans,
the Latin American have a negative opinion abmdividual competition but gives enormous
importance to the social groups of which they agart There is a phrase around that says first
Americans do business and then later, if possible, they become friends; while Latin Americans

first they check ithey are friends and then later they do business.

Still, according to Hickson & Pugh, the Latin Americans present the following 4 characteristics

in their way of managing companies:

1. Very rapid management performance directed at skherm results with enphasis
on crisis solving. This, by the way, is the gu&sent conclusion in analyses done in
Brazil with respect to predominant characteristics in Brazilian management, such as
F2NJ SEFYLX ST GKS 0221 a¢KS . NI T AMarko y 2|
Spyer Prates (1998)

2. Decisions are centralized on superior hierarchy levels with terrible communication
among the different levels and a clear incompatibility between responsibility and
authority, but the system is extremely authoritarigand there is a large and firm

tendency of the lower levels to delegatiecisions.
3. Greatdifficulty for conflicts to be discussed and solved.

4. The organizational structure is extremely hierarchi@ld the subsystems are

extremely segmented and not very integed.

Relative to this last aspect, we emphasize that it is very common to find companies in the region
that are strongly inflated with employees and hierarchy levels that, many times, are
unnecessary. Evidently, this multiplicity of decismoaking levels has grice. Besides
propitiating the superposition of functions numerous people doing the work that could be
done by only one it hurts the agility of the business, encourages bureaucratization and creates
an unnecessary separation between the head offind the business base. This, many times,

is owed to the fact that in the past the low cost of labor always worked to discoutage
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introduction of automated processes or more modern ones. Today with the brutal cheapening
of automated equipment in the entr world they are running to automate their processes
before the competitorsandthe Latin American companies can no longer count on thecdde

advantage of the low price of labor. Many have still not awoken to this new reality.

If there is one notable dtin American culturatrait, it is the everpresent need to have a

superior leader to make the important decisions. Maybe because of this, almost all of the
countries of the region have presidential regimes and not parliaments. The search for an
answer fa everything through a type of great leader is something that has been passed through
history in practically all of the countries of the continent. Probably for this reason management

decisions are made by only one person in a central and decisive manner.

Continuing to compare with the United States, it is important to emphasize that in that country
there is the culture of the winner. In the United States, they all seek to win. More than in other
societies, and in clear contrast with the Latin Americanetsd, personal and professional
success is valued as the big objectivéhmlife of any individual. The reverse is true: the worst
YEYS GKFG @2dz OFy | 0O0dzAS | b2NIK ! YSNROL Y
Latin America, to the contrgrsuccess, frequently, givélse opportunity to suspicions and

mistrust.

4. DISCUSSION

Little has been discussed in Latin America with respect to the low efficiency of the local
companies. The challenge for them is enormous as all these difficulties thawaenie very
redefinition of their role and strategies have to be overcome within quifgeauliarcultural
context. The entrepreneurial world is based greatly on the United Statesit is from there

that the new paradigms and recommendations for stuuel changes come. However, we
cannot forget, as seen earlier, the importance of the cultural question making Latin America a

very different and peculiar continent in the way their companies are administered.

5. CONCLUSIONS

What really characterizes all dfi¢ countries that constitute Latin America, and what makes

them different from North America is the historical formation, in other words, the type of
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colonization to which they were submitted beginning in the XVI century, by the European
powers of the DayWhile in Canada and the United States what we call settlements
predominated, in Latin America predominated the colonies of exploitation. In these, the
objective was to serve the economic interests of the emperors, in the case of Spain and
Portugal. The wath and wellbeing of the colonized people mattered little. The most
imperative was that the emperor should become even richer. While in the settlements the
objectives were others; the colonizers came to the new land in search of a new country and not
to get rich. That isvhyin Canada as well as in a good part of the United States the colonization
was not done with slave labor and not with the objective of producing primary genres at a low
cost. It happened, by enormous masses of Europeans that hadcgftdontinent due to the

religious conflicts at the time, and came to North America without any commercial interests.

These historical questions have a fundamental role in the way companies of the region are
managed: As the Latin American societies araratterized by aristocratic formation and
GKSNBTF2NE 2t A3FNOKAOX FyR KIFE@GAy3 | LI GNRIF ND
any differently. Therefore, what distinctly makes the Latin American businessman stand out is
his enormous attachmenttthe command and control of all of his companies. This explains,

for example, the reluctance in opening the capital very much the opposite of what happens in

the United States.

Furthermore, the typical Latin American company, inevitably, suffered unsaoges
hierarchized structures, too many workers in innocuous tasks and great communication
problems, a good part of them caused by poor information management systems which many
times did not even exist. The fact of having lived for a long time without ingetd compete

with foreign products reinforced this culture.

Our conclusion is that all of these strong cultural aspects have an enormous influence on the
way Latin American companies are managaud they explain the bad grades that they had
received in both important studies that we have mentioned in this pgd&oom & VarReenan

and Maloney and Sarrias.

But is it possible to change standards of cultural behavior of the Latin American businessmen?
Probably so, but this can only be done in the loaign, and the problems of the continent are

chronic and need a shoterm solution. Latin Americans need to look at other nations that
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were able to transform that which apparently was deficianto levers of success. The
important thing is that Latin Americans be aware that cultural factors exercise a strong
influence about how the companies are managed and consequently about the economic
development of the nation and being of no use to go against thefigeimces. Latin Americans

need to learn to take advantage of these influences.
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Abstract

This papeY presents results of an empirical research project on the status of Online Learning
from the Perspective of German Audit Companies (Big4 and others). The theoretical basis links
elements of knowledge management and professional service fion@F ®@ YORK Yy St =
Cl NJ I &4k Y N K ReSults arenHbaged on interviews performed by the authors and
representatives of the firms. Conclusions on the future structure of Continuing Professional

Education or Development initiatives may be drawn from the study.

Keywords Professional service firms Auditing, Knowledgemanagement Continuing

professional educatigrContinuingorofessional development

Lt G ydzSvatdy & | LISNJ RN2a # SSG9iiES &0 daR2tYa §/ae G/ | e paber A NI (1 0 |
has won a Best Paper Award, the full article will be published in the Budapest Management Review journal.
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Abstract

The current theoretical paper demonstrates the hypothesis that transformational leadership
has a positive impact on change management in organizations. The paper has been developed
following the next order: Firstly, it is exposed the importance of adapinghange via the
application of change management by considering three change management models (Prosci
I 5Y!lw a2RStX ¢KS Ydz2NI [ S6Ay [ KI ySipf Precésy))l 3SY
secondly, after comparing transformational and transactional lesldigr styles, itemarkson

the relevance of a transformational leader to help manage the change; thirdly, literature review
of several studies, conducted in different countries and industrial sectors, is used to prove the
hypothesis; some criticism® the theory have been considered, regarding the theoretical
weaknesses observed by researchers. Finplligyious literature review of several studies
showed how transformational leadership has effectively contributed to change management,

together with the a@ptation of organizations to the change.

Keywords: Transformational leadershifhange Changenanagement

1. INTRODUCTION

The world is in constant changenarkets move towards new trends to meet the latest
demands, so do the companies. It is a job of the é#gado manage the change, understanding
GKFG OKIFy3S YI yIl 3SY Saadtechn@uesitd riiaBagd heEhébpleiside of (1 2 2
OKFy3aS (2 I OKASGS (K@rodRinJZONFR o0dzaAySadaa NBa
Important organizations understand the relevance of firgdinspiring leaders to manage their

changes and keep up with the new demanding market scenario. As an example, these issues
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are clearly identified in the National Geographic Society ¢@seving Knoop, 2015, 13NGS

Ad 2yS 27F GKS tisicanfediCatond nompit drganizatios,Set up in 1888,
which made the decision to adapt to the new global state by moving from the print to the digital
area, integrating all the editorial groups of the magazine, TV production, channel, books, and
other units across multiple media platforms, and improving staff motivation, based on an e
commerce strategy. What makes this event remarkable is that in addition to requesting
demanding requirements of experience, knowledgedresponsibilities in the chge, the job
description for the position of senior vice presideric@nmerce, highlighted the importance

of being a good leader with a strong character and great communication skills, capable of

working effectively at a large organization.
Purpose

The purpose of the paper is to do a literature review exercise to show how researchers have

demonstrated that transformational leaders have helped organizations to manage change.
Hypothesis

Transformational leadership positively impacts change management in organizations.

2. LITERATUREEVIEW

In this section, as an attempt to obtain a close and reliable approach to the models, the sources
aSt SOGSR INB (F 1Sy ¥TNRY o®paxelsies dde Prosei ADKAR | VR
a2RSt FT2NJ / KIy3aS al yStef Brat&sy which afeRoroddy explanedday vy

their developers on the official websites.

2.1.Change and change management connection

Change, at its most basic level, is defined asovement outside an existing phase (how things
are nowadays), through a phase of transition, and then, a future phase (how things will be
done). Changes, which can be motivated exogenously or endogenously, happen in all
environments of human beings, wqrsocial or family. In the same way, these can be planned
or happen suddenly. In conclusion, the changes have a starting point, a transition to reach a

future phase. In the same way, change management consists of managing an individual support
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for each ofthe employees that has been affected, during the three phases, by the change

during the projects or the institutional initiatives, in order to increase the adoption and the use

of the solutions introduced during the projects and initiatiyBsosci.com,@14).1t is important

to highlight that change management is related to human side of the prd€asbkards, 2013,

36).

Changes make the organization move to future states in which employees have to do their jobs

differently to get their own future statek y R

I OKASOSYSy(GarT

Ly 20§KSN

outcomes of a project or initiative are defined by and depend on employees adopting the

change. So, in times of change, change management is an essential tool for delivering results

and outcomesnot an gotional add2 y (Prosci.com, 2014).

2.2. Models of change management

Change can be improvisgtlis necessary to adopt models to plan and to supervise the process.

Three models of change management will be considered: Adkar Model for Change

Management, the Lelwy Qa

Management Model.

| KIy3$

alylr3asySyi

2.2.1.The Prosci ADKAR Model for Change Management

a2zRS¢

by

ADKAR stands for awareness, desire, knowledge, ahitithreinforcement, which symbolize

the five results that must be achieved to ackeea successful change. For the ADKAR model,

initially developed by Jeff Hiatt, a successful change is the consequetieesiinultaneously

maturing of the business or project side of change and the people side of change dimensions

(Prosci, 2017, 4)

Tabk 1: Standard steps

THE BUSINESS DIMENSION OF CHANGE

THE PEOPLE DIMENSION OF CHANGE

Identify a business need or opportunity

Awareness of the need for change

Define the project

Desireto participate and support the change

Design the business solution

Knowledge of how to change

Develop the new processes and systems

Ability to implement the change daily

Implement the solution into the organization

Reinforcement to keep the change in place

Source: own construction based on Prosci, 2017, 7
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2.2.2.The KurLewin Change Management Model

The model was first presented {(hewin, 1947a, 1947pband basically, his scope of research is
aimed to describe the factors that encourage people to change, which are related to three

stages: Unfreezing, Change, Freezing.
Stage 1: Unfreezing

This stage opens the door to the understanding of a compulsory fared change, strong

enoudh to push theindividual to leave the comfort zone. Unfreezing is a stage to prepare for
0KS OKIFy3aSz +tyR AG A& | GAYS (2 otrftlyOS (KS
called the Force Field Analysis which refers to all those factors surrounding the changg maki
adecision These factors consist of for and against forces that must be analyzed. It is necessary

to measure theséorcesif forces against the change are higher than the forces for the change,
then, a demotivation will make the individu& feel uncaonfortable for changing. On the
contrary, when the against change forces are lower, then the change must be made. This first

stage is a movement tthhe motivationfor change.
Stage 2: Changeor Transition

Understanding that change is a transition, it tise first movement to be done, and
consequently, it is the impulse to go to the second stage. This stage occurs together with all the

necessary decisions taken to get a complete and successful change.

