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Keynote Speeches  

 

Some Key Notes on CreaƟve Enterprise in a Troubled World” 

 

Dr Peter Sharp, PhD, MSc, BA (Oxon), PgCHPE, PgCRDSupervision, PgCRM, FHEA Assistant 
Professor of CreaƟve Enterprise 

 

Peter is an Assistant Professor of CreaƟve Enterprise at Regents University London and a 
ChrisƟan who is an elder at his local church in North East London. He has over 20 years’ 
experience of research in Knowledge Management and Learning in OrganisaƟons. He is an 
experienced trainer of supervisors and life coach in business and has run numerous cross-
disciplinary events, authored over 200 arƟcles, and is a passionate arƟst who runs staff wellbeing 
events. He is delighted to share his keynote with you enƟtled “Some Key Notes on CreaƟve 
Enterprise in a Troubled World”. 
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THROUGH THE LENS OF EVIDENCE: A CRITICAL OVERVIEW OF THE SOURCES PROS AND CONS 
AND A WAY FORWARD 

 

Katarzyna Tracz-Krupa  

Katarzyna.Tracz-Krupa@ue.wroc.pl Poland Worclaw University  

 

Abstract 

 Evidence, and data, according to the Economist (2017), is valued as much as, or even 
more, than oil. This value is likely to keep increasing as organizaƟons have to deal more with 
complexity and uncertainty and socio-economic ecosystems in which they strive become more 
interconnected. Indeed, the ability to take informed and evidence-based decision making is not 
only a skill but a paramount pre-requisite for leaders in today&#39;s organizaƟons. Knowing the 
evidence and being able to evaluate the evidence in a criƟcal manner is important and invaluable 
in such fluid environments. The boƩom-line is that managers and leaders need to acquire the 
capability to become evidence-based pracƟƟoners. Evidence-based management relies on four 
sources: personal experƟse, researched knowledge, organizaƟonal data and stakeholder 
influence. On evaluaƟng each, one discovers the potenƟal of each source but also the potenƟal 
limitaƟons. This keynote provides a criƟcal overview of each but more than that, it goes one step 
further to propose how managers and leaders can uƟlise each of the sources benefits, together, 
to shape high level quality decisions that minimise the likelihood of erroneous course of acƟon. 

 

Keywords   Evidence  

Sources 

Pros and cons 
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Special Sessions  

 

Chat GTP - a revoluƟon for Intangible Science? 

In January of 2023 the world was awaken by a new “revoluƟon” called ChatGTP – the 
tool that knows everything and writes any PhD thesis in one evening ! ? Is it true and how can it 
change our science ? We well ideas, experiences, thoughts and feelings about this new 
instrument.  
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CompeƟƟveness,  GlobalizaƟon & The  OrganizaƟons  

 

 For Economists CompeƟƟveness is a goal, globalizaƟon a fact. How can organizaƟons del 
with both realiƟes, and how do Intangibles relate to this duality ?   
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Debate: Is it really   possible to make  business and science  work together?  

 

Panelists   dr ConstanƟn BraƟanu  

   prof. Susanne Durst  

   dr Tomasz Kalinowski  

   dr Beata Krawczyk-Bryła  

   prof. Gaby Neumann  

   dr Darlene Russ-EŌ  

   dr Michał T. Tomczak  

Piotr W 

 

Is informaƟon relevant, true or just noise ? 

Do you listen to others or do we just put ideas online to show-off and survive? 

How can scienƟsts work together nowadays ?  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



11 
 

integraƟng sustainability into training curricula at universiƟes  
 

Małgorzata Zięba (Gdańsk University of Technology) mz@zie.pg.gda.p 

 

The recent Eurobarometer survey on European ciƟzens aƫtudes towards the environment 
demonstrated that 67% of the Polish respondents believed companies and industries are not 
doing enough to protect the environment. In the same survey, a quarter of the respondents 
believed that providing more informaƟon is one of the most effecƟve soluƟons for helping tackle 
environmental problems. In order to change the situaƟon, it is necessary to integrate the 
elements of sustainability into the curricula of Higher EducaƟon InsƟtuƟons (HEIs) to prepare 
future workers and managers for the new challenges. Gdańsk University of Technology invites all 
TAKE parƟcipants and your colleagues to the IntegraƟng Sustainability into Training Curricula at 
UniversiƟes Workshop on June 28. We will discuss the current state of sustainability 
management issues and the possibiliƟes to integrate topics related to it at universiƟes. You will 
hear about soluƟons and courses availanble free of charge for the implementaƟon at your 
insƟtuƟons. The workshop is targeted chiefly to teachers/educators and management at 
universiƟes. ParƟcipaƟon in the workshop is free of charge 
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Doctoral Workshop 

 

Erasmus students and the development of human capital: moƟves, benefits and barriers 

 

Diana Costa  

1007diana7001@gmail.com Portugal Universidade Europeia  

Eduardo Tomé  

eduardo.tome@gmail.com Portugal Universidade Lusófona de Humanidades e 
Tecnologias 

 

Abstract  

a) purpose 

The purpose of this study is to understand through the moƟvaƟon, benefits and barriers, if an 
ERASMUS student develops his human capital. And if this development will be a compeƟƟve 
advantage in the labor market. 

b) design/methodology/approach 

Methodologically, we explore the relaƟonship between parƟcipaƟon in ERASMUS programs and 
the development of human capital through semi-structured interviews with students from 
different Portuguese faculƟes. 

c) theoreƟcal base 

Formal educaƟon aims to develop and increase the skills and knowledge of individuals. This 
learning is an investment in human capital since the student makes the raƟonal decision to invest 
his effort, Ɵme and money in his studies. The individual makes this investment because he 
expects the benefits to outweigh the costs. From a more pracƟcal point of view, the person hopes 
that this training will allow him in the future to have a job with beƩer working condiƟons and 
salary. 

d) results or expected results 

A student does ERASMUS because he wants to have an internaƟonal experience with his friends, 
to do beƩer academically, to get to know a new country and culture and to start an internaƟonal 
career. The benefits of this experience are related to an opening of the mindset, to the 
improvement of language and the acquisiƟon of news explicit and tacit knowledge. Although 
there are barriers, such as the huge amount of paperwork and cost, this experience will improve 
the students' employability and prepare them to be global managers. 

e) originality/value 

This study is beneficial to many players, such as universiƟes, individuals, companies, and naƟons. 
In addiƟon to this diversity, this study differs from others by relaƟng ERASMUS to a new 
profession, the global manager. 
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f) pracƟcal implicaƟons 

By knowing the main moƟvaƟons and benefits, universiƟes and countries can develop beƩer 
strategies to promote this mobility and thus increase knowledge flows. In turn, individuals will 
have confirmaƟon that this experience is worth the investment as it has posiƟve consequences 
in the labor market, and companies will understand that people with internaƟonal experience 
already have the adaptability, global mindset, and tacit knowledge that are fundamental to the 
global age we live in. 

 

Keywords  

Erasmus programme students mobility human capital 
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Inclusive EducaƟon; Case study 

 

Marisa Canastra 

marisacelestecanastra@gmail.com Portugal Universidade  Europeia 

 

Abstract  

Historically, aƩendance of students with disabiliƟes and Special EducaƟonal Needs has been 
remiƩed to answers based on segregaƟonist and exclusionary views (Freitas, 2008). 
Nonetheless, a new understanding, grounded in the recogniƟon and respect for diversity, placed 
at the center of the poliƟcal and academic debate the principles of an Inclusive EducaƟon 
(Ainscow, 2009). 

This perspecƟve refers to an educaƟonal intervenƟon centered on the potenƟal development of 
the student, in which teachers take on the role of mediators. These mediaƟon funcƟons oblige 
teachers and other educaƟon technicians to redirect tradiƟonal assessment and intervenƟon 
towards a more dynamic, mulƟdimensional approach centered on the potenƟal of children in 
the context of a school for all. 

This work of reflecƟon, invesƟgaƟon and applicaƟon developed in the case study Escola Básica 
com Secundário de Santo António, illustrates how, on the one hand, mulƟple explicit concepƟons 
persist today, of a theoreƟcal and poliƟcal nature, and implicit ones, such as values and aƫtudes, 
which mark narraƟves and educaƟonal pracƟces that are planned to be inclusive. 

Taking this framework into account, the arƟcle presents a study, carried out with teachers and 
non-teachers who work in the field of Inclusive EducaƟon. It is a qualitaƟve research that had as 
objecƟves: idenƟfy the concepƟons of Inclusive EducaƟon of teachers and non-teaching staff 
and understand the possibiliƟes for implemenƟng this educaƟonal philosophy in everyday school 
life, using the Social and Biopsychosocial Models as a basis. 