It is a very hard stage, so a correct communication leading must be applied to motivate
people to find new ways, to adopt new values amnpetendesto identify problems, and find
ways to solve them; thus, that a correct accompaniment and suppdfte form of training

and coaching will be very helpful.
Stage 3: Freezing (or Refreezing)

The last stage takes part in the last part of the process, andithsngeof providing stability
once the changes have occurred. This stable period considers change as a new rule, and new

routines and relationships,aw, embrace the individual.

2.2.3.Y 2 i (i StePioceps (Kotterinc.com, 2015)

It was first presented 1994 and laterenhancel in 2014 to adapt to thequicky changing

environment. It consists of 8 steps, as follows:
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- Step 1: Create a Sense of Urgency. In this step, leaders must think of an opportunity,
attractive enough, to touch the hearts of the followers, and use it to attract a group of
urgent volunteers.

- Step 2: Build a Guiding Coalitiofhe second step is creating a coalition of effective
individuals to accompany the group of volunteers. The task of the coalition will be to
explain,manageto communicate the actions to pursue.

- Step 3: Form a Strategic Vision and Initiatives. The fast\aaient of the vision is related
to the success of the formulation of the actions to follow, which demands a superior
design and a correct execution of the tasks.

- Step 4: Enlist a Volunteer Army. It states that a huge change will be just possible when a
large group of volunteers pursue a common objective and, push thé same direction.

- Step 5: Enable Action by Removing Barriers. In this step, it is suggested that creating a
real impact requires the employees to feel free and act beyond the barriess;ish
f SFRSNAR Ydzald StAYAYF (S dzyySOSaal NE 206ail C

- Step 6: Generate She¢t SNY 2 Ay a®d C2NJ 5N Y2G00SNE 6AYy3
results. They must be collected, categorized, and communicagadly and often- to
GNJ O1 LINPINB&a FyR SYSNHATS @2dz2NJ @2f dzyGSS

- Step 7: Sustain Acceleration. It means that acceleration needs to keep going at the same
FlLrad aLISSR: GKSy A4 Aa | f£SIFRSNDa 220z U7
with fluent processes and give daily directions to keep the group aligned with the aims.

- Step 8: Institute Change. This last step aims at keeping the good pragigt&edso that
they can be retaken and repeated to ensure a longer success in the long run. Hece, |
aneed toregisterr YR FAYR NBflIGA2ya 06S0G6SSy GKS 32

Success.

Table 2: Change management models

Lewin, 3 Stages of | Prosci, ADKAR Steps for Individual Chan Kotter, 8 Steps for Change
Change Management

Unfreeze Awareness of the need for change Increase urgency for change
Build a team for the change
Construct the vision
Communicate

Transition Desireto make the change Empower
Knowledgeon how to change
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Ability to implement new skills an

behaviors
Refreeze Reinforcement to retain the change once| Create shorterm goals
has been made Be persistent

Make the change permanent
Source: Varkeg Antonio, 2010, 269

2.3. The role of the leader in the change management

As new ad constant changes are requirede organizationto adapt to new trends of the
market, leaders need to prove how capable they are to face the challenge and provide
organizations with modern and innovative solutions that prodeitectiveresults in the overall
process of the business. A leadmust not only know about motivating and encouraging
followers, but also about managing personnel, dealing with business strategies, and having a

strong personality to make crucial decisions.

In addition, because there may be a natural negative peroepéibout change, in terms of
tension and anxiety among staff, which may interfere with the accomplishment of the
organization(Bogag Ensarj 2009, 236)the leader needs to bring confidence and harmony to

connect with employees and eliminate thesistance.

An incorrect selection of a leader may affect negatively all the processes and put investments
at risks. Great efforts, a huge investment and grants, and staaimgmay be thrown away
due to the incorrect nomination of a leader with a notms lack of management and

leadership knowledge to control, to plan, and to communicate to run the project.

~

'a AdG A& IFINBSR GGKFIG aGKS ddrAyYSyaG 2F GKS
of individuals reaching their own personal futuratgs. Change management is the structured

and intentional approach to enable individual employees to successfully adopt the changes
NBlj dzZA NER 0 @& LINE @®0iicam, 2034Ris row ilpoktantioAfigti $hé €orrect

leaders to connect the pspnal individual goals with that of the organization in a world that

demands innovative strategies to find different and better results.
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2.4. From transactional to transformational leadership

Transactional leadership has to do with exchanges between the leadiezmployeest means

GKIG NBadzZ §a RSLISYR 2y (GKS RATFTFSNBYyG WLINRI
comprehensively documented and supported on the bulk of leadership mdbelghouse,

2016, 162). The role of this type of leaders focusasgiving their followers directions to fulfill

their objectivegRobbing; Judge, 2013, 188).

On the other handtransformational leadershipesponds to engagement processes in which a
mutual level motivation and morality raises due to the connection beméoth the leader
and the followers, which conducts the followers to attain their uppermost potential levels to
achieve their goal¢Northouse, 2016, 162)The transformational leadership style is more
related to the sharing of beliefs, negdsdvaluegLuthans et al., 2015, 430)hey act as agents

of change who motivate and lead followers to a new stage of values and behéMicBhane

¢ Von Glinow, 2010, 414Jo the definitonp 5 NH 1Sy T £ raddsthatihe acthidvément

of goals mixes a strorgmotional link with collective commitment of a moral cause.

Under these positive considerations, there are 4 ideas to help develop motivation wghich

OFftft SR GNIYaF2N¥IGA2YIE £SIFERSNAKALI FI OG2NA&A

Idealized influence or charisma has to do with those leaders who want to be emulated by
the followers, based on the moral and ethical conducts they inghi@thouse, 2016,
167).

- Inspirational motivation or inspiration: it is the way leaders encouragenaoiivate their
followers to focus efforts in search of a collective dhorthouse, 2016, 168).

- Intellectual stimulation: the third factor consists of the support the leader gives his
followers to be creative and innovative to solve their problems. lansimpulse for
followers face their challenges by creating new ideas, even beyond their own beliefs
(Northouse, 2016, 168).

- Individualized consideration: this factor involves leaders as coaches, leaders are invited

to create a confident climate thgiermits employeesto shareindividuals concerns and

needs(Northouse, 2016, 168).
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It is important to highlight that there are other transformational perspectives, but this one is
singularly valuable because it contains the basis to confront results with theacéinnal

leadership.

Some studies presented Bowoldg Heinitz (2007), NemaniahKeller (2007) and Tims et al.,
(2011 cited in Northouse, 2016, 1¢071) showed important and positive responses of the
transformational leadership in thergansationsAy G SN¥xa 2F SYLX 2&8S8S0a
Sy3alr3asSySyisx 2206 aldAaFrOodAzy IyR SYLI 28S5SQ3

2.5. Although useful, not the perfect approach

Despite the positive results in the application of the transformational leadership, a series of
concerns have showaop which determine a lack of consistencies that attempt against the
strength of the theory. Among the several criticisms faced by the theory, conceptual definition,

instrument, and leadershiocused style are considered below:

There isavaguedefinition in the limits of the concepts which makes a constant overlap among

GKS n LQ&a FlIOG2NA® ¢KAA& |YoAddzade 2F GKS 0Ozy

transformational leadership are not well defin@dorthouse, 2016, 178).

For Tejada Scandura; Pillai, Q001 cited in Northouse, 2016, 178) a2 YS OSNHRA2VY &
QLMquestimnairepresents a high correlation among them what ma#éterentiationamong

the factors an issue not easy to establish.

Studies suggest that one weakness of the trammeftional leadership is that the theory gives

too much credit to the leader rather than the elements related to the followers; therefihe,

STFSOha 2F GKS F2{t26SNAQ O2yGNROdziAZ2y (G2 (K

process factors RS NI @ Ay 3 F2dzy Rl (A 2y a (BRyhaniethl:, g0a1F3DHNY I G A 2

may represent a clear sample of how the approach disregards variables of individuals, group

and organizational development.

For Bryman, (1999 cited in Northouse, 2016, 17B)d weakness of the transformational
leadership theory is related to the conceptual basis of the term, since it looks more trait focus
oriented than behavioral focus oriented, what may end up in a complex job for leaders to

motivate employees to change thdmaits rather than their behaviors.
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Antonakis, (2012 cited in Northouse, 2016, 1&8jues that one more weakness of the theory
has to do with the lack of evidence by researchers that prove the transformational leaders have
really transformed individualsr organizations. The researekidenceaslimited to show merely

positive outcomes in terms of organizational effectiveness.

Finally, the lack of attention given to the relation leadersfafpowers has shown a
transformationin a single way opens a gap to understdhe theory actually behavesh@re is
little literature about the manifested influence followers have on leaders, what may be seen as

a reciprocal influence among the agefiiorthouse, 2016, 178).

2.6. How Transformaibnal leadership contributes to change management

Change is a wide and hard issue to deal with for organizations. Leaders need to examine several
aspects to achieve a correct implementation of change, and carefully observe how
transformational leadershipcan provide successful help to attain the aims. Under this
consideration, several studies have examined different approaches to topics related to change
and have proved that, firstly, the transformational leadership plays an important role on the
change ofthe organizations, and secondly, it is a crucial tool to support the change

management.

A studied applied on 219 managers from 63 companies in the top 100 Iranian companies,
presented by(Mokhber et al., 2015, 22235), demonstrated that charisma, inspitional
motivation, and intellectual stimulation have a highly positie&ationshipwith organizational

innovation, considering innovation as a strong variable to construct a deep change.

A research done b{Shankerg Sayeed, 2012, 47@pnsidered that ae important factor that

leaders must deal with is the understanding of the powerful influence the climate has on
OKIy3aSed wSadzZ 0a 27T thdi&uivokBliafbdndeldK trarsfdiatichal t S R
leadership styles over organizational climate dimensio®

Additionally, successful achievements in change are at risk when employees have a negative
perception of change, a research conducted in gimne and fulitime employees from small
tomidda AT S o6dzaAySaasSa RSY2yad N G Swanylbiganizationd y 2 |
OKIFIy3Sa Aa LISNOSAGSR a Y2NB &4dz00SaiBbgimf 6 KS
Ensarj 2009, 246).
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One more study conducted in South Africa, in which the Multifactor Leadership Questionnaire
was applied on 190 leaders ofethigher education sector, demonstrated that when leaders
exhibit a high level of transformational behaviors they were able to manage change successfully
(Vingerg Cilliers, 20086, 7).

3. CONCLUSIONS

Organizations have understood that if they want to subsi|y need adaptation to new
contingencies naturally imposed by the market, and change is the answer; nevertheless, the
change requires planning and supervision which may be better adopted if a change

management model is implemented.

Changes may present semesistance by employees; that is why, organizations atapt a
suitable leadership style to guide the followers to attain the personal goals, and consequently,

the goals of the organization.

Several studies on transformational leadership style and ghanave demonstrated how
transformational leadership has contributed to organizations by giving positive support to

several decisive factors related to change, as climate, innovaimhperception of change.

Although transformational leadership has ake a lot of contributions for a broader
understanding of leadership in organizations, there is a need of more research that helps solve,
consolidate, and clarify the theoretical view to obtain a deeper accuracy and reliability of the

approach.
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Abstract

The study of internationalization of small and medium enterprises (SMES) has increased in the
past few years due to several factors. Mexico has many bilateral free trade agreements; its
exports rate grows every year. However, Mexican SMEs struggle tahfardplace in such
competitive environment. This is an empirical analysis of the relationship between the export
capacity and critical success factors including strategic planning, strategic alliances, innovation
and information and communication techngies of industrial SMEs in the state of Coahuila,
Mexico. The sample size includes 138 owners of SMEs in the manufacturing sector in Coahuila,
Mexico. The questionnaire includes 26 queries, and its reliability was assessed on studies of
FAEDPYME (Foundatifor the Strategic Analysis and Development of the Small and Medium
Enterprise). Data were analyzed with SPSS 25 using Crosstables for hypothesis testing, and final
interpretations are proposed in two methods; odds valu&@sborne, 2006} Y R i @I t dzS
(Pdlant, 2010)through Logistic Regression. Evidence of statistic associations was found in 10

variables specifically in strategic planning, innovation, alliances and ICTs, size and age.

KeywordsInternationalization SMEsCSFExport, Odds ratio
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1. LITERATURREVIEW

1.1. Introduction

The study of internationalization of small and medium enterprises (SMES) has increased in the
past few years due to several factors; the economic globalization has emerged as a significant
movement increasing the number of free markeand nortariff agreements in several

countries around theworld a NI Ny ST . S | f & Hnampo

Mexico has numerous bilateral free trade agreements; its exports rate grows every year;
however, Mexican SMEs struggle to find their place in such as the competitive environment.
Some researchers believe that internationalization focuses on two signifiaaehues:
international business and entrepreneurshiptemadg Wright, 2003; B. Oviatt, McDougall,
1995) Several theories are explaining this international phenomenon, but most researchers
agree with the Uppsala model as an initial stage in the pro¢@ekansorg Vahlne, 1977)In

this stage, companies grow gradually until they are ready to move onto the next step.

SMEs in Mexicareessential since 99.8% of these firms produce approximately 52% of Mexican
GDP. In Coahuila, the micro sectorl( emplgees) takes over most of the sectors, but
unfortunately, its exports have little impact. Small and medium firms export more but are not

significant since they only account for 3.92% of Mexican exp@tEM, 2015)

Objective This is an empirical analyg$ the relationship between the export capacity and
some critical success factors including strategic planning, strategic alliances, innovation and
information and communication technologies of industrial SMEs in the state of Coahuila,

Mexico.

1.2. Internationalized firms

Several theories are explaining the internationalization of firms, startingwitht I35y { | y O
and Monreal Pere£2008)elaborated a synthesis of the leading theories. They are explained
from two different perspectives: In the economic persipee, the eclectiparadigmintegrates
contributions of theorists of the industrial organization. The paradigm of transaction costs and

the theories of international trade and locational advantagBsinning, 1988while in the
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process perspective, the Upga model (Johanson ¢ Vahlne, 1977) of gradual
internationalization, in which a firm starts by doing small activities. These activities, eventually,
will allow them to control a market and then reach foreign markets. This perspective of the
accelerated modl or international new venture$B. M. Oviatt¢ McDougall, 2005hich is

quite distant from Uppsala model, explains how firms due to the owner skillfulness start an
internationalization process by focusing on more effort and resources. This model has two
variants; the cycle of life mod@Vernon, 1966and the innovation modegBilkeyg Tesar, 1977)
Models like the networkheory (Johansorg Mattsson, 1988) the model of organizational
capabilities(Madhok, 1997)and the bornglobal theory(Madsen¢ Servais, 1997became
LINEYAYSYG Ay GKS dnQad wSOSy it adgBéamish, 2006)S 2 NB
has become important since explains how SMEs in Europe internationalize their activities by
merging with others companies to take advageeof the geographic position. The main barriers
that affect SMEs ability to enter in other markets are naturals, such as; financial imperfections
of markets, legal inaccuracies and differences in culture and langdaget al.,1997; Love;
Ganotakis, 213) Based on the literature research, internationalization might be measured by
the export orientation(Cassimai Golovko, 2011; LoveGanotakis, 2013; LgiBeamish, 2006).
Exporting represent the first step to get into the process, followed by thetmre of
representative offices abroad for sales and marketing and finally the establishment of

transnational firms.

1.3. Critical success factors

The scope of this research is limited to analyze critical success factors of the firm like strategic
planning, stategic alliances and cooperation agreements, innovation, information, and
communication technologies. According @arrido(2011) strategic thinking is a continuous
LIN2EOS&da 2NJ ftAY1AYy3 27F it ke theNAT the strafegwhérdk S F dzii
the essential part is how do you conceivéThe system approach emphasizes the importance

of setting cooperation networks inside and outside of the fifgcheverria EspondaMerino

Malillos, 2011) This approach is based on collaborataerning (Merino, 2004and innovation
(Etxezarreta Etxarri, 2005)Iso, cooperation between firms affects the internationalization of

the SMEs, especially in the early stagedNd 35 y ¢ MoyiréaKPeiez, 2008Regarding

innovation, is known as a strategiariable to boost competitivitand regional development,
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while within the firm, innovation emerges from the best organizational practices and others
essential functionsKeskin(2006) states that innovation requires mechanisms like learning
orientation and innovation capability, in this research, innovation is considered from the vision
of the firm's owner, and it emphasizes organizational innovation for production, trade, and
technology. According t&lavasand Mathews (2014)the success of SMEs, espdgian the
manufacturing sector, depends strongly on their use of technology. The technological
capacities, like the internet technologies, improve access to new markets, knowledge
transference, international transactions, and networking. The technologgiation speed is

a process that affects firms, f@el AguilaObraand PadillaMelendez(2006)this process is
made in four stages. Initiation, when the company has their first contact with the net, like when
they create an email account, adoption, where the firm acquires an internet supplier or get
better access, acceptation, where intranet sees and virtual presence are executed and

diffusion when firms have their departments for technology management.

2. METHODS

Fundamentally, this is an empirical study that gathers research methodologies of a
guantitative approachThe data was collected thrgh direct surveys of 138 owners/managers

of small and medium companies (SMEs) in the manufacturing, commerce and service sectors
in Coahuila, Mexico. The questionnaire used in the study was "MSMEs strategic development"
in 2011, and its reliability was teesl on studies of FAEDPYME, (Foundation for the Strategic
Analysis and Development of the Small and Medium Enterprise) an international network of

studies of SMEs in Spanispeaking countried D NONIF S& | f ®X HammO

2.1. Sample Definition

Classification andeneral design of the sample are based on in the principles of a stratified
sample of finite populations based on INEGI's (official institution in Mexico of statistical
control). Classification of firms is related to the number of employ#¢SGI, 2009T he sample

distribution and selected data are shownTiable 1
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Table 1 Sample distribution

= Cr
fa9o{ tht;[1eLhb Manufacturing
Employees)
Small 150 96
Medium 51250 42
TOTAL 138

138 small and medium firms from the industrsaictor were selected including both exporters

and not exporters, during 2032011.

2.2.Variables

2.2.1.Dependent Variables.

Exports, through sales to foreign markets. The answers of SME's owner/manager were a
dichotomous response, for this reason for the questiBmes the company sale to foreign

markets? The answer was as a Yes or No reply.

2.2.2.Independent Variables.

23 variables of critical success factors including strategic planning, strategic alliances,
innovation and information and communication technologies ioflustrial SMEs, all

independent responses also were dichotomous.

2.2.3.Data Processing and Statistical Analysis.

The field work was developed during June and July 2012. The questionnaire includes both
guantitative and qualitative questions, for this reasome tsize of the sample implies as quality
criteria, generally acceptedhe control above the maximum error on the estimation of the
proportion of response of a dichotomous question (relative frequency of response for an item
with two possible replies). Falata processing, SPSS 25 was used. The hypothesis was tested

to find associations between export orientation and critical success factors.
Hnuiz There is no association between export orientation and strategic planning.

Hwiz There is no associatiometween export orientation and strategic alliances and

cooperation agreements.
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Hnuiz There is no association between export orientation and innovation of process and

product.

Hnuis There is no association between export orientation and information amdneonication

technologies (ICTs)

Hnuis There is no association between export orientation and control variables of age, size, and

location.

Finally, Logistic Regression test (LR) allowed testing models to predict categorical outcomes
withtwo ormoreOF § SA2NA S&ad wSadzZ Ga NBE AyidaSNLINBGSR

3. RESULTS

3.1. Characterization of SMEs

The firms targeted belong to the manufacturing sector since the majority of companies in this
sector, benefit from larger companies or through jowgntures to establish valuadded
chains. It is also important to emphasize the industrial matathanic SMEs, especially in the
southeast and north regions. Therefore, 138 SMEs in the manufacturing sector were selected
to establish statistically signifiat relations between export capacities and strategic factors for
superior improvement. Results show that only 55.3% of the total export companies are small
and the rest are medium. However, the percentage of the total of SMEs is just 34% which is a

compeitively small value.

3.2. Strategic Planning

To analyze the means of variables, we performed crosstabs, and associations between export

capacity and the factors for strategic development were the following:

A percentage of 78.7 export firms confirmed they da& strategic planFigure 1shows
substantial evidence of a relationship between export orientation and strategic planning (Chi
squaref 0 k I npaGio®Mwhich agrees with NI 35 Yy  d Monfeal&r&£2008)andLu

¢ Beamisn(2001)who found that thelack of a strategy leads to poor results.
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HuiA & NB2SOGSR 06SOldzaS 2F GKS &aA3AYAFAOLFIYyOS Fx
that in previous research, strategic planning was an area to be improved for the SMESs, since

most of these companies only have shtetm plans.

Figure 1Associag Y 0SS 6SSy SELRNI OF LI OAGe |yR [/ NARGAC

Strategic
Plan
*0.031

IcT Alliances
Web Page Logistics
*0.037 **0.009

Export

Chi Square
INN Cooperation
Equipment GOV
+£0 001 **0.002

INN
Productf{Serv
INN **0.019
New Product
*0.044

INN Poduction
**0.001

Sourcengy O2YyaA0GNHzOGA2Yy® {ATDd 2F . HY FXXnzIn

3.3. Alliances and Cooperative Agreements

Figure 1shows the results of the crosstabs and percentages of the existence oégtrat
alliances and collaboration agreements of export SMEs. The hypothesis null two is accepted
since only 20% of the variables resulted @vidence of a relationship between
association/cooperation factors with export capacity. It stands out associatitnlegistics

firms, a key factor in operations management to export products and cooperation with the
government but not with universities, which explains the lack of collaboration between them,

producing negative effects for the technological developmafithe region.
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3.4. Innovation of Process and Product

Hnuiz is rejected accepted since 67% of variables showed evidence of statistical associations.
LYLINROSYSyGa 2N Ayy20F0GA2y Ay LINPRdzOGA&AKAS
OFxIFnonnnous [LINPSRIZOGARYT nlONBPIMS Yy R | Olj dzA & A
Y OKAYSNE oOfFfFxlfnonnmd SEKAOGAGSR NBflL A2y ®
procedures, buy/supply department and sales/commercial department. Figure 2 shows the

results of the Crosstab and esijuare.

3.5. Information and Communication Technologies (ICTs) For Management

HusA & | OOSLIISR aAyOS 2yfteée GKS GFENRIFIO6ES I @k A
evidence of statistical association. Negligible association with paying taxes ortioenesrce
and electronic banking services. There was no association irnaaileemarketing, social

media and corporate intranet.