 

Keywords Inclusive School  Exclusion 

IntegraƟon   inclusion  learning 
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The Challenges of Banco Crédito Agrícola in Portugal to the European Commission's 
Sustainable Finance AcƟon Plan 

 

Osvaldo Peuyadi osvaldopeuyadi@outlook.pt Universidade Europeia, Lisboa  

 

Abstract 

This arƟcle relates to the necessary changes that Banco Crédito Agrícola in Portugal has to 
consider; at the level of strategy, processes and organizaƟonal culture; to meet the European 
Commission AcƟon Plan for sustainable finance, published in 2018 and that obliges financial 
insƟtuƟons to redirect capital flows towards more sustainable investments in order to ensure 
sustainable and inclusive growth, manage financial risks arising from climate change, resource 
depleƟon, environmental degradaƟon and social issues, as well as promote transparency and 
long-term vision in economic and financial acƟviƟes. (EC, 2018, p. 2) 

The study seeks to give greater relevance to the approach on Resource-Based View and Dynamic 
CapabiliƟes, supported by knowledge management insofar as they may consƟtute the main 
sustainable compeƟƟve advantage for Banking in Portugal to meet the challenge that the AcƟon 
Plan described above poses to it, regarding sustainable finance. 

The preferred methodology includes a qualitaƟve and a quanƟtaƟve part. The qualitaƟve part is 
supported by Grounded Theory (applied to interviews of key posiƟons of the insƟtuƟon and 
taking into consideraƟon the sustainability reports of the 2013-2020 period of Banco Crédito 
Agrícola) and the quanƟtaƟve part follows Confirmatory Factor Analysis, with the result of two 
samples (one addressed to Portuguese populaƟon and the other to employees of Banco Crédito 
Agrícola based in Portugal).  

The analysis of the results and the conclusion point to a relaƟonship between sustainable 
finance, knowledge management, Banking in Portugal; as well as the need for strategic, cultural 
and process changes that is posed to Banco Crédito Agrícola, in the context of the development 
of organisaƟons. 

Keywords: Sustainable finance, Knowledge management, Banco Crédito Agrícola in Portugal; 
strategic, cultural and process changes. 
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Parallel Sessions  

 

A CONCEPTUAL THEORETICAL FRAMEWORK FOR KNOWLEDGE SHARING ON DIGITAL 
PLATFORMS: THE ROLE OF KNOWLEDGE LEADERS 

Rachel Barker  

barker@unisa.ac.za South Africa Department of CommunicaƟon Science University of 
South Africa  

 

Abstract 

The raƟonale of this paper is to explore the role of knowledge leaders for knowledge sharing on 
digital plaƞorms in knowledge-based organisaƟons. Although leadership research has called for 
consideraƟon of digital plaƞorms and the effect thereof on leadership, leadership for knowledge 
sharing has hardly been invesƟgated. This study sets out to extend on exisƟng viewpoints by 
looking at it from a knowledge management approach. A systemaƟc literature review was 
conducted to gain a beƩer understanding of the central theoreƟcal constructs. This was based 
on descripƟve research through the lens of a mulƟple-point-of-view, as well as a metamodern 
approach. Metamodernism focuses on a conƟnuous ontological oscillaƟon between two 
viewpoints, namely modernism and postmodernism, and presents an interpreƟve context to 
look at the austerity of modernisƟc communicaƟon theories. Because emerging technological 
advances demand progression beyond current corporate boundaries, it is asserted that the 
knowledge management paradigm presents the means to prepare systems and processes to 
enhance organisaƟonal performance on digital plaƞorms. A conceptual theoreƟcal framework 
for the role of knowledge leaders in knowledge-based organisaƟons is proposed which 
emphasises that enhanced organisaƟonal performance can be improved through a constant 
ontological oscillaƟon between the core constructs. These include the use of both emergent and 
planned strategies for dialecƟc relaƟonship building; knowledge sharing within the knowledge 
management paradigm at both the macro (technological) and micro (human) levels; digital 
plaƞorms that presents the opportunity to implement its core philosophy, a super smart or 
intelligent society using intelligent systems developed by Industry 4.0, to create a human-
centered or people-centric society in a cyber–physical space (real–cyber worlds); and 
organisaƟonal innovaƟon, digital/technical transformaƟon and organisaƟonal computerisaƟon 
(automaƟon). In this cyclical process, intellectual capital at individual and collecƟve levels 
enhances organisaƟonal performance and the achievement of the strategic intent of the 
organisaƟon. The paper is limited to the presentaƟon of a conceptual theoreƟcal framework and 
evidence-based research is needed. However, this review shed light on an under-researched and 
crucial area in the ever-changing organisaƟonal environment and presented a conceptual 
theoreƟcal framework to address these key theoreƟcal constructs. 

 

Keywords Knowledge leaders digital plaƞorms knowledge management 

knowledge sharing knowledge-based organisaƟons 

intellectual capital organisaƟonal performance. 
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Analysis of gender inequality in Polish companies 

 

Anna Golec  

anna.golec@hv.se Sweden University West   

Joanna Pioch  

joanna.pioch@ssw-sopot.pl Poland Sopot University of Applied Sciences   

Joanna Soszyńska-Budny  

joanna.soszynska@ssw-sopot.pl Portugal Sopot University of Applied Sciences  

 

Abstract  

a) purpose 

The purpose of the paper is an aƩempt to answer the quesƟon of whether gender inequaliƟes 
are being observed in Polish companies and, if so, what is their scale? The analysis will be based 
on a survey carried out on a sample of more than 4,000 respondents. Women parƟcipated in the 
survey are employed in companies from different sectors (telecommunicaƟons; finance, banking 
and insurance; services, tourism, beauty; law; energy; telecommunicaƟons and IT; medicine; 
other) and of different sizes (50-250 employees; 251-1000 employees; over 1000 employees). 

b) design/methodology/approach 

In the arƟcle we will examine whether, according to the women surveyed, women receive the 
same opportuniƟes for development and promoƟon as men in a similar posiƟon. Whether the 
size of the company and the industry sector has an impact on, who is highest in the hierarchy of 
the company surveyed, a woman or a man. Whether being a woman makes the person surveyed 
receive the same or worse condiƟons, and whether this is also influenced by the size of the 
company and the industry in which the respondent is employed. We will make a staƟsƟcal 
analysis of the above opinions, and also try to answer the quesƟon of whether, depending on 
who is the direct superior, the development of the employee/subordinate (woman) is supported 
or not. 

c) theoreƟcal base 

We will review the literature on research on various types of workplace inequaliƟes, including 
gender inequaliƟes, in the European Union. 

d) results or expected results 

The staƟsƟcal analysis carried out will illustrate whether inequaliƟes regarding gender are 
observed in the work environment and, if so, to what extent. Do employed women feel that they 
are treated equally to men, and also do they have the same opportuniƟes for development and 
promoƟon as men. 

e) originality/value 
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The paper addresses the important social problem i.e., inequality in the work environment. It 
will contribute to the discussion on exisƟng inequaliƟes in the workplace and taking acƟon to 
reduce them. 

f) pracƟcal implicaƟons 

The paper's analysis of gender inequaliƟes in Polish companies and its conclusions will facilitate 
a beƩer understanding of exisƟng problems. They will also help to develop strategies of 
assistance in order to improve the exisƟng situaƟon. 

 

Keywords  

ender inequaliƟes 

survey 

staƟsƟcal analysis 

 

  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



19 
 

Analyzing the Impact of COVID-19 Pandemic on the Value of Intellectual Capital in Companies 
Adhering to InternaƟonal Financial ReporƟng Standards (IFRS) 

 