3.6. Size, Age, and Geographic Location

A ¥ 4 oA

Hus A& NB2SOGSR aAyoOoS Al ¢la F2dzyR SOARSYOS

0 F £01009). There was no association between location and export capacity.

3.7. Logistic Regression. A test for better understanding

Chisquare of the logistic regression was calculated, the statistics for the Step, Model and Block
are the same because we have izt SR a G SLIWA &S f 23Aa0A QalubB INES:
GgKAOK Aa O2 Y (Balng R10Q)IRthisksiudy dire pnodel is statistically significant

0 SOl dza Svalue KsS less than 0.000. Multicollinearity was evaluated between the
independentvariables. There is no evidence of a higher degree of-tuerlations between

L+Qa aAyOS GKS #FNAFYyOS LyFftlIdA2y CIFOG2N o0+
each statement about the relationship between an independent variable heddependent

variable was correct in both directions of the relationship and the change in likelihood
associated with a onanit change of the independent variable. The Goodness of fit model or

| 2aYSNJ YR [SYSaK2g ¢Sad &K2daSfRis indicdted Byak T A O
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AAAYATFAOLIYOS @rftdzS tSaa GKIY xFndnpx a2 (2
x ' n ®n p dsquérk Elueddt the Hosméremeshow Test is 10.387 with a significance level
2F XTI PHODPDP ¢ KAA O leddBre ihdicatibglsippos ted the Kiddgl. x ' n dnp =

Shown inTable 3are the main findingsThe data obtained through logistic regression, which
determines the explanatory probability of the critical success factors concerning the export
capacity of SMEs. Themodelh a il A& GAOlItft& AAIAYAFAOLYG oSOl

It was found a statistically significant relationship in five predictors' independent's variables and

the dependent variable. Therefore, results of four variables accepted by their statistical
AAIAYATFAOFI YOS OFKXNEIMTFFXXNIANPT FFFXXnZInm0 6SI
2 RRa NI {Ostrne 2086)J 0

Q17.3 The odds of a firm answering YES, they have export activity, is 5.28 times higher for a

firm who responds having an association for logistics compared to a firm whadbes

Q18.2 The odds of a firm answering YES, they have export activity, is 7.41 times higher for a
firm who responds having a cooperation agreement with the government compared to a firm

who does not.

Q18.3 The odds of a firm answering YES, they have texqtority, is lesser by a factor of 0.152
for a firm who responds having a cooperation agreement with NGOs compared to a firm who

does not.

Q22.3 The odds of a firm answering YES, they have export activity, is 8.09 times higher for a
firm who responds haxg innovations or improvements in the production processes compared

to a firm who does not.

Q22.4 The odds of a firm answering YES, they have export activity, is 12.11 times higher for a
firm who responds having innovations or improvements in the acgoisibf new equipment

or machinery compared to a firm who does not.

4. DISCUSSIOANDCONCLUSION

This is an empirical analysis of the relationship between the export capacity and critical success
factors (CSF) including strategic planning, strategic alliamogsyation and information and

communication technologies of industrial SMEs in the state of Coahuila, Mexico. Compared
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with large companies, SMEs have limited experience and resoHigaersson, 2014Also,
the study of how to make them setufficient must contain the analysis of CSF in which SMEs

are immersed in.

Hhuir confirms a statistical association between exportation and the presence of strategic
planning which agrees with NI 35y  § Mohed Hdrez2008) He found that an
organizational strategy leads to a better process of internationalization, this means, a higher
percentage of sales to foreign markets, more representatives offices overseas and more
production facilities abroad. While in some countrige IChina strategic planning on SMEs is a

primary tool(Ma ¢ Luo, 2012Whereas in Mexico such planning is not taken seriously.

Hnuiz confirms there is a statistically significant association between export and alliances with
logistics and agreements wittovernments. These activities are strongly linked with the degree
of internationalization in large companies and are also part of Porter's forces. Furthermore,
I NI 35y ¢ Mofir®ak Bere2008) and Lu ¢ Beamish(2006) state that cooperation
networkscan make companies grow faster. Strategic alliances are collaborative organizations
that use resources and governance structures from more than one existing organigatemn

Park, 2006)which defines how these relationships are made. The relationshipd between
Export and Alliances for Logistics corroborates how the management of operations is vital for
globalized firms while Cooperation with Governments lightens the importance of the
involvement of the public sector to generate public policies theimote the expansion of

firms.

Hnuiz shows statistical relationships between export capacity and innovation of production
processes and acquisition of new equipment becalse¢ Luo (2012)found in studies of
exporting SMEs in Shanghai that high percgetaof firms who had strong innovation in

processes and products.

Hnuia is accepted due to not finding a statistical significance between export capacity and ICTs
in most areas. The use ofmiails varied amongst many of the companies irrespective of their
export status which agrees witslavas¢ Mathews (2014) and Del AguilaObra ¢ Padilla
Melendez(2006)who studied how firms adopt technologies, starting with the essential tools,

such as email and then using more complicated such as social media at@menerce.
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However, literature research affirms the importance of technology and innovation on the

growth. The results must not be taken as definite.

Hnuis explains the statistical relationship of export capacity with size and@ge.et al. (2010)

state that older firms tend to be more established and more likely to have more developed
routines and better accesses to resources in comparison to newer firms. This is generally
consistent, although there are some firms where the profile of the ownekeaahem more

venturous even if they are new.

The results from the test of the empirical database carried out in the state of Coahuila during
2010, and 2012 reflect statistically significant differences in 38% of the variables. This research
in this stages focused on the empirical analysis of the relationship between the export capacity
and critical success factors of industrial SMEs that impact their internationaliz&tiom the
academic point of view, this research allows us to find differences amthsties from other
contexts. The practical approach gives us information about the importance of sound public
policies can boost firms to export. Related to the correct explanation of statistical results in

logistic regression can help the reader to tise results correctly.

Limitations.The questionnaire for this study was constructed as a tool to evaluate a broad
number of factors where internationalization was a secondary output. Follow up studies should
consider factors such as time to export, ttwwpe of countries, the access to grants and training
should be addressed in the future. A new instrument should include scale variables and
comparison between different periods of tim&urther quantitative and qualitative studies
should be performed so th data can go from the academic scope to the practice, improving

public policies for internationalization and incraagithe growth of regional SMEs.
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Abstract

Nowadays the labor markets cope with labor shortages, so there is a growing challenge for
employers to retain their staff. Leaders have to face many job challenges, such as workplace

stress. More and more occurring workplace stress can be a subject afrooms it may have
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a significant economic impact on the organizations. kimg work stress can caudesing

G2N]I SNEQ O2YYAGYSYy(d G2 GKSANI 2NAFYATLFGAZ2Yy ®
relationship between workplace stress and employee commitirterough the example of

small and mediunsized enterprises in Slovakia. As a research method, | chose a questionnaire
survey, in which both open and closgge questions were. Research results reveal a strong
correlation between workplace stress and emye commitment. In the research, | concluded

that the managers of the examined organizations steadily aware of the workplace stress, and

the managers have the professional knowledge to handle the problems.

KeywordsSatisfactionLackof workforce Stres, Organizationacommitment,Leadership
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Abstract

The aim of this article is tnalyseand clarify expectancy of the newest generation in the higher
education. The generation Z is different from previous generations even in the fact that they
were born into a crowded world with IT tools, they are handling the Internet at a skill levél. Firs
of all, the main question was tha there any difference in form and measure of expectation

between previous generations?
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Abstract

The aim of the study was to explore the theoretical reasons behind the delaying of
entrepreneurial failure. Failure means the closure of that enterprise, which failed to meet its
amsandi KS 26y SNBRQ SELISOGlIGA2yad | OO2NRAYy3I (2 |
can be divided into four groups: 1) temporality (tirmeonsistent preferences, time

perspectives), 2) emotions, 3) invested resources, 4) incorrect beliefs and biases
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(overconfidenceprojection bias, representativeness bias, availability bias, confirmation bias).
From the listed factors, some of them may affect the perception of the possible occurrence of
afailure, some of them increase the possibility of delaying f&ilir ¢ K A f eSect2zdnlieS NBA Q
describel with a timevarying function. The positive consequence of the failure can be the
anticipatory grief, which can help to balance the financial and emotional consequences of

failure. At the end of thetudy, someadvie were summarized for futureesearches

KeywordsEntrepreneuriafailure, Delaying Timeinconsistent preference§unkcost, Biases

Heuristics
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about workplace chances t&malesthat are available is overwhelming but without showing a
logical structure and a clear theoretical framewddkur article aimso create a newiramework
utilizing existing dataand our wage determination modebk basedon the Current Population
Survey, CPS. Our focus is on psychology, on the expectations of society, and -treaksngn
theory. We emphasize decisignaking under uncertainty and its effects genderrelated
decisions. Tacenterof our final model is prototype heuristics which may be an aid to address
0KS a3t ad ePLIKSY2YSy |
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Abstract

The rapid digital development of the fourth industrial revolution will result in drastic changes
both in manufacturing and in business models. The conceptual study intends to define the
expected changes and investigate the intensity of chamfése different industries, some of

them already in the middle of the digital vortex. The main part of the paper wants to describe

245


mailto:rekettye@ktk.pte.hu

the expected future effects of these changes on the costs of production, within the industries
touched directly by the disruptive innotrans arising from the digital revolution. The study also
intends to investigate the cost effects on those fields of the social sphere which are not directly
touched by the digitalization. The study comes to the conclusion that the two limits of price
setting, i.e., the costs as the bottom and the customer value as ceiling limit will move in
opposite directions in technologically intensive industries providing with a growing elbowroom

for pricing. This development will have a determining effect on the whotgal life.

KeywordsThe fourth industrial revolutiomigital vortex, Disruptiveinnovations,Costs Prices
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Abstract

International HRM is a very young discipliiftecame into existence only at the end of the
1980s(Poole, 1990; Evans et al., 200@ultinational companies started to settle in the CEE

region in the late 1980s and early 199Q&wis, 2005)In 2007, at the initiative of the late
CSNBYO CINJFa FYyR 2F Wsi aST t 2 sahdbal Rekebrch/ Sy (i NI
Team CEEIRTwas established, bringing together researchers from the region's universities.

In the framework of this researgbroject, we investigate the HR activities at subsidiaries of
multinational companies established aur region So far, we have conducted three surveys,

for reference years 2009, 2011 and 2015. In paper, we highlight the conclusions that can

be traced from this research.