Veronica Grosu  

veronica.grosu@usm.ro Romania University Stefan cel Mare of Suceava   

Iulian Dascalu  

iuliannd@gmail.com Romania University Stefan cel Mare of Suceava  

Gabriela Cosmulese  

gabriela.cosmulese@usm.ro Romania University Stefan cel Mare of Suceava   

Corina Petrescu  

pcorina589@gmail.com Romania University Stefan cel Mare of Suceava   

Sorinel-Toderas Siretean  

sorinel.sireten1@student.usv.ro Romania University Stefan cel Mare of Suceava 
  

Abstract  

The COVID-19 pandemic has had a profound impact on the way in which companies manage and 
uƟlize their intellectual capital. With an increased reliance on remote work and digital 
communicaƟon, the pandemic has brought about significant changes to the way in which 
intellectual capital is developed and uƟlized within organizaƟons. However, the pandemic has 
also led to disrupƟons within industries and an economic downturn, resulƟng in a decline in the 
development of intellectual capital within companies. Intellectual capital, which refers to the 
knowledge, skills, and experƟse of an organizaƟon's employees, is a criƟcal factor in determining 
the success and compeƟƟveness of a company. It allows organizaƟons to idenƟfy and take 
advantage of new opportuniƟes, adapt to changes in the market, and maintain an edge over 
their compeƟtors. In light of this, the purpose of this paper is to invesƟgate the influence of the 
COVID-19 pandemic on the changes in intellectual capital found in companies preparing financial 
statements in accordance with InternaƟonal Financial ReporƟng Standards (IFRS). To determine 
a quanƟficaƟon of intellectual capital as objecƟve as possible, the following objecƟves have been 
set: ObjecƟve 1: IdenƟfy the sectors of acƟvity in which the value of intellectual capital has been 
most impaired, the sectors in which there has been a significant increase in the value of 
intellectual capital and the sectors of acƟvity in which there has been no effect on the value of 
intellectual capital. ObjecƟve 2: Compare and record the value of intellectual capital by sector of 
acƟvity in order to establish soluƟons and eliminate situaƟons that are stagnaƟng or generaƟng 
a reducƟon in intellectual capital. To calculate the value of intellectual capital, the Stewart T. A's 
method was used, which was applied to 100 listed companies applying IFRS. The data was then 
filtered and processed in SPSS. The results of this study led to the development of a model for 
the valuaƟon of intellectual capital in crisis situaƟons for companies applying IFRS. This model 
offers the possibility to quickly and pre-decisional quanƟfy the value of a company's intellectual 
capital and allows for informed decisions to be made, especially in crisis situaƟons where Ɵme is 
of the essence. The results obtained in this study are of real interest to all IFRS reporƟng enƟƟes, 
but especially to all stakeholders interacƟng with them. The model offers the possibility to 
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quickly and pre-decisionally quanƟfy the value of a company's intellectual capital and allows for 
informed decisions to be made. Furthermore, it can help to idenƟfy the sectors of acƟvity that 
have been most impacted by the pandemic and help to establish soluƟons to eliminate situaƟons 
that are stagnaƟng or generaƟng a reducƟon in intellectual capital. The econometric model 
developed in this study offers a valuable tool for companies preparing financial statements in 
accordance with IFRS, allowing for the quanƟficaƟon of a company's intellectual capital and 
informed decision making in crisis situaƟons. In addiƟon, the model can also aid in idenƟfying 
areas for improvement and potenƟal strategies for enhancing intellectual capital within an 
organizaƟon. 
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Abstract  

a) purpose 

The European Commission recently published proposals for EU-wide rules on packaging, which 
are building blocks of the European Green Deal. The goal is to stop the sprawling accumulaƟon 
of packaging waste by encouraging the development of business innovaƟons based on material 
recycling soluƟons or novel technological opportuniƟes enabling packaging reuse. 

In the context of the applied research project DigiPharmaLogNet, a physical internet soluƟon of 
a returnable transport item (RTI) is specifically developed and evaluated for introducƟon of 
circular economies in pharma logisƟcs. The RTI promises high numbers of reuse cycles and is 
compaƟble with Industry 4.0 sensor technologies, which offer capabiliƟes parƟcularly benefiƟal 
to pharma logisƟcs, including but not limited to real-Ɵme temperature monitoring and tracking 
medicines. 

b) design/methodology/approach 

In order to demonstrate the feasibility of RTI applicaƟons in pharma logisƟcs, real process 
analyses and hypotheƟcal opƟmizaƟons were conducted. PotenƟal profitability was then 
demonstrated by differenct cost scenarios and summerized in breakeven analyses. 

c) theoreƟcal base 

Although the project is by nature an applied project, it is based on the noƟon of Physical Internet. 
TheoreƟcal aspects were applied with respect to qualitaƟve and quanƟtaƟve process analysis 
and modelling. For this purpose, the Business Process Modelling and NotaƟon (BPMN) was 
employed. 

d) results or expected results 

EvaluaƟons of prototypical implementaƟons suggest economic profitability of RTI-based circular 
economies in combinaƟon with a posiƟve impact on the ecological footprint of the logisƟcs 
chain. The posiƟve results led to follow-up projects targeƟng addiƟonal industries in order to 
broaden the spectrum of applicaƟons. 

Similar to DigiPharmaLogNet, the subsequent projects ReKEP and Resistant intend to realize 
circular economies in courier express parcel industries and Austria’s military logisƟcs, 
respecƟvely. The starƟng point is the same RTI soluƟon as in DigiPharmaLogNet, but the 
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expected requirements for industry-specific RTI developments and digital transformaƟon 
processes are different. 

This publicaƟon presents evaluaƟons of the iniƟal pharma-based RTI soluƟon and discusses the 
preliminary results and expected outcomes of the follow-up projects 

e) originality/value 

Digital transformaƟon lags behind in logisƟcs sectors and realizaƟon of circular economies is liƩle 
prevalent, because the required transformaƟon projects entail high risks of failure. The 
presented prototypical implementaƟon of a digitally enhanced RTI provides rare empirical data 
for a circular logisƟcal system and allows gauging of its broader applicaƟon. The availability of 
scienƟfically sound evidence is needed in order to demonstrate feasibility and profitability. The 
outcomes of the presented projects will contribute such evidence, which will support logisƟcs 
industries in achieving the global sustainable development goals. 

f) pracƟcal implicaƟons 

The presented results will provide an example for the parƟal implementaƟon of a “Physical 
Internet” and an applicaƟon-blueprint for circular logisƟcs in other industrial sectors. 
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smart city 

Honorata Balicka  

Honorata.Balicka@ssw-sopot.pl Poland Sopot University of Applied Sciences 

 

Abstract  

DigitalizaƟon is changing the rules of the game in virtually all sectors of the economy, including 
financial and business. Digital business transformaƟon is the process of using digital technologies 
to strengthen a company's ability to create robust new digital business models. The possibiliƟes 
of applying digital technologies in enterprises of individual industries have gained great interest 
in global research. They are implemented primarily by significant scienƟfic centers and 
consulƟng companies. Digital business transformaƟon in smart city is a process that uses arƟficial 
intelligence and cloud compuƟng to support the compeƟƟveness of key areas of a city, taking 
into account the important constraints related to the green economy. ArƟficial intelligence and 
cloud compuƟng are prioriƟes that will redefine the acƟviƟes of companies, creaƟng addiƟonal 
profit opportuniƟes. 

The aim of the publicaƟon is to characterize the development direcƟons of the arƟficial 
intelligence and cloud compuƟng in the digital business transformaƟon, taking into account the 
key areas of compeƟƟveness in the green smart city. According to the Author, the use of the 
latest achievements, especially in the field of arƟficial intelligence and cloud compuƟng in the 
digital business transformaƟon, is a huge potenƟal to improve the key areas of compeƟƟveness 
in the green smart city. It is worth emphasizing that there is a gap in the literature on the subject, 
as there are no clear ideas for the effecƟve use of, in parƟcular, deep learning with the use of 
arƟficial neural networks in the cloud for the digital transformaƟon of business in the key areas 
of smart city compeƟƟveness. 

This strategy creates a great chance to avoid a serious crisis due to the development of the 
pandemic consequences. CiƟes, especially large ciƟes, have to cope with some open important 
issues like growing populaƟon or traffic congesƟon. We assume that home and public space is 
supposed to be used in more efficient way. Even currently, there is a huge problem with a lack of 
crucial resources like water or energy in many regions of the world. So, an efficient management 
of resources is strongly required. What is more, it is predicted that global warming and carbon 
emissions will be probably considered as some criƟcal factors for living condiƟons in ciƟes. These 
problems concern many ciƟes, not only the largest ones, but also much smaller ones. 

A vision of a smart city is related to beƩer protecƟon of natural environment and more efficient 
use of it. Sustainable homes and buildings can be planned and efficient use of city resources can 
be developed. CiƟzens expect an efficient and sustainable transportaƟon in livable city and also 
beƩer urban planning of ecological buildings. Besides, the temperature in the streets can be 
controlled by building construcƟons. So how to effecƟvely support the harmonious development 
of smart city? How to use modern technology, including arƟficial intelligence, sensor networks, 
Internet of Things, edge and cloud compuƟng? The problem is also how to rebuild a city that is 
constantly in moƟon? How to perform surgery on the open heart of a living metropolis? How to 
strengthen the capacity of exisƟng ciƟes? I will try to outline the answers to some quesƟons in 
this arƟcle. 
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It is considering how to apply cloud compuƟng in a smart city. In addiƟon, it is characterized by 
deep learning and the Internet of Things for the ecological management of the city's criƟcal 
resources. An analysis was also presented regarding the specific case of deep learning 
architecture based on arƟficial neural networks (ANN), including the use of LSTM ANN. Because 
a smart city is a place where economic mechanisms are intensively supported by modern 
computaƟonal methods, including deep learning, we select some datasets to verify the quality 
of designed classifiers. Finally, the results of numerical experiments and conclusions are 
presented. 

The results of theoreƟcal research and numerical experiments confirmed that the impact of 
arƟficial intelligence and cloud compuƟng on the digital business transformaƟon, supporƟng the 
key areas of compeƟƟveness in the green smart city, is significant. 
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Abstract  

a) Purpose 

While the world approached the Covid-19 Pandemic period with tense apprehension, the fields 
of business, management, science, and educaƟon had to jump into acƟon into a new modality, 
rather, a new form of crisis management movement. While many were not ready for such acƟon 
plans, they knew they had to immobilize quickly and set the tone, mood, and acƟon plan and 
strategies into moƟon. Even though this was a new fronƟer for many, some professionals were 
beƩer equipped for periods of trials and tribulaƟons, challenges, and cultural challenges and 
changes in one’s understanding of norms, ethics, values, and the new norm that approached 
during this historical period. Consequently, the training field changed drasƟcally as many people 
had to depart from live training to training remotely. Many professionals involved in the training 
field had to switch roles and funcƟons to adapt quickly and help many to “catch up” with the 
needed momentum of a new order of business operaƟons. The typical world of Human Resource 
Development (HRD) professional has centred in the areas of educaƟon, training and 
development, and career development. Whereas Human Resource Management (HRM) 
professionals have centred their energies in the management of human capital (formerly known 
as employees), they have relied on others for training as they have regarded the training 
component as a separate business operaƟon, but also due to their own lack of training in this 
field of specializaƟon. Thus, this paper will focus on training methodologies and strategies 
changed during the Pandemic period, but equally important, a key element of this presentaƟon 
will focus on the aŌermath for those people returning back as expatriates aŌer travel mobility 
was so vastly limited due to global health controls and sƟpulaƟons. Furthermore, due to the 
Great ResignaƟon in the United States commending from 2019, many HRD and HRM 
professionals have had to focus on revamping the workforce and rush to find qualified candidates 
to fill needed posiƟons in many corporate divisions. Therefore, this presentaƟon will help to 
examine their own form of crisis management in the field of training from the point of the chaoƟc 
start of the Pandemic through its peak points to now, aŌer the main wave of the Great 
ResignaƟon made full impact during the Ɵme when global health condiƟons started to improve 
and travel was made more open what was experienced aŌer Covid-19’s full force in 2020. 

b) design/methodology/approach 

The approach to this study of business will be by various forms of data collecƟon of accounts of 
life before, during, and aŌer the Pandemic period, especially regarding the return to normalcy 
and adjusƟng to life with the impact of the Great ResignaƟon (World Economic Forum 2021). 
This historical fact, which is sƟll ongoing, was a result of people trying to find their own “meaning 
of work”, as well as the exodus of Baby Boomers leaving the workplace. 

c) theoreƟcal base 
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While Kurt Lewin developed his Change Management Model back in the 1940s, it sƟll is 
applicable today, especially aŌer this momentum change of events which occurred because of 
the impact of COVID-19 across the world. The three phases of his model are: 1) Unfreeze; 2) 
Change; and 3) Refreeze. In order to understand if this model is applicable, one has to determine 
if there is a need for a change. With the shutdown of most of the businesses, schools, and other 
industries across America, as well as the globe, it could be argued that change was the only way 
operaƟons might have a chance of surviving. Coupled with this model, the Stakeholder Model 
will help to look at the impact of external and internal stakeholders during this change 
management process from a descripƟve modality. According to Donaldson and Preston (1995), 
“It [stakeholder theory] presents a model describing what the corporaƟon is. It describes the 
corporaƟon as a constellaƟon of co-operaƟve and compeƟƟve interests possessing intrinsic 
value.” With the use of this model, one can perceived the status of most businesses and 
organizaƟons to find out what they were like before, during, and aŌer a major event in terms of 
an operaƟonal perspecƟve, as well as the impact on the stakeholders involved internally and 
externally. On the other hand, Carroll (2014) noted that “Stakeholder Theory is useful in helping 
to understand, and manage organizaƟons, which is why the language of stakeholder theory is 
used widely in business, not for profit, government etc.” While government organizaƟons may 
be unique in their structure and operaƟon, the Stakeholder Theory will help to form a lens in 
which one can look at the unique mechanisms at work in the business world in each of the three 
phases of Lewin’s Change Management Model as the researcher examines if there was a need 
for change and to what ends one had to change to maintain some semblance of operaƟonal 
normalcy versus the coined phrase “The New Norm.” 

d) results or expected results. 

This research to be reviewed and analyzed will help to develop a foundaƟon of not only the 
documentaƟon of the historical stories developed and published but will serve as a framework 
for further exploraƟon and examinaƟon. This is a period that needs researchers and subject-
maƩer experts to absorb, analyze, and reflect on how the several types of enƟƟes and 
organizaƟons experienced a change in thinking in terms of their operaƟons and moved towards 
immediate change management with liƩle Ɵme to object, to enact immediate change. 

e) originality/value 

This research will help to review various areas of knowledge that may not be interconnected or 
supporƟve of each other, but it may help to develop the next chapter or genre of business 
knowledge management for all organizaƟons to learn from. While there may have been a rush 
back to normalcy, one can argue that business will never operate the same again. Rather, 
businesses and their leaders, as well as their human capital (employees) will now be equipped 
with beƩer skills sets for future operaƟonal events and/or changes in processes, but only if there 
is Ɵme to process what did happen and learn from it. 

f) pracƟcal implicaƟons 

The pracƟcal implicaƟons of such a research review here may open a new area for others to 
follow in their own organizaƟonal structure and operaƟonal thinking in terms of processes that 
worked or did not work well during the COVID-19 period. Further, with the use of Lewin’s Change 
Management Model, coupled with the Stakeholder Theory, one could argue that businesses may 
have been beƩer equipped than expected as many businesses do fail under normal 
circumstances, but it should be noted that there were many anomalies, as well as model 
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companies, which demonstrated best pracƟces that should be highlighted and published more 
to share with the world of business stakeholders. 
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Abstract  

IntroducƟon 

The considerable gap between nursing theories as taught in undergraduate nursing degree 
programmes and their applicaƟon amidst the challenges of the modern clinical environment 
have been widely demonstrated (Abdullahi et al., 2022). The chasm that exists between taught 
nursing theory and applied clinical pracƟce within the acute seƫng and its correlaƟon with 
adverse paƟent safety incidents is a recurring theme to emerge from invesƟgaƟons into incidents 
of serious paƟent harm and requires further exploraƟon if this alarming trend is to be reversed 
(Tingle, 2021) . 

Pre-registraƟon nursing students are well versed in the tradiƟonal nursing theories such as 
Orem's self-care model, Roy's adaptaƟon model and Peplau's theory of interpersonal relaƟons 
since an undergraduate nursing degree typically comprises circa 50% theory and 50% pracƟce 
(Brandão et al., 2019). A case with which many nursing students will be familiar due to its 
inclusion in several pre-registraƟon programmes, is the death of paƟent Elaine Bromily due to a 
breakdown in the human factors of communicaƟon, situaƟonal awareness, prioriƟsaƟon and 
leadership amongst surgical and nursing staff during a rouƟne sinus surgery (Mcclelland and 
Smith, 2016). The subsequent campaign by the deceased paƟent’s husband to raise awareness 
of the safe applicaƟon of effecƟve human factors amongst clinicians has now seen their 
recogniƟon as being a core feature of safe care delivery as well as being inextricably linked with 
safer surgical outcomes (Bould et al.,2015). 

Whilst the current model for nurse educaƟon asserts that nursing theory-guided pracƟce helps 
to improve nursing care by allowing nurses to arƟculate the raƟonale behind paƟent 
intervenƟons, the clear disconnect between theory and pracƟce is leading many academics and 
clinicians to advocate for a return to pracƟcal learning and greater emphasis on evidence-based 
nursing (Younas and Quennell, 2019). 

When reflecƟng upon the quality of healthcare delivery within the NHS, it is necessary to reflect 
upon the effecƟveness with which theory and pracƟce cohere (Tingle, 2021). NHS medical and 
nursing staff aƩend mandatory training which focuses on paƟent safety issues, albeit subject to 
finance and Ɵme constraints, and there is now an NHS PaƟent Safety Syllabus from the Academy 
of Medical Royal Colleges (Spurgeon and Cross, 2021). 