Keywords: International Human Resources Management, Central and Eastern Europe, CEEIRT,

Multinational enterprises

1.. 9+9%9¢p

! 1 Ikbl&G-8HzNF LI A FEtl Y2 LIAF O3 T RI &t aNt 7/ ) I
Faf L YL GFAoly StESy{ING!T of08 EYLISINTG FI & RIAG 10311 S®@ &
FYSteS] tftf2Ytyel SONI{t SSIANSI!yl A4S BRISS G®a ! |
YSttSGd Y2RSNY VYSySRIavySyil ,¥Ys RERSESH S (Bt ¥
fStyegtttlrtrdlrAyll geFra2ib{Bet Pani.l GG F OESH
I adFoAfY FSyyldl NBKHOM2T BNUREB&AI BNRFESOBRSHF2Y
Ydzt GAYF OA2yt £ kta BA (RO QiE2K] 2 TosaBrewdter & & N01B;SG A 2
Dowlingetal.,2013 91 S1 (I T1 4G4 T SYOSNR SNI F2NNI & 3l
GSOKYyAT1t 1 $HESKY @B KiwgiahakA ¥1 S Wwoop)ikiainelikc a
GSNEASyedt NEI] +tfdrf ySKST Sy YtazftKlIids | wa Ys
0s3aS1 OSNArSyelsSLISaasasysS] 2 @gdzZ+ at k21 1 S3@
| wa G(S@®I| Svidavao ST+t e Gt | YdzZ GAYyl OA2yttAa O

264



AzMNV] f St yegt ettt dlrA S3IeNB yl 3e206 &1 SNBLISI
G6Sta2SaNilyYySyesS Aa S3aeNB Ay{t oo (KMNMEGEdyI2006)ANR 1T T |

|l wa (GS@S1SyeasasS|y ySy 11 @SGKS {Halendtdl., 2017)S538 Y
I Jf20tfAad Ilwa aA1SNB | SabFI!' KagvegiLar{ NGTRE
N} 2SttSYT! Ydzy1lFSNI oAl (2apBEHSEInT Al S LIGIESA |
K23e&ly A3IrTNG2al YAYRST G | KSteA A3aSyesSiKSI
(Sparow et al., 1995)

I lwa 0(0S@sS1SyeasasSy aidlyRIFINRATHEL Al | Ydz
12YLSGESYOAt | tii&dIRtYaS 3z TdePReNBYNGIKII2 NI || KSE @A A -
Aa St SyaSRKSGSGEtSyNf F2yidza | alatdatrdaza K

SNIS1S42IYAT S GS® OIBNIHANESRt ye gttt {21 YSy
gryylrl 1IN SYSQOIS:T| &iAGaF2yi2aat 3g R2f3IA21 513 |
FSEIRIGE &a2NYy S3eSyagt &zabyfArdf 2pbtthal ak8F &2
1| T (Belidbn et al., 2013; Schmid et al., 2014)

A

YI T-883 S8 9dAMNHK|O I &1 SINBLEY (NEyiyaas Gl oo ai s
12T T+ 2t NHzE yIRE FI QRA O8I0 S SaFaSol i Stiyseal SQ K359 (i 16 C 5¢
f Styegtttltldtrost SNJST! SELJIGANRZGd avSy SWRA
fStyegtttlrtriarAoly YA R! VM3 yWiSRI av8ygi 1iS¢@
Y1 @571 SR gMo8ey & hl., 2088)

L] St Yygtid S@S] a2N}y 2StSyidrta StysStSaGaaA S
GSYIF 1INl 106SyY SNIS] KlFazytsat3a @glF3e {Nitlyol

11 1 (Réidhe etal,2015) 21+t ftA&d S& | KSteA LISNBLIS]TINGD
(Smale et al., 2015) G dzRt at G IRt & a $ (MerasSeyal., 2014) az MNVWk
fStyegttftrtrara 1171 0GA OSNESYye?@ (BelizdnZeNaNt 821 S

2013; Schmid adl., 2014)

I AT 1NV b &#esSHzNB LI-Kf Sabyxr Gt £ € FEFGFAYEF] | wa GS¢

namp 11 T14G o0S811@SG1ST1SGG ot tdz21taz1rdG A3e
AT SNAYGA I NAGATdzda |w (§SNNE SG SAESEI YSHah M MIKN At &)
lw 2aldtteée ailSNBL@tttrttataz + 1w all 18Yo

GdzRt at NI Yt a ANl yeéetdo

265



2AY! ¢! @#H{ %I9we! b!

210 1dziF Gt a {SNBGS

A M oA s s

I ldzd Gt &2 LINRP2SBSEH YSHSsilSodSlyy Y SYASILSLISRS G G
gretltlrdz21 tStyegrttlerdrAyr]l 1w Fdzy1 OAs Al
1dzi - Gt & S3e& 2t el y NK@¥A]gaRGe#rgl ang Edsterti Edutopear 3 &
LYGSNYylFdGA2y Il wSaShkNOKcNSaIYSD I I &yl 1Pl y |
6YYQU0 S3eSGSYSANIE AT+ N¥WFIs {dzibds{iFda 41 YIN
& | 2NEATSNBLESE GAT azar e dF + YdzZ GAYyFOA2yt A&

220 1dziF Gt ax Y2RSf f

I 1Twa F 11@SG1S1T! TFdzy1 OAsl1lta &8NPEigasz Yiaes
1AGHEFAT G az (St cTHNRiVRYIASMES |ISKSZIE SPYIISYSIRIT 3
Ydzy {1 NFeA 1FLIOaz2ftld21z al SNI2SAEas, R012)2 YYdzy At O,

20 + ONJFY ! /99Lwe¢ {(dzil Gt ar Y2RSTtf

C!oo &GN GS3aIAILA 1

C! 601 SNNRS &S

ARR b lv O0FVeF@tttrtrio S

napjainkban

laYysvi

¢ dzRt aYSvS

J @'y #tdlfttvz2a Sa

J4 041

C 2 NNJ & Karkas204d2NJ

I/ 99Lw¢ 1 dzinkbi(i # ®INBEING s/ dzi | Gt aA Y2RStt 1l LR
KFalytfiddg o WStSy OAT{1INyl106Sy 1 Ittt o60A GSNNTE .

- YNRGA]ldzA FH wTFUiSHNNEBaSNNY SNI F2NNr & 3IIFTREHE12R
GSNNESGS1SG GSIAYEIYy ST Gl MR GXT dzA ViR ©oFf @

266



- lw (AKINGBERIXNRRIt2Yoly SYENGSGG 1AKNGDt &
Jel 1Ny ail SyoSaNftyS] oF YS3IFStSt! Ydzy1!l SN
21 SRSt SY oAl GzaNilGt alx YdzyllF @t fttFftsA SNRS

-1 1w GSNNEE86S6Y SEDGv2 MBABIWNSIALI A &1 SNBLISY S

Tt+ars + 1w Fdzy1OAs]1 Sa ¥FStSt! aasiasy

- 1T LRyG Sa | KSteaAl Il wSqTek!l GwAakSSBBSIYVIS I
SNI F2NNI & YISVRSRAaAIYSSNKI| ALt NGH&at oYy Sa

- ¢dzRt AaYSYSRT aSt Sta IFw | al FG]1SINMGt SSNISSly YSE @t NI | «
GdzRt &t N Y21 F! ANl yYyelA®

-1 gttt al YR$1 2SRSYESIA | w NBAal£S5S33Stf Sa Yd

23117 F RIFG7FSHORSISR2 tSH2 1HHRA Ys R2 |

I/ 99Lw¢ (1dzidta {SNBGIS6SY SRRAIT Kt N&SY TFSf
SOSINB @2yl (12TcblV01 481 SKI 832yNINUKI G5 &t 3 oA
GFNIFEYtoly S& FTStSLNGSaSoSy f SEIKK®BY tpinl dnyl
gt t 1 al 21 vimwwceeidBrlldpwebsurveySy 1 SNBaTl GNf {F LXidzl Y
gt tFalFRs{1 LILNN FfFLRY @F3& 22NR R21dzySyid
|l aal $H&£Bb t 1 -él21l-ﬂ 1sR2tddzsa 0 { ¢ RIFRIZ4O KT D&
LINE I NI Y2 SINGASTISOSE StSYSTOIN] @

x

24,0 @t it ailFRs 0S3S] 2NARI+3I2] ail SNAYyGA YS32al

I ldzd Gt a az29ayl §08® $dzNISLI A 2NERIT+ 3oLy @S3S
2N&ET+306ly o[ Sy3esSt2NaIt I al 3l NBPNARTHIZT w2
FE1FE2YYlLf | RIGBEAf PEASCHS Y| SNNt @HEESIN it 18§ B
WSt Sy OA11Nyl16Sy ST1S1SG T FRFEG211F4G StSYSTI

Md GtoftTrdvyanl PaSkidE A YAydal |

Lengyel Magyar
2NRT| 2N&I

s
(0p))
-
(0p))
Z
&
<
(@]
Q)¢
Q)¢
—_
[da)

w2Yty Szerbia | {T f2¢ m

- ax
)

2009 87 74 16 20 22 219

—_—) =
- —h
_< -_

Q¢ I+

267


http://www.ceeirt-hrm.eu/

st thall a9700 | 3380 7.3% 9.1% 101% | 100%
F NI Y&k
ththal g 118 34 19 30 254
alt Yl
2011 _
b6k T
AN 2000 | 465% | 13.4% 7.5% 11.8% | 100%
F NI Y&k
ththal g 90 37 31 17 232
alt Yl
2015 _
b6k AT
AV 2460 | 388% | 159% | 13.4% | 7.3% 100%
F NI Y&k
stthal 4 282 87 70 69 705
lartt Yl
ma a |l —
b6k &l
Al 2790 | 400% | 12,3% 9.9% 9.8% 100%
F N Y2l
C2NNI &Y /99Lwe¢ {dzil Gt a

aAyRKINRY (dzil Gt aa
al 38 NBENETt ANt Sa

AR! &l 124G FA3esStSyoS
[ Sy3deSt2NATt o5 ¢

DS«
SNJ ST Sad:
I 1 SNR! NGSH|SSiy eldt tdd4 21 Kdzyty SNI 2NN a
vagycHRNB &1 f S3 ¢cKAt gRIBBI YN ST Si! 1

NG :
Gledgl gasy 1A

I gt tlall Rs al SYSt &7®) egreteshiliMSc)igapo H3IF I 6 Sy I LI
FIA&12T 1A 0.1 0 @S3p SaliescaaST dZNBYRSOFZSEYAR aoIny
gt t 1 al oy SkaNImthapks HalaNINE  @2f G2 R
ATHTFHESTNYAYDA I R Y oSHSORaGaEBT 2 G
L2T NOAsoly | @ttlrallRs]l 10® nn
rendé 1 ST ! Gttt &al T Rs]1 IN¥yeél 1 S@S| az&ay Ay3t
legmagasabb (17,1%) pediga2®F @2yl (1215 TSt SNBAISRANI ¥ @S
11T 1 0GA SNIS1TSO OMHIM:0 YSNINY{®

fokozattal rendé 1 ST !
20150 Sy

oSGl tdal ad

MZO0

alt

268



3.! 5 ¢hYZ 9w95a; b, 9Y

31.1 Ydzf GAYIl OA Ry HIKRIGENE (I A 65+t yedt £+t dl A
SNl S1Stid 1AKNGL a2

[ SASErTal I NI T @ATa3attaddz Kz23e | @GAT &a3atta s
az MNVk £ St yagt ttrtrdlAd | gt taitrRs1 1 $13
0SBYRaSASIWIEA DpaIRSNESR! a1ttty 2alidttez2T KFGa
| & SNIS|] FT S3ettdaltty ouSdy GUNRUATIdEO G SBS1 Sy

HO® Grtoft+tTFHAY YNRGA{TdzAa |w GSNNES

YNRGA] dzaat 3

| w GSNNf S| (Lckritkus..5S3&t t G lkfitikug)

2009 2011 2015

¢202NJ 1t a 3,19

YAGLELAT Gt a 2,98 3,08 3,03

9YOSNARA SNI F2NNI 2,74 3,07 2,81

¢SKSGasaaz2yR21 2,97 3,06 2,71

mal 4 leydeigid Gt a2 2,81 3,15 2,74

{1 SystéesSgal Gdsa 3,05 3,01 2,79

¢ St 2SagNliysSlyst S a 3,01 2,93 2,56

52f 321 5A 606Sft al! 2,71 2,96 2,51

adzy 1 NI&aA (I LOa 3,47 2,67 2,27

l wa{kKL¢ oOKdzY}t y 3,49 n.a. 2,33

C2NNY &Y /99Lwe¢ {dzil Gt a
I @gAT a3t td KFEd S@ FEradd F {NARGALdzA |w (SNNCE
YIT-883 S 9dzNks L*t oy YAl R! ab-ken & Bitikysesgakniaift | £ | {
GSNNESGS]T F o6Stal! 12YYdzyAlt OAs 3 |-8dziBivioBINA2 ]
voltak, addig 201 Sy | Ydzy { I SNI YS3&ai SN sasS saavysS3aa
NEYyRa&T SNB1 (SLISTGOS]T F INARGA{ldzAa 1w &TF{13GSNNTE
Aod GHMORHAHA TG Ydzilt G2t 68X K23& YA 2SSt Sy
20110 Sy S®deny2000nBE G2y G121 sy yAyO0aSySy FFRFEGFA