High profile paƟent safety failings are now a seemingly regular occurrence following the 
publicaƟon of the Francis Report in 2013, which detailed systemaƟc failings in care and 
preventable deaths at the Mid Staffordshire NHS FoundaƟon Trust and made recommendaƟons 
for culture change within the NHS (Francis, 2013). Care Quality Commission (CQC) inspecƟon 
reports conƟnue to reveal failures in the most basic aspects of nursing care such as adequate 
record keeping and effecƟve communicaƟon processes which poses the quesƟon of how the 
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NHS and higher educaƟon establishments are addressing these failures and whether lessons are 
truly being learned at all (Tingle, 2021). 

The chasm between what is being taught at UniversiƟes and what is happening in pracƟce is all 
too apparent within the modern NHS and it is quesƟonable whether iniƟaƟves such as the 
PaƟent Safety Syllabus and educaƟon and training in paƟent safety are making any tangible 
difference in terms of the NHS paƟent safety improvement and how any improvements are 
actually being measured (Tingle, 2021). 

Project reset in emergency medicine: PaƟent FIRST 

The safety and infecƟon control challenges faced by Emergency Departments in the wake of the 
first Covid wave were the catalyst for the CQC to publish PaƟent FIRST, wriƩen by CQC specialist 
professional advisors who are also experienced clinicians in Accident and Emergency 
departments that the CQC have rated as either ‘good’ or ‘outstanding’. It is a support tool which 
combines pracƟcal advice and examples of good pracƟce. FIRST stands for: 

• Flow 

• InfecƟon control, including social distancing 

• Reduced paƟents in emergency departments 

• Staffing 

• Treatment in the emergency department. 

Five core principles of PaƟent FIRST are listed in the report, which include: 

• PaƟents come first, and safety can never be compromised. 

• Emergency departments must prioriƟse rapid assessment and emergency stabilisaƟon of 
acutely unwell and injured paƟents. 

• Delivery of quality urgent and emergency care is paramount and must be a focused and 
mulƟdisciplinary effort. (CQC, 2021a: 3) 

Flow 

According to the CQC, effecƟve paƟent flow prevents crowding within the emergency 
department and reduces the risk of iatrogenic infecƟons. Developing and following emergency 
care pathways is a crucial part of managing paƟent flow within emergency departments. 

‘Flow escalaƟon. The enƟre trust needs to be aware of the flow issues in a Ɵmely manner to 
resolve them. Many small “things” might be needed to avoid more significant impacts in flow. A 
flow escalaƟon manager can be an individual based in the emergency department.’ CQC, 2021a:8 

InfecƟon control 

The stated aim is one of zero paƟent or staff acquired iatrogenic infecƟons in the emergency 
department. Examples of good pracƟce include: 

‘Don and doffing. Make sure the department has a clear ‘how to’ don and doff procedure in a 
numbered step approach. It needs to be visible in the areas where staff need to do this. Staff 
need to be ‘clear’ of other duƟes to concentrate on this procedure. Checklists can be used as 
well as the recommended buddy system.’ CQC, 2021a:13 
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PaƟent FIRST also recommends the diversion of minor illnesses and injuries away from the 
emergency department community services such as GPs to reduce overcrowding and makes 
recommendaƟons for opƟmal Emergency Department staffing raƟos (Tingle, 2021). 

 

NHS PaƟent Safety Syllabus 

In 2020, the E-learning for healthcare (ElĬ) digital training plaƞorm launched a series of online 
training materials for NHS staff to access. Level 1 is called ‘EssenƟals for paƟent safety’ and 
instructs clinicians to: 

• Listen to paƟents and raise concerns. 

• Employ a systems approach to safety, where opƟmal pracƟce becomes a collecƟve as opposed 
to an individual effort. 

• Avoiding ‘blame culture’ when things go wrong and focus instead on learning and improving. 

• CreaƟng a fair and open culture that promotes paƟent safety by being open to learning and 
talking about risk and safety. (elĬ and Health EducaƟon England, 2021) 

Level 2 is called ‘Access to pracƟce’ and takes a more detailed look into paƟent safety. One 
session is about systems thinking and risk experƟse, the other is about ergonomics, human 
factors and safety culture. 

These iniƟaƟves to boost paƟent safety are two examples of efforts made by the NHS to 
recognise and address the theory- pracƟce gap within acute hospitals by way of quality staff 
educaƟon (Tingle, 2021). However, the CQC have also reported that there is a need for a drasƟc 
culture change, specifically in relaƟon to the ‘blame culture’ that has been found to be prevalent 
within the NHS and which prevents staff from speaking openly about their concerns: 

‘There were some concerns with culture in the trust and staff being confident about speaking 
up. There were issues for some members of the black, Asian and minority ethnic staff. For 
example, we heard from a number of staff who had been told by a line manager to use a 
westernised name as this would be easier for people to pronounce. Another member of staff 
was not called by their name in a meeƟng and no effort was made to learn to pronounce it. Some 
staff told us they did not always raise concerns as they were not always taken seriously or 
appropriately supported when they did.’ CQC, 2021b:10 

PaƟent FIRST also gives examples of the pracƟcal challenges of matching theory with pracƟce 
that are frequently being seen in Emergency Departments. Inspectors noted that: 

‘PaƟents in emergency departments did not always receive appropriate care and treatment in a 
Ɵmely way, exposing them to the risk of harm … 

‘The trust did not always manage the access and flow of paƟents in the urgent and emergency 
departments and in medical care services, with paƟents spending long periods waiƟng for an in-
paƟent bed.’ 

‘Staff did not always recognise and report incidents and near misses in some services. Also, staff 
did not always share lessons learnt from these, to help prevent any future incidents from 
happening.’ CQC, 2021c 
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Conclusion 

Recent CQC reports and other high profile inquiries such as Francis (2013) make plain the 
common mismatch between theory and pracƟce and the oŌen tragic consequences of this for 
paƟent safety and care. There are no shortages of CQC inspecƟon reports and newspaper arƟcles 
detailing catastrophic failures and these sadly eclipse the many superb acts of paƟent care 
performed within the NHS each day because failures in care can cause serious harm or death. 

MarƟn Bromily, whose wife died during a rouƟne surgery, theorised that the NHS should adopt 
the same approach to safety as that seen in his own profession as a pilot, where aviaƟon safety 
incidents are not hidden but openly examined in a blame free culture. (McClelland and Smith, 
2016). Theory taught in a classroom will not alone will not change the poor culture within the 
NHS which prevents the honest conversaƟons that effect meaningful change and online safety 
training is not a panacea. The theory pracƟce gap will only be bridged by a commiƩed change in 
culture and improved working condiƟons for nurses and other clinicians both within the NHS 
and the healthcare eco-system as a whole (Tingle, 2021). 
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Abstract 

 The paper examines the collaboraƟon between three main stakeholders, technology 
developers, educators, and health professionals, from three research projects. These projects 
aimed to create computer-supported digital educaƟon tools. Two of these projects (projects 1 
and 2) focused on automaƟcally detecƟng vision problems, while the third ongoing project 
(project 3) is centered on developing tools specifically for children with auƟsm. The digital tools 
employ cuƫng-edge technologies, such as serious games for enhanced experiences, eye-
tracking technology to analyze children's focus beƩer, and AI for processing relevant informaƟon 
and determining tendencies and specificiƟes via measurements and algorithms. 

Using these tools holds great promise, as technology can provide support for acƟviƟes that might 
be otherwise difficult or impossible due to resource constraints. These tools would prove highly 
beneficial for the development of children, as idenƟfying vision problems is essenƟal for proper 
funcƟoning, and providing support for learning emoƟonal skills can significantly improve the 
quality of life for children with auƟsm. 

To develop the tools, technology development and educaƟon experts must work together with 
health professionals right from the start. While specialists from all three stakeholder groups are 
criƟcal for validaƟng the tools, it can be challenging to formalize their different roles, especially 
for the health experts at the outset. 

The purpose of this paper is to provide a beƩer understanding of the three-way collaboraƟon 
necessary to achieve the goal of developing digital technologies that consider specific health 
funcƟons for educaƟonal purposes. 

Inspired by Sundin and her colleagues, the methodology uƟlizes storytelling (Sundin et al., 2018) 
and parƟcipatory observaƟons to provide concrete examples that influence interdisciplinary 
collaboraƟon and aid in creaƟng the required digital tools. The study idenƟfies boundary objects 
and knowledge barriers that align with the development process and discusses their impact. 

The findings highlight the differences between the idenƟfied and unknown boundary objects 
from the start, how they influence the different iteraƟons of product development, and their 
consequences for future use. The paper also examines issues affecƟng knowledge transfer and 
knowledge barriers, focusing on the three main stakeholders. The challenges and possibiliƟes for 
incorporaƟng new technologies such as virtual reality, serious games, and methods from arƟficial 
intelligence in these tools are explored as well. The pracƟcal contribuƟon is an abstract 
framework presenƟng the three-part collaboraƟ 

The paper's value lies in presenƟng concrete examples and relaƟons for similar technology 
development acƟviƟes. This may serve as a helpful resource for those seeking to understand the 
complexiƟes of interdisciplinary cooperaƟon in the development of digital tools that consider 
specific health funcƟons for educaƟonal purposes. 
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SUNDIN, A., ANDERSSON, K. & WATT, R. 2018. Rethinking communicaƟon: integraƟng storytelling 
for increased stakeholder engagement in environmental evidence synthesis. Environmental 
Evidence, 7, 1-6. 
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Abstract  

Brands management, including rebranding, is the key driver of modern markeƟng strategy, sƟll, 
we need more knowledge of how companies communicate rebranding. Corporate 
communicaƟon is not limited to financial and non-financial informaƟon. Changes in the 
markeƟng strategy are also crucial for the outside stakeholders influencing their decisions an 
investment behaviours. Our research aims to understand how companies communicate 
rebranding using various informaƟon disseminaƟon channels. We idenƟfied all listed companies 
on the Warsaw Stock Exchange that went through a rebranding. Our Ɵme frame starts in 1991, 
when WSE iniƟated operaƟng, and ends in 2020. Using textual analysis tools, we invesƟgated 
199 disclosures of 115 companies that conducted 139 rebrandings. 

In contrast to exisƟng research from other Stock Markets, our results show that Polish companies 
rarely use official stock exchange channels to disclose informaƟon aboutrebranding. In most 
cases, the informaƟon was published through the company’s website orpress release having 
rather an informal character. We also idenƟfy that Polish companies use scarce explanaƟons and 
limit words that show emoƟons while informing outside stakeholders about their brand change. 
Our findings implicate a need to increase the awareness of listed companies of the importance 
of markeƟng strategy communicaƟon and its benefits in investors relaƟon creaƟon. 
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Abstract  

Seƫngs: This paper Ɵes theoreƟcally and empirically company culture with intellectual capital, 
dynamic capabiliƟes, and sustainability. We see organizaƟonal sustainability as a long-run 
perspecƟve enabling the organizaƟon to constantly generate the shared value, survive and 
develop. Therefore, we see the knowledge-driven organizaƟon as a network of minds and, 
consequently, organizaƟonal sustainability as an effect of a sustainably collaboraƟng network of 
brilliant minds. 

Purpose: This paper presents a new perspecƟve that treats organizaƟonal culture not as a staƟc 
conceptual model but as a dynamic, complex adapƟve system composed of knowledge, learning, 
and collaboraƟon cultures in which synergy organizaƟons might successfully funcƟon in a 
hyperdynamic knowledge economy. Moreover, this study expands a new KLC approach to 
company culture seen as an asset where the synergy of knowledge, learning, and collaboraƟon 
cultures – must be designed and nourished to leverage the knowledge and intellectual capital 
needed for organizaƟonal innovaƟveness and sustainability. Knowledge and intellectual capital 
are the criƟcal value-creaƟon factors in the knowledge economy. Company culture eats strategy 
for breakfast - Peter Drucker says. Therefore, the authors consider how organizaƟonal cultures 
must and will shiŌ organizaƟonal abiliƟes in a knowledge-driven economy. 

TheoreƟcal Base: The KLC-approach introduced in the book Kucharska & Bedford (2023) is a base 
for the presented idea and for supporƟng its empirical model. 

Methodology: Structural EquaƟon Modelling (SEM) method. The presented empirical research 
supporƟng the key theses of the paper performs based on a cross-country comparison: the US 
and Poland (2500 cases). 

Conclusion: The key message of this study is that knowledge, learning, and collaboraƟon KLC- 
driven company culture is a key company asset tremendous for organizaƟonal sustainability 
creaƟon. A piece of empirical evidence jusƟfies our point that, indeed, KLC- driven company 
culture fosters knowledge flow within an organizaƟon that, thanks to intellectual capital 
generaƟon, increase the organizaƟonal ability to change internally (by internal innovaƟveness of 
processes). In the presented model, the ability to change internally is a proxy of the higher- level 
organizaƟonal changing rouƟnes (dynamic capabiliƟes) that reflect the enƟre organizaƟonal 
change adaptability competency needed in the hyperdynamic reality. 

ImplicaƟons: Company culture is an asset requiring design, implementaƟon, and management 
to leverage the company by supporƟng its strategy. If company culture and strategy misalign – 
there is no chance for success in the long run perspecƟve. 
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LimitaƟons: The given empirical model does not include such variables as sustainability and 
dynamic capabiliƟes. Conclusions about KLC approach power to support sustainability based on 
innovaƟveness seen as a sustainability proxy. Specifically, in the presented model, the ability to 
change internally is a proxy of the higher-level organizaƟonal changing rouƟnes (dynamic 
capabiliƟes) that reflect the enƟre organizaƟonal change adaptability competency needed for 
sustainability. 

Keywords  knowledge culture  learning culture 
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Abstract  

Even though brand authenƟcity has elicited a lot of aƩenƟon, there have only been a few 
aƩempts to invesƟgate the nature of corporate brand authenƟcity. This paper's point of 
departure is that corporate brand authenƟcity is essenƟal to building a corporate brand's desired 
reputaƟon. AddiƟonally, it is assumed that the organisaƟon's familiarity with and focus on 
specific aspects of brand authenƟcity may be valuable for achieving corporate brand 
authenƟcity. Making sure that the relaƟonships made in today's dynamic digital interacƟve 
landscape are genuine and sincere, and that the stakeholders of an organisaƟon see them as 
such is a significant problem for corporate brands. Scholarly publicaƟons on this topic are limited, 
despite the organisaƟon's need for authenƟcity that could lead to strong reputaƟons and the 
urgency with which it must do so. The research methodology mainly involved two steps. First, 
Google Scholar, an academic Web search engine, was used to idenƟfy scholarly materials in peer-
reviewed journals, conferences, academic books, and the like. The academic works were then 
inducƟvely analyzed to determine and compare the disƟncƟve aƩributes of the corporate brand 
and the antecedents of brand authenƟcity. By examining the aƩributes alongside the 
antecedents, this research makes a theoreƟcal contribuƟon to the literature on corporate brand 
authenƟcity. The proposed factors of corporate brand authenƟcity might fill in some of the gaps 
in the literature on corporate brands and inspire future research. This study is based on 
theoreƟcal insights in literature on the qualiƟes of the corporate brand and brand authenƟcity 
in the corporate communicaƟon and markeƟng fields respecƟvely. 
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The advent of the Knowledge economy has dramaƟcally changed the foundaƟons of wealth 
creaƟon for individuals, companies and naƟons. Assuming wealth is equivalent to abundance of 
valuable assets, we realize that in the new context of the knowledge economy wealth is moving 
from tangible to intangible assets, and the main intangible asset is knowledge. Consequently, we 
can say that wealth is mainly accumulated knowledge. Nowadays, we can also esƟmate that 
tangible assets only represent less than 20% of the total assets owned by individuals, companies 
or naƟons. 

At company level, tradiƟonal accounƟng books (Balance Sheets and Profit and Lost Accounts) do 
not provide relevant informaƟon on intangible assets, and the way to inform on future wealth 
creaƟon potenƟal is given to new informaƟon system iniƟaƟves, such as Integrated ReporƟng. 

At the macro level (Regions and NaƟons) there is a similar problem, but not a similar tentaƟve 
soluƟon and this research pretends to search the theoreƟcal foundaƟons of an Integrated 
ReporƟng at the macro level and to design an Integrated ReporƟng specific framework as well. 

AŌer an introducƟon, the paper has two main purposes. First, discovering from the exisƟng 
relevant literature on sustainable poliƟcal, economic and social development, and on 
compeƟƟveness, innovaƟon and intellectual capital at the macro level, which are the principles 
and theories that guide naƟons’ sustainable wealth creaƟon in the knowledge economy context. 
This part tries to answer two fundamental quesƟons: Who does create wealth? and How is 
wealth created. Second, finding out the suitable methodology or framework to enable an in-
depth diagnosis of a naƟon’s wealth creaƟon potenƟal foundaƟons, with the aim to aiding in the 
definiƟon of the possible vision, objecƟves and lines of acƟon to embrace to enable innovaƟon 
and sustainable economic growth. 