269



od GrtottTIadY 1w {AKNGt a2

wStfSyi!as3
(lcy SY 2S¢t tigeNhagydq

lw | AKNGL a2z YSNIS16Sy 25¢

2011 2015
YIyyesy artttdzy| |
R2t 32151 248 21
YIyyesSy aGrtttdyl F Y
YAERT FTAFF G 220 2ot
[ S3G1 0606 Ydzyl+h1!l NbSY 2 47 2,66

ARS3ISyYy yeSt gidzRRt &
YIyyeSy YS3 GdzRa2dzl Gl 2,64 2,48
aAyRSY Ydzy1t 11 NBSY O

(dzRdzy] oAT G2ANGIYA R 2,69 2,67
I all1al SNBSTSGiS] 0651 1,72 1,62

C2NN} &Y /99Lwe {dzib it a

I NBIXEPIKR! abx tStyegtttrtlriz2]1 1w allF{1SYoS|
szembe 201ben, mint2015% Sy @ ! £ S3AyIl 3200 (AKNGI &l YAYyR!
R2f 32151yt @OSNERSyeé{sSLISa 21 gSRStYSi oAl dGzaNnN
0SKSGaSaAS1tSeIa]1 SPSaosS 2 StSSHy (19 Benvpangpksieneseled  H 1 M
oS¥2tetatd GFNI2GGtH 1 @

320 Ydzf GAYIl OA2Yy}t f -keletS@ANG LI Al G251 yR WO SEI € F GF Ayt
@dS3A0SYSylG ot taz211t a21

I 1w YSYySRiI aSNB|1 ottt al Ivm 1Sa Lied wp SKelyizlyiRK I i s
SdzN» LI A NB3IAsoly YAEIR! abx tStyegtttlftlaz2] |
1SNBandNatoft T +Fd0ood

ned GtoftNBBROYSH Wkt {dzft &l

+t tG211+az2 I gt fd21tai

2011 2015

I Iw NIf&hBSNBLNEKY $Nady1 OF 350% 40,9%
I Iw NI fSGA LI NIYySNR ail| 236% 30,0%
mylAali2t3tts |w 0S@STSG 150% 21,9%
mylAali2t3tts |w 0S@STSG 16,7% 23,7%




+t tG211+az2 I gt td211tai

2011 2015

A HR feladatok ¥ dzy 1 @M &1 | { SNNf S 18,3% 20,6%
A HR feladatok¥ dzy { OAs {1 (A&l SN 175% 20,5%
lw {{/ fSGNBKz21T4tal o&tff 10,2% 13,8%
lw {{/ fSONBK2Ttalr NB3IAN 122% 19,2%

C2NNY &Y /99Lwe¢ {dzil Gt a

I @Al a3t td | 4dSdAga oSSR ad ST 1SoiriyS 1S DeSNBF2y G 2a Ot

GLEELYAYG YSIyrada 1w -@SyWI I SAMI &3 tatl B NISSISY & @t
nn altTrHES{toly SN alRlﬁd-oByl\ﬁiNi-iéﬁNJwENﬁﬁ
' YS3I|1 8NRSTLSDH oI ROMAE:S60Sy 1 S@oSy @ST SGaGS
ben csak 236% 0 ® ! {dzil Gt aoly NBald @S@g! 0S3S|
lyttftsly AyiSTIKSiyS| oAl2yez2a Iw (S0S1Syeas:
aHRfeladda 21 @A aall {SNNfsasS | @gSTSG!'KIT oFYA I |
& dzaeltySyyear @gtttlrtlrd std F 1w {Aal SNBSi sas

I tStyegtttltliz2] Iw (S0S1SyeasSaSAy¢yBRNY St Syl
11T LRYyGA 18 {NSNET (1SSt fys at 320 oAl G2aNdG 1T S3c:
ONNBE G2yl G121 s pRIGROEOHT REAYSNISG 1

po Gtof 4T IdY I-NPEEESASYS] 1 HTLBY & OWEE T GA

szerepe

A I =1 & NF z

, { | SIS L‘n, '\ éoogl Sglc;?lLJl I2§f§
SRSGSVUNS LALL ONs G 0| 230% | 198% | 278%
ftsf ny; J;mytz e t)\l Nj )\y eleV; QNS‘éIéSTqu 43.4% | 441% | 38,7%
ngga;f Susa AW JERSINAMAB 53006 | 3269 | 26.4%
5 é {g : %/5 t1+ Ség $o o é$y i SJ-Sff fiyf o 106% | 74% | 7,1%
maail SasSy 100% | 100% | 100%

C2NNY &Y /99Lwe¢ {dzil Gt a

271



I gttt GmMBaylItisEsywisS1l w fStyegtttrtradA &l Ay
AN} yeNGt atoly o6S01 f GISINEGRWMS \SASILIS NS a ig2wa til1 21
YSIAFATeSt KSgh ZmpK2PRT IHIAN Pl AAYSNIS10Sy Oal 118

gt fUE2 L (NEEYRY fl%ra)Sa y! GG | RSOSYGNI t RN E G Ot €
2796NF 0 | @Gt Eft Lt G217 1SGKFENXYFIRtoOolFY F 11T LRYL
alt YN T SYOSNAR SNIF2NNY & 31T Rt NB2Rt 8§30 SIiBNJ

AN} yesSt S1S0 sa {SNBGONByRal SNI o

331w 12YLISGSYOAt 1 Sa GdzRt at NI Yf tkélet-§ dzNGAEIGM y | C
fStyegtttrtlrarAytf

Ahhoz, hogy a HR szakemberek meg tudjanak fedglaib + € St ye @t t € € F G211 ¢
TAKNG 32 yEBISE b Gl W FNBAY 32 F2fabYrdtyl] StS|
15al 4S336t Sa |SLBaas3aasdt 16tf NBYRSEUSTYANT]

cd GroftTFrGY 1 1w all1SYoSNBlGa!t St @t
cz2yidz2aat 3
. (1 ¢ nem fontos... 4 nagyon
Kompetenma fontos)
2009 2011 2015
{1 Systesa KAGSfSéésﬂ
11FHLI0&az2ft 1421 12YYdzyAlt ( 3,68 3,30 3,47
LRS3IASY yeStgA& 12YYdzyAll 292 3,13 3,26
lw afl 2f 3t f ullu)l @2 I a0l i o2
'w YSNEZ 66 D0 3,24 3,06 3,27
{ OGN GSTAL 7\ 6Ked G § 8 XNBz §
GttGai GFatas aaNF GSIAlr) o2 2,91 3,01
«T £tSGA AaYSNBGS]T o0SNIS|] 321 2,88 3,00
lw AYTF2NXYI OAsa (SOKy2fs 307 2,67 2,76
C2NNY aYy /99Lw¢ {dzildt a
aAyRKItNRY {dzill Gt aArA S@o6Sy | aiSysteSa KAGST
1FLI0az2tl GNByRail SNII Sa SNBRYSyeSa 12YYdzyAit Or
St Pt Nra I Iw allF{1SY0OSNB]11St a4l SYoSy o sekySt £ S

Pt L2a AAYSNBGS Aa Fagw2 4t 8t O NKid1 Syl 2S5t Syas

272



AT © Gtloltdt 18138 Yt St GSGAT K238 YA |8 dadis NI Sy A D +
EStyaodt ttitr§FaT @ yEItFdishyRGE SRy & OVNINIENGG 2 (

illetvel  t Styegt ettt d21 1171 40GA GdzRt &t N> YEtH & |
Td GroftTFadY ! GdzRY &F NI Y21 ANl Y
cz2yudaz2aat 3
I (dzRt at N} Y21 A| (Lgnem fontos... & nagyon fontos)
2009 2011 2015
lyel gttt trdast I £ St 3,35 3,28 3,43
[ Styegtttrtelddst 1 | 2,88 2,62 2,69
[ Styegtttrteld21 11110 2,67 2,64 2,79
I fStye@tttlrtridaz21 1w 3,34 3,39
I fStye@tttlrtrdz21 1w 3,09
§32as38A (111 4d 3,06 3,13

C2NNY &Y /99Lwe¢ {dzil Gt a

AGAT a3t tG ARV aill1oly Glooall NI A& YSbehtat G121 2

f S3¥2yG2aloo06 1 Fyert@gtttrtraGast + €St yegttfl
oSy | tStyegtttltl 21 |w NBal f SegdnfosabbBdkNt (|
20156 Sy  Aayvysd 1T Fyel@gtttltlrddst | tStyegtf
f S3f2yidz2aloox FT12yoly F I w NBalfsS3aSy oSt Nt
kapott.

4.m{ { 9 D%; {

| KK2T =2 K23& Klalyz2a (I yikdéed@dgNBILI A R KA tatatdeytl |
1S0S1SyeasSaSAFESYBERKNGEEA&T BF T YIS INBIASING/ N 16 S i
a1 SNBLISG Sa Iw 0S@S1SyeasasSia| altetdzaat arAid
¢l ydz Y yedzy y&lE Wil 9vMINBSMIo Yy YA I R! abzx fStye
SNAYy RlalTody @t £t G214+ a211F G LNk ot f ( derjedetnibkok & a1 ST
miattcOal | yez2Y2106ly GdzRidz] FSt GAttlLyaGltyA TG |
1dzi Gt a6y 1 Stygtid KFEd SO a2N) k| aal S3e A2
I F2yGz2aloo 11 @SG1STGSGsasSy 11171340 ca8aSYt Ni
11T 1460 YS3aAyrdd + 1w MpaEl SIS cadNNTESHRITA ad |

273



gST Si! GS1TAYGA NTESGA LI NIYSNYS] nlmagasw &l I ]

kompetenciaSf @t N} a2l a4 F23rfYlrTylrl YS3ae 11 Stygft
NEsalfS3s] LINRTFSaalAzylrtAalttsREatyLrl | 2S5t SA
11 8SG1STYSyeSs: zkpIe 1(O0aLBYEX OF wsN] FANIFI & SIT

decentt £t AT+ OAs F211 o ] AYF2NXYI OAs1SOKy 2f 5 3Al
gt G211+ az2falble KXt @tE € G217 StESGS0ST YA |
T ST S10Sy NBal GtdoS@! all1SYoSNB|1Sie | tS3TF2Y
azond y (2@t 060N A& I &l SystesSa KAGStSa&aS3I YI NI

Lo 1dz F GH1a /TRNEWA FAded F Gt & £ S3AF2yG2alro0o6 12NI+ aF
grttrtradA YAydl ySY NBLNBISyildlFdNgT dzaelyaAa
f STNT RKSG! [IdziRH §=2@a 219 NIy GG 321 A &1+ Y N @

Lwh5! [ haW9D, %; Y

Belizn, M. J.¢ Gunnigle, P¢ Morley, M. (2013): Determinants of central control and subsidiary
autonomy in HRM: The case fdreign ownedmultinational companies in Spain. Human
Resource Management Journsbl. 23, No. 3, pp. 26278.

Brewster, C.¢ Mayrhofer, W.¢ Smale, A. 2016): Crossing the streams: HRM in multinational
enterprises and comparative HRMuman Resource Management Review, Vol. 26, No. 4,
pp. 285¢297.

Dowling, P., Festing, M¢ Engle, AD. (2013): International Human Resource Management. London:
SouthWestern CENGAGE Learning, 368 p.

Evans, P Pucik, V¢ Barsoux, J. (2002): The Global Challergameworkgor International Human
Resource Management. Homewood: McGr+hhll/Irwin, 554 p.

Harten, J. vaig Cuyper, N¢ Guest, D¢ Gugate M., ¢ Knies, E¢ Forrier, A. (2017): Special issue of
International Journal of Human Resource Management and employabilitynteamational
perspective. International Journal of Human Resource Management, Vol. 28, No. 183(g. 2
2835.

Kim, Y¢ Gray, S. J. (2005): Strategic factors influencing the human resource management practice: an
empirical study of Australian multinat@l corporations. International Journal of Human
Resource Management, Vol. 16, Nopp. 80€830.

Lewis, P.C. (2005): How the East was won.-Newk: Palgrave Macmillan, 222 p.

Morley, M. J ¢ Minbaeva, D¢ Michailova, S. (2018): HRM in theafisition statesof Centraland
Eastern Europand theFormer Soviet Union. IBrewster, C¢ Mayrhofer, W. (eds.): Handbook
of Research on Comparatittuman Resource Managemenrt 2dition. Cheltenham: Edward

Elgar Publishing, pp. 46436.

274



Morris, S.¢ Hammond, R.¢ Snell, S. (2014): Aicro foundationsapproachto transnational
capabilities: The role dnowledgesearchin an everchanging world. Journal of International
Business Studies, Vol. 45, No. 4, pp.c4Q5.

Poole, M. (1990): Editorial: Human Resource dtmment in an International Perspective.
International Journal of Human Resource Management, Vol. 1, No. 1¢pp. 1

t 2 5 NENYEPAC Gross, A. (2010Human Resource Management Practices of Large Multinational
Firmsin Hungary 1982005. Acta Oecamica, Vol. 60, No. 4, pp. 460.

t 25 NEF Mk a2 C® 6al SNy ®0 oHnmuOY #GFEF1ddfs SYo
KSteAr St yeogistat vaSdeNilya Ky w I DISRI £ €1 Y {T Ry G La

t 2 5 NKaro®Zs.c Dobraj K¢ Slaviez ¢KérekesK.¢ FarkasF.¢ Engle, A. D. (2014factors
Influencing Human Resource Management Solutions at Subsidiaries of Multinational
Companies in Central and Eastern Eutdioeirnal of EastVest Business, Vol. 20, Nopb. I¢
27.

t 2 5 NEngI&YR O Brewster, C. (eds.) (201 HRM in TransitiogPractices of MNGubsidiarien
Central and Eastern Europe, Russia and Kazak(4582016).Y 2 Y I NJpety¥ Univapsity,
290 p.

Reiche, §; HarzingA- W. ¢ Pudelko, M(2015): Why anthow doessharedlanguage affect subsidiary
knowledge flows? A social identity perspective. Journal of International Business Studies,
Vol.46, No. 5, pp. 52551.

Schmid, S¢ Dzedek L.¢ Lehrer, M. (2014): From rocking and boat to wagdime dog: A literature
review of subsidiary initiative research and integrative framework. Journal of International
Management, Vol. 20, No. 2, pp. 221.3.

Smale, A¢ Bjorkman, 1.¢ Ehrnrooth, M.¢ John, S¢ Makela, K¢ Sumelius, J. (2015): Dual vaue
based organizational identification in MNC subsidiaries: A multilevel study. Journal of
International Business Studies, Vol. 46, No. 7, pp¢783.

Sparow P.¢ Schuler, R. & Jackson, S. E. (1994): Convergence or divergence: human resource
practicesfor competitive advantages worldwide. International Journal of Human Resource
Management, Vol. 5, No. 2, pp. 2&R9.

{T 1t O@iok, M.c AlaB, Rg Kerekes, K~ S0 SYY2VWeldNI [/ &t Lls S Deé-®d OdHAM
SdzNF LI A £ ] dzf tyaY . StakckKGIFKBPASHE L Wd aal SNJ @0 Y
YSYSRT aYSyido . dzRIFLSadyY ' {IRSYAIA YAIRs5XI nom |

2 | 01 & Bendix®n, Mc Rijamampianina, R. (2007): Builditexibility into multi-national human
resourcestrategy. a study of four South African ritiunationalenterprises. International Journal
of Human Resource Management, Vol. 18, No. 5, ppc®28

275



Ym{ %mb9¢b K L[ +#bNC¢#{

I AT 8NI 1] INEly 11ail1ys8dsa Y2yREYEFT F / Sy NI f
Team (CEEIRWww.ceeirthrm.eu) tagjaih { = 1 A1 FRIFG3eAL2iSaasSt Sa
2t NXzf 11 K211+ GFydz Ytyeédzyl fSGNB2lI G§G§SKST o

276



a;, bY! OwptNMUNK 9wp a9Dc¢! wivthiw{d2#MDhib H N M
2017 9b 9[ xtab®Wwedr; 9 Y, 0CdYoW{.!9bbY

LABOR SHORTAGEABOR RETENTION IN HUNRY IN LIGHT OF AN
EMPIRICAL RESEARCHEA1Y

thjw W %{9C
t K5 5{O0x S3&8SGSYA (I yt NJ
{1 Syd Lad@gty 938SGSY D¢y
poorjf@t-online.hu
W #{% ¢Na9!
SAPconsultant,
Hostlogic Co.
juhasz.timi@hotmail.com

¢j ¢l Y!rel[Lb
¢ |y arhSSN/Al |
{TSyd Lal@gty 938S8SiSY
Toth.Kata@gtk.szie.hu
I {!t] L[]5LY]j
PhDhl £ € 3 (5
{TSyd Laldoty 93&8S8SiSY
csapo.ildiko40@gmail.com

Absztrakt

! Ydzy {1 F SNI KAt ye yIFLRelFAy]l] S3eAl 1dz Oa{1SNRS3

oSTz2teéetazt 1 St@gtyR2NItas I 1SR@SI!'{itSy RS
bSt Nf A O0SNJNflyoasasSie 91 ST KFGtat NI F2121 2
Adsyeft! G(SNNtSGS1Sy Sa LRI NOAs{olyd !'T StyYg
GAT &3t £ ddzl | Ydzy 1l SNI KAtye@ S& Ydzy1l Sakd YS3i!
Yt 82RA]1 TSt YSNBaNy]06Sy -§in oR 2l BNBdznS1i 3t d 49 1
INGtyadzy, OtT12fyA | 28St1 SG0G SYLANR] ] dz& DAl &3t f

fS3g2ro60 YI3I&FNBNERItIA GNBYRS]16iGd I mayasyS &BSiidj

tapasztalatokkal.

Kulcsszavakrdzy 1 F SNJI KAt y&3> Ydzy1lF SNl Y@Ra&dl NIt &aX NRBO

277


mailto:poorjf@t-online.hu
mailto:juhasz.timi@hotmail.com
mailto:Toth.Kata@gtk.szie.hu
mailto:csapo.ildiko40@gmail.com

Abstract

Labor shortages have become as one of the key issues in the life of the companies, which is
heavily influenced by migration, unfavorabtiemographic factors and wage differentials
among countries of the European Union. As a result, there is a shortage of workforce in areas
and positions requiring special knowledge and competencies. Over the past two years we
have examined the issue of labsihortages and retention in Hungary two times (2@l

2017). In our second survey, we used 401 from the response of 703 organizations to our
present article.In our contribution, we want to outline the results of our empirical studies

and the latest treds in Hungary that we have experienced in this area. Comparing our
domestic experience with international researgksults we highlight similarities and

differences in this field.

KeywordsLabor shortage,Jobretention,Migration and robotizationLabormarket
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Abstract

The purpose of the study is to examine the appearance of social cooperatives in Hungary and
their market situation in today's Hungarian labor market. My aim is to make the reader
familiar with social enterprises and themportance in the field of business. Withihis, |
present the aims and the circumstances of social cooperatives. | take into consideration the
atypical forms of employment that emerge on the labor market; | would like to present the
employment agenciessocial cooperatives, social enterprises, their importance and the

impact on the labor market. During the study, | look at a significant segment of atypical
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employment in the life of labeleasing companies, too; to employ more and more demanding

people wih reduced working abilities today.

Keywords:Social entrepreneurship,Social cooperative, Atypical employment, Workforce

rental, Disabledpeople
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Abstract

The existence of atypical employment has serious economic reasons: globalization and the
everchangingmarket evoke new expectations and effective @oyment conditions from
employers. The shift created new employee demand, too, to which not everybmdy (
disabled people, women, employees with serious drawbacks) is able to adjust. Economic
researches expressively show that the ratio of atypical exskrows in Europe. Among
these, especially patime work, telework (home office), seasonal work, fixed duration
employment, job sharing and temporary agency work became/become more and more

popular.

The most crucial outcome of employment rehabilitatimmwork itself. Due to Hungarian
Statistical Bureau, the ratio of disabled workers in Hungary was 20.8% in 2015, which is
significantly lower tharthe Europeanaverage of 50%. To increase this number and to
strengthen both economic and social powers ofatlied people, atypical employment

especially mainstreamcan be a solution.
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The major aim of present research was to contribute to the employment of disabled people
in the South Tran®anubian Region of Hungary by strengthening CSR and inclusive

perspetive of local companies.

KeywordsDisabledwvorkers,EmploymentAtypicalworkers,Employmentehabilitation
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Abstract

In examining the HR practice of small and medgired companies, we encounter more
difficulties. On the one hand, there is no uniform definitimithe size of small anchedium
sizedbusinesses, on the othdrand the picture is very mixed within the cagery. More and

more people point to the fact that besides the size of the company, industiactivity, age

of companies, owneiand other characteristics also affect the functioning of SMEs, including
their human resources management practices.

In our literature review, we discuss the special features of the HR practice of family SMEs
within the SME sector according to four questions: recruitment and selection, training and
development, performance appraisal and compensation, and organizational culture.

Keywords: HRM practicBmalt and mediurssized enterprises (SMEgmilybusiness
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Abstract

This paper is a creative attempt to link two worlds, the symbiosis of science and art. The holy
and the profane meet. It is merely a matter of point of view that here and now the science is

the holy one, which is inspired by the profane. Otherwise, it ¢dag the contrary, too. |
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synthesize the rationality of the professional practice of organizational development with the

intuitive message of art and lyrics. Synchronicity enhances the contenbhvisuslynot a
causeand-effect relationship, butacgiOA RSy OS 2F (g2 202SO00APSaQ Y
nature of synchronicity, so far only one observer, me, had experienced the two separate
phenomena in their context, this publication contributes to a wider understanding of the
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Abstract

The operational efficiency of organizations depends essentially on the proper functioning of
the processes. The differemuality management systems and philosophies consider the

development of a proper process management approach as a fundamental element.

Nowadays in Hungary an&urope the operation of higher education institutions is
characterized by quality assurance. TH@Mbased design and operation of these systems

are justified. Competition in the higher education market is intensifying. In the European
Higher Education Area, the improvement of quality management systems of institutions is
strongly supported by the ahdards and guidelines of ENQA. The MAB also considers this
document a basior the accreditation processn the recent period, we have developed the
corresponding procedures and processes taking into account the document approved by ESG
in 2015.