According with principles and theories of wealth creaƟon there is a close relaƟonship between 
wealth creaƟon and compeƟƟveness and consequently trying to find out methodologies and 
frameworks for an in-depth pracƟcal diagnosis of a naƟon’s wealth creaƟon potenƟal, leads us 
to the World CompeƟƟveness Report from World Economic Forum (WEF) and World 

CompeƟƟveness Yearbook from InternaƟonal InsƟtute for Management Development (IMD), 
the two most relevant considering their up to date data bases, historical performances and 
scienƟfic approach. Intellectual Capital community methodologies at the macro level are also 
considered as alternaƟve approaches to the compeƟƟveness frameworks. 

Finally, we finish the review and valuaƟon of compeƟƟveness and IC macro dimension 
frameworks considering NICBS (NaƟons’ Intellectual Capital Benchmarking System) and 
enhanced NICBS methodologies as the most complete and suitable for the above in-depth 
menƟoned diagnosis. 
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In essence, the approach followed in purpose two has been a review of scienƟfic literature on 
compeƟƟveness and IC macro dimension with the exclusive aim of finding out the pracƟcal 
framework that could make it possible an in-depth analysis of a naƟon wealth creaƟon potenƟal. 
At the same Ɵme this methodology or framework would be the cornerstone of a kind of 
Integrated ReporƟng at the macro level (Regions and NaƟons).  

In summary, the research tries to be a first step on the design of an Integrated ReporƟng 
framework at the macro level that considers knowledge and other intangibles as the main 
foundaƟons of compeƟƟveness, innovaƟon and sustainable economic growth, or in other words 
the main foundaƟons of wealth creaƟon potenƟal. 

 

Keywords: Wealth, compeƟƟveness, innovaƟon, intellectual capital, intangibles, knowledge 

based development, Integrated ReporƟng. 
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Abstract  

The quality of a company’s financial reporƟng is always ensured by the posiƟve value of the 
goodwill, since it is always taken into consideraƟon when assessing the global value of that 
company; in the same Ɵme, the quality of reporƟng increases when the IT asymmetry decreases 
in relaƟon to stakeholders’ requirements and the disclosure of significant informaƟon on 
business sustainability, which are non-financial informaƟon comprised by the sustainability 
report. 

The purpose of this work is to outline the impact of goodwill in the financial statements of 
companies applying the IR, in improving stakeholders’ relaƟons by disclosing a holisƟc, 
transparent and useful view for decision-making, especially within enƟƟes registering a posiƟve 
goodwill. For this, in the first part of the work we will refer to a number of introductory 
consideraƟons on the IR concept and the way in which, under the current economic context, this 
type of reporƟng answers the criƟcism against tradiƟonal reporƟng, thus improving the 
communicaƟon with stakeholders. To this end, the main research objecƟves are oriented 
towards: O 1 – presenƟng the IR concept and framework as a corporaƟve reporƟng tool, 
emphasizing the need for stakeholders’ communicaƟon improvement; O 2 – assessing the level 
of exploiƟng non-financial informaƟon and the use of this informaƟon and O 3 – considering 
decision-making impact of informaƟon on goodwill evoluƟon. 

A quanƟtaƟve research using a database comprising 144 economic enƟƟes selected at a global 
scale, which includes all business sectors, beginning with their first use of IR unƟl the present 
Ɵme. 

In the secƟon Results and discussions authors’ contribuƟons are provided, transposed in the 
design of an economic model of goodwill assessment for enƟƟes applying IR, meant to show 
how goodwill is a benchmark for maintaining and aƩracƟng investors. Against this background, 
the dependency relaƟonship between goodwill and the dynamics of various factors of IR 
influence was determined, using the mulƟple linear regression model. The model generated by 
our research can also be used by other enƟƟes applying IR, being thus able to assess goodwill 
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and the impact of this asset on the relaƟonship between the enƟty and the stakeholders. Other 
indicators can be considered for this purpose, as they can significantly affect goodwill evoluƟon. 

In relaƟon to the impact of intangible assets on performance, we can conclude based on our 
analysis and the model we designed that there are industries where goodwill raises an alarm to 
stakeholders, especially in that segment of the graph where bars exceed the Gauss curve. 
Consequently, the disclosure of goodwill informaƟon in the corporate reports could entail major 
benefits both for the enƟty and stakeholders; nevertheless, given the strict regulaƟons, this 
informaƟon is not included in the financial statements. We can thus confirm that the adopƟon 
of IR pracƟces, corroborated with the presence of posiƟve goodwill figures in the financial 
statements result in a significant improved relaƟon with stakeholders, since they receive a large 
volume of informaƟon with a major impact on decision-making, allowing them to see the 
economic and financial panorama of the reporƟng company, in much more detail from the 
credibility and the disclosed informaƟon perspecƟve. 

The development of a measures package meant to promote business sustainability and an 
improved flow of informaƟon on the social and environmental issues of a company could really 
help investors and large public to benefit from comparable and relevant informaƟon. 
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Abstract 

a) purpose 

The aim of this arƟcle is to present - against the background of the literature on the subject and 
empirical data collected by governmental insƟtuƟons operaƟng in the European Union - the 
entrepreneurial acƟvity rate of women in Poland over ten years (2012-2021). 

b) design/methodology/approach 

In order to achieve the main objecƟve, secondary data from Eurostat and the Central StaƟsƟcal 
Office (CSO) were analysed, detailing the employment rate by gender and working age by Polish 
voivodeships. Indicators were analysed in the following ranges: average gross wage and its 
valorisaƟon in 2012-2021, median wages in industries with the highest employment and wages 
at different levels of organisaƟon in 2020. The tools of mathemaƟcal analysis and the basics of 
stochasƟc processes were used to calculate the data presented in the publicaƟon, determining 
the parƟcular sensiƟvity ranges of the published results. 

c) theoreƟcal base 

When examining women's economic acƟvity, it should be emphasised that issues related to it 
are a relaƟvely new research direcƟon, and an understanding of the specifics of the subject 
seems parƟcularly important given that the number of women starƟng businesses in recent 
decades has been characterised by a permanent upward trend. The role of economically acƟve 
women assumes parƟcular importance in contemporary economic processes, as their presence 
on the labour market and in the public sphere is one of the greatest achievements of the 20th 
century. Women's professional acƟvity became a phenomenon on a social scale in the 1960s and 
1970s, while the number of women working in Poland and the countries of Central and Eastern 
Europe has been increasing dynamically since the end of World War II, which was condiƟoned 
by industrialisaƟon, based primarily on manual labour. 

d) results or expected results 

When analysing the female employment rate in Poland, aƩenƟon should be paid to the country's 
posiƟon in relaƟon to other EU Member States. The twenty-first posiƟon points to unlimited 
development opportuniƟes and the need to support this economic space at every level of 
economic acƟvity. This conclusion is reinforced by the staƟsƟcs achieved by the opposite sex - 
men - which showed an upward trend over the period studied (2012-2021). This is also 
confirmed by the value of the calculated median female salary, which is lower by EUR 126.2 than 
the median gross male salary in Poland. 
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e) originality/value 

Analysis of individual indicators relaƟng to women's labour force parƟcipaƟon in Poland has 
made it possible to provide answers to the quesƟons what the current state of affairs is and what 
its determinants are. Thanks to the published results of the study on the employment rate by 
gender in European Union countries, the different situaƟon of women and men can be seen. On 
the other hand, visible discriminaƟon against women appears in the analysis of the average gross 
salary at different levels of organisaƟon in Poland, which can be used to support and create 
addiƟonal aid programmes to support women's economic acƟvity. 

f) pracƟcal implicaƟons 

A defined indicator of female entrepreneurship will allow recommendaƟons to be tailored for 
state bodies and local government insƟtuƟons supporƟng women's economic acƟvity in Poland 
as well as in other EU countries with a similar economic structure. 
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Abstract  

Aim/Purpose of the Research 

2.1 Background 

The Sea Cadets (Navy) are different from the Army Cadet (Army) and the Air Cadet (Air Force) 
forces in a few ways. For example, only the Sea Cadets do not discriminate against cadets with 
learning disabiliƟes or physical disabiliƟes. In many ways the Sea Cadets lead the way in 
inclusivity. However, gender inclusivity is the next challenge and at the present Ɵme all policies 
are wriƩen by the same team at Head Quarters (HQ). This draws quesƟons on how inclusive the 
policy wriƟng team are and how it can ensure gender diversity is being represented. 