In the presentation, taking into account the first experiences, we examine the standards and
guidelines, as well as the possibilities of applying the maturity models of organizations and
processes in the improvement of the quality and operation of higher educatistitutions.

We conclude that in the implementation of appropriate process management approach is

essential to strengthen market position and the quality of education.

Keywords: Quality management, TQM, ENBRcessnanagement
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Abstract

Today, the most common values associated with Europe are culture, antscreativity.
Artistic performance, individual creativity, and the resulting profitability, which is based on
intellectual royalty¢ the combination of which define the creative industfifhe concept
contains certain dualities like high and mass culture. The cultural creative industry is forming

bridges across the areas of arts, culture, business, and technology.

The economical process of the transformation of traditional manufacturimbvatue chains,
along with the emersion of the digital economy, has begun in the preuvicsadeand
becamecommonplacein the near past. Our most valuable resources today are quality

content creation, innovation, and the ability to evoke emotion.

Economiccreativity is a dynamic process, whighwith the help of innovation, technology,
and business practice; leads to an economic advantage. The topic of economic
competitiveness does require however the understandinghef mentionedspecial area of

busines, as well as meeting particular management challenges.

Keywords: Digital econom@ulture Arts, Creativity Technology
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Abstract

Potential solutionso LINE 4 Sy i RI@aQ SYy@ANRBYYSyuGlf FyR a2
environmentally and socially sensible functioning of business organizations. Social
enterprises, founded to provide financially sustainable solutions for social (and

environmental) poblems, serve as good examples for the socially and environmentally
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sensitive functioning othe business Social enterprises follow both economic (market
oriented) and social (and/or environmental) goals at the same time. These goals might
contradict eachother, andthe clash of business and social missions leads to tensions during
enterprise functioningThe pesentpaper aims to introduce and reflect on these tensions
based on a literature review. We reflect on operating tensions emerging for enter@ssas
result of their multiple commitments. Our conclusion is that although from a theoretical point
of view it is easy to recognize that tensions are definitive characteristics of social enterprises,
still, lack of empirical research, both in a Hungamaa international context, significantly

complicates implementing empiricalbyased policies for social enterprise development.

Keywords:Socialand environmental problemsSocialenterprises,Multiple commitments,
Tensions
1.. 9+9%9¢; {
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9dzNF LI A . AT 200G4&t9H0 iSiyolT YSEBIYKIST STHpyhQEOLIOA 5 (1 S K
|l yT S& 71dzf G GgNI 2t yI 1 (Zdhraét S.NIOOYI NOt 2+ G | Nyt tal ¥
Gt NEIFRFf YDSONB ySEEe|ag NSBNaNSS] I F T REF &L 3A OLIAL OA
(Roh, 2016)9 OSft 21 T 2y ol y 3&l 1 NhkyazNSlXXeSvtAay$q B NJ
1Nt RSGsasS|y NaGl1lTsasS LSRA3IT FSalNfdasas|isSa
da0NYzl GgNY 2t 6s5f FlL{FRs FSail NfG&as3IsS] (Smitht NBI R
et al., 2013).
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Abstract

Sport promotes the emergence and strengthening of a number of personal attributes and
skills during thesport socialization process. For companies, the athletic competence can be
regarded asn essentialfactor, for strengthemg the corporate human capital. The purpose

of the research is to explore and to make visible how ¢benpetendes developed by the
sport can prevail most effectively in the labor market. The method of this reseanth
addition to the secondary literature researehs a questionnaire based online survey. The

sample of the research is given by currently active a#isleover 14yearsand previous

FdKftSGSad 'a | NBadzZ G 2F GKS NBXaSINOK Ad Oy
be an important element of the talent management strategy of companies, because the
FGKE SG1SAaQ LISNE 2y | fveloped ihiddigh spirSattivity (gueh & fighting & RS
spirit, endurance results orientation, teamwork) are also visible in the workplacé&sr

enhancing competitiveness, these skills and personalites be decisive factors for
employers.

KeywordsAthlete, CompetencyHumanresourcesPualcareer,TalentmanagementHuman

capital
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Abstract

The aim of the study is to show the importance of dealing responsibly with the family
businesses process of transmisswith its correct relevance and methodologyn time
(before the retirement age of theperpetrator). Through our own examines, the
collaborations with the members of the National Changing and Crisis Management
Association and wit the analysis of the consultative cases (project lessons) that we collected,
during the application of incorporable and best wed processes there has always been a
fundamental methodological question and a dilemma to be solved to have a transmission
with a minimum of risk and even more successful completion of the business assets and
operations. With this philosophy and aim ofwd#oping methodology has FABU been bgrn

the method of responsible transmission. We are trying to make mettaqature tests from

the feedbacks of the organizations who are using this method. Although the processing is not
affecting a determining number Isinesses to give a correct answer to all the questions and
problems of transmission, we already have some encouraging experimental results that can

be safely considered to be a factor for the success of the transmission.

Keywords: Family Busine&&spongile inheritance ,Counselingases, FABU methoéroject
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Abstract

The purpose of this article is to examine the determining factors o the necessity and
eventually the mutual utility of industrial relations starting from the theory (Michigan and
Harvard models, employee or labor relations), through its potential role in the human capital
or the labor market segmentation. We will also take a look at theaichf the global

economic crisis on collective bargaining coverage and trade union organization.

At the end of the theoretical logical construction, the dimensioheédustrial relationsand

the elements influencing their operation are identified, grodp&round six statements. We
consider it important to point out that, in our view, the partnership of industrial relations
ensures a higher level of satisfaction to all stakeholders than when handling the other side as

an opponent.

Keywords: Industrial refions, Michigarand Harvarémodel
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Abstract

The study focuses on leadership excellence by examining the results of a primer,
guestionnairebased survey conductedmong chief executive officers and top leaders in
Hungary. The 103 respondents do not ensure representativity, but at the same time, the
results are suitable for orientation and trends identification. We describe the determinants
2F 0KS fSI RSINER R ST I2ZQIAVSNEI (0 K| diredtlyNdsteamp f | {
the own organizational unit, the whole company and the management as a profession.

Due tothe dominant, descriptive approadb the research, we can learn about the features
related to theHungarian chief executive officer professiddsg we have conducted cluster
analysis to identify top management teams and make a proposal for the conscious

development of top leadership excellence.

Keywords: Leadership, Leadership Excellence, Leadeeshefppment
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Abstract

The globalization and internationalization provide many opportunities in different ways in the
world. One of these is the process of internalization of higher education. It provides new
possibilities not only for the institutions and its teachers but &gdhe student'spermanent
developments. The migration for studies has two main groups the graduation (aiming for
diploma and collecting credit through theredit system. In thispaper, the students
participating in the diploma programme career path wilbe described Firstly in an
international sense, then those Hungarian speakers who live outside of the Hungarian
02NRSNE FYyR addzRéAy3da Ay GKS K2YS O2dzyiNEB QA
The research uses data from the Graduate Career Tracking Systeeene20112014 This
dataset contains data from 1,746 students of theighbouringregions (including Serbian,
Romanian, Ukrainian, Slovakian, Austrian, Croatian and Slovenian). Duringséaech,|
examined the ratios of those who had gone home and ¢ltsenomic and social reasons

behind it. | also write about the career path of these young adults.

The results could begreathelp for the higher education institutions in abroad because they
are able tasee, which region what kind of scientific fieldargst these students, what majors
are theylacking.Also,we can see what factors are contributing to their career ways after

graduating andong-term plans.

Keywords: GCYoungpeople from abroadStudentmobility, Careersinternationalization
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Abstract

The study aims to give a comprehensive view on the Hungarian language education of those
living in the Hungarian Diaspora. Through the reviewthaf international literature, the
authors examine the situation and position of Hungarians living outside the borders and the
preservation of their identity as well as the history of their language edoicand its current
trends. As a case study of the identity preserving activities of Hungarian Diaspora, the authors
introduce the communityorganisingactivities of Hungarian Diaspora living on the different
continents, and their Hungarian language edumatwith its advantages and problems as
well. Besides this, the study compares an Australian, Nartterican and Lat#\merican
school and their language education as well as the identity preserving activities of Hungarian

Diaspora living there.

Keywords: Hungarian diaspodagentity, Languageeducation, Hungarian school
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1T Stygtid SGGAT SRS1o0Sy | 3f 2@R2SXidlydss Sal WHZ
FStoz2Yfttals g2 @F3& geNl 12y0SEGdz tATHEG y¢
YyS3asStSysasSs 1T 9dz2NkLI A ! yAs o! gNfSasS 3Jel

yeSt @S1 al SNBLISNI I 2| gUaANXARAE K20 F56 P& SARIE
Sa YAYRSYYylILA 32y R2f 1 2Rt aldxz G20t 006t KIFGt aatl
yesSt gA& OQaz2LR2NI2yePi DRGBANAYHNBF RE{ YjRarthd 2 Nt A
2003).!' 1 AfeSy ogttaz2l2mMRrlRB2] a63¥5SFRNB LNk o}
3t20Ft AT+ OAsa F2telYlIda21 11084181 GdsoSy 1 1
Sa Gt NARIRIFIfYA AyiGSTysyesSy SttSy! NI sasoSy:
RSY21NY OAt {11 ¢ al SYOUSIy1 T K+t va2dai 2 § 6 03/10SSvtiysSy @
Ydzt GA{Qdzf GdzNI £ AT Ydza 2S3e8So6Sy || yeStga 0&azlLiR!
YAYRSy S3éS8Sa 0az2Ll2 NI NBal #SiGSt Sio YA YNy t v ded
Bartha, 2003; Androutsopoulos, 2018)F LJ2 Ay 1 GSYRSYy OAt Al @Al a3t
az211rft 3@2NREI 00 GSYLIBOlLY &l 2NMzZyl |1 @Aaall x
01 NI Sy SGtnabRanay 1999; Krauss, 1998; Bartha, 2003; Fenyvesi,®005) Y N 3
S3eSa yesStgS|1Safeyodanoda SBeEYI | o0QAft IyesSt
NE Ot &t N & 3 TIRHINBIARGAYIAA {Syeal SNI GSNBYGSGS
1Aa800as3S1 25 NBalS || yeSt@gOaSNBG StA tay
FSEFROIAA id 0@ SK | §alylb7D;BrthaN1999{i2608;JAhdibutsopoulos,
2014). b St A &1 SYLRyYy (o5t SNl aSy @gSaistesSiasi
oSailsttr1111&aas3asyis FK2f 1T SNBRSGA yesStogN]:
(Grenobleg Whaley, 1998; Bartha, 2003; Henry et al., 2017).
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yStesS|y S3e R20G0G 0az2Ll2NI St SiSia(koss, 1966y | | Y
|  dzZ3SYy > MPTHT . FNIKFYE MbpdpE wHnnoT . 2NDBSfexs

Henryetal., 20179 38 yeéeSt @ @l fsRA @SaistesSidisSisSadasa
Gt NBEFREFEYAS LREAGATFA 11 NPyt SESAl Y Z¥NHIYAYS
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f SS3eal SNKEaANG! = KA&al Sy FySttSdiaz kKz23e ST S

I FFS{TONG GsyeSi!{11St S3aeNdad @r3ae 121 SttSy

(Bartha, 2003, 1).
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SNIS1S A& 0al11S8yz YAllioSy oFi Fy3z2f vYvSttsSi

AT AYGE AavYBINDE SEI &0 y|esyit @ A6G8d 1909083k @raakanyas,t | R G
2000; Bartha, 2003).
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