2.2 Why is this research needed? 

From a pracƟcal perspecƟve gender inclusivity has been an issue for society and, in parƟcular, 
for the armed forces who have a history of discriminaƟng against gay people. Some progress has 
been made over the years more so within the last 20 years but there is sƟll a long way to go. For 
example, years ago it was not seen as appropriate for someone to ‘come out’ as being gay in the 
armed forces, it was against the principles and the ethos of the armed forces, and if you were to 
be caught out regarding your homosexuality, you were either imprisoned with the armed forces 
or you were discharged from the forces with remarks noted in your armed forces service records. 
You also lost all rights to your armed forces pensions or any campaign medals you may have 
received. Now we have moved on in Ɵme things have changed and are conƟnuing to change for 
the beƩer, with service personnel now having their pensions re-instated and their medals being 
returned and for them to feel they can be open about their sexuality. Example Dame Kelly 
Holmes was a sergeant in the Army and for many years she kept her sexuality a secret unƟl this 
year (2022) when she finally felt she was safe to ‘come out’ but while she had kept this a secret, 
it caused her to have anxiety issues, loss of confidence and she also suffered from mental health 
issues. She found out that the army had made big changes towards the LGBTQ+ community and 
she then felt comfortable in being honest about her sexuality, knowing she would not lose her 
military pension or her honorary rank of Colonel. 

There are also difficulƟes in gaining access to MoD documents or Sea Cadet documents and 
processes and even when the Freedom of InformaƟon Act has been applied and pressure given 
from MPs the MoD and the Sea Cadets have sƟll not disclosed the informaƟon needed to assess 
pracƟces in terms of gender diversity. This research will provide evidence of the MoD and the 
Sea Cadets refusal to disclosure. They should be encouraged to enable progress. 
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2.2 Aim 

The aim of this research is to: 

Gain an understanding of the existence of and process of representaƟon of gender diverse 
individuals in policy wriƟng in the Sea Cadets 

Understand the experiences of gender diverse cadets, civilian volunteers, commanding officers, 
and paid employees in parƟcular to their welcome, acceptance, involvement, and development 
in the Sea Cadets. 

To provide best pracƟce is terms of policy development, educaƟon, cultural development, and 
relaƟonships to opƟmise inclusion of gender diverse individuals. 

3 Literature Review 

Key topics for this research are LGBTQ+ community, policy development, cadet forces, 
hierarchical youth organisaƟons, gender diversity and gender inclusivity. Literature not more 
than 10 years old will be used for the literature review as society has changed in its approach 
and thinking about gender inclusivity. 

Although civilian volunteers and Commanding Officers are all adults, the Senior Cadets come 
under Youth. Much research has been done on gender diversity in youth organisaƟons and this 
body of literature is helpful. There is another body of literature on students in school and in 
further and higher educaƟon. This body of literature is helpful but mainly focussed on mental 
health of the LGBTQ community. 

“Policy on lesbian, gay, bisexual and transgender (LGBT) service members has undergone 
dramaƟc transformaƟon in numerous countries” (Sundevall &Persson,2016). 

From a knowledge perspecƟve there has been some literature found pertaining to the specific 
topic of this DBA proposal but not a lot in the UK, so, the concepts will need to be researched to 
look at knowledge contribuƟon. Sea Cadets are a unique community within an organisaƟon 
which has a unique hierarchy and relaƟonship with the MoD. This unique community needs to 
be studied separately rather than just being part of ‘youth community’ research and ‘student 
community’ research. The leaders/volunteers, who are adults, are also in a unique posiƟon 
which is not covered in literature. 

“With evolving understandings with Sexual orientaƟon and gender idenƟty, public 
administrators are confronted with quesƟons on how to craŌ policy and make decision based on 
new concepts of sex and gender for transgender employees” (Elias et al, 2018) 

With the progress towards inclusion, wriƩen policies, partly due to legal requirements, have now 
moved from condemnaƟon and exclusion, of the LGBTQ community, to acceptance and inclusion 
of it, but who has wriƩen these policies? IndicaƟons in the Sea Cadets are that the LGBTQ 
community is being excluded from parƟcipaƟng in creaƟng these polices. 
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Government policy oŌen excludes LGBTQ youth (Ormiston, 2022) and this has led to an LGBTQ 
homeless epidemic. In his arƟcle, Ormiston analyses policies and makes recommendaƟons on 
how these can be changed. Although relaƟng to governmental policy this arƟcle provides insight 
into how policies can be more LGBTQ inclusive. 

InsƟtuƟonal policies and resources, as well as structural-level factors can affect LGBTQ+ students’ 
well-being (Woodford et al, 2018). Woodford et al, documented 11 college students’ policies and 
programs and then examined parƟcipants experiences of discriminaƟon and linked the 
experiences to each of the policy areas. This is useful to evidence how policies do or do not make 
any difference to gender diverse individuals. 

Developing posiƟve idenƟty factors such as authenƟcity and sense of belonging can support 
gender diverse individuals, but their self-awareness can be a barrier as they may anƟcipate 
rejecƟon (Rostosky et al, 2018). The extent to which authenƟcity is valued within the culture of 
the Sea Cadets will be examined and what sea cadets understand as ‘belonging’. Erica Ciszek 
(2020) has done some helpful work on the precursors to successful dialogue around gender 
diversity, one pre-cursor of which is trust. She also considers how LGBTQ+ communicaƟon 
professionals can assist with this which is a consideraƟon to explore for Sea Cadets. 

4 Research Methodology 

This stage of the research is an AcƟon Research approach. 

Focus Groups of Sea Cadet Officers and Civilian adult volunteers and previous encumbants. 

5 Outcomes 

A compiled descripƟon of lived experience of leaders (civilian and command). This will provide 
insights into how the organisaƟon (Sea Cadets) has helped or hindered their welcome into being 
fully parƟcipaƟve members of the sea cadet community. These will be themed in terms of 
obstacles, enablers, mediators, and agency. 

AcƟons taken in the organisaƟon as a response to this research. 

Developing a framework of quesƟons that the Sea Cadets (and other Cadet Forces and 
hierarchical youth organisaƟons) – can address to help them produce a gender diverse affirming 
culture and improving their representaƟon of gender diverse individuals in their policy wriƟng 
and their policy enactment. 
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Abstract 

1. Purpose: 

The purpose of this paper is to disseminate and report first-hand data collected by graduate 
students as course assignments starƟng from 2007 to 2019. Every semester, students were 
instructed and guided in a class assignment to interview an HRD/HRM pracƟƟoner using the 
same, unaltered quesƟonnaire for 10 years. The purpose of the assignment was for the students 
to gain knowledge regarding some pracƟces in the field of HRD/HRM as opposed to academic 
theories that are accessible through a review of literature and classwork. Class discussions took 
place using compiled documentaƟon containing all the answers so the students could benefit 
from all the respondents’ pracƟces. 

2. TheoreƟcal Base 

Human Resource Development (HRD) has become a field of study and pracƟce. In this 
perspecƟve, HRD has developed various and mulƟple models and approaches for scholars and 
pracƟƟoners to uƟlize as frameworks. Theory is parƟcularly important to a discipline that is 
emerging and growing (Chalofsky, 1990; Ruona, 2000; Torraco, 2005). While pracƟƟoners need 
many theories in their toolkit, scholars of HRD seek an encompassing theory to define and guide 
the profession. 

The following two definiƟons from HRD scholars capture the essence of theory and the challenge 
facing our profession: 

1. “A theory simply explains what a phenomenon is and how it works” (Torraco, 1997, p. 115). 

2. “Theory building is the process or recurring cycle by which coherent descripƟons, 
explanaƟons, and representaƟons of observed or experienced phenomena are generated, 
verified, and refined”(Lynham, 2000b, p. 160). Theory building uses scienƟfic methods to analyze 
a phenomenon, an event, or a behavior. 

3. Methodology 

Every semester, students are instructed and guided in a class assignment to interview an HRD 
pracƟƟoner using the same, unaltered quesƟonnaire. The instrucƟons to the students were to 
idenƟfy a Human Resource Development professional, a Training professional or OrganizaƟon 
Development professional or any other person who can provide them with answers regarding 
the funcƟoning of HRD in their organizaƟon (profit or non-profit). They had to write a paragraph 
about the Ɵtle of the person to interview and his/her job as well as their organizaƟon. Students 
were also instructed not menƟon names or any other personal informaƟon regarding the person 
or the company. They interview the person using the quesƟonnaire provided by the instructor. 
The students were instructed to record the answers under the quesƟon and submit the 
completed quesƟonnaire via BlackBoard plaƞorm as an assignment. The quesƟonnaire was 
composed of 20 quesƟons. Some of the quesƟons were: 
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1. What kind of qualificaƟons a person in your department should have that would make them 
more successful in the HRD field? 

2. How oŌen does your department do training? 

3. What challenges do you face during the recruiƟng and retenƟon process? 

4. How oŌen does your Human Resources Department, update training materials? 

5. Do you have any experience training employees for global employment? 

6. What do you do when an employee has completed the provided required training, but remains 
incompetent in that skill? 

7. When recruiƟng, do you promote from within or do you prefer recruiƟng from outside your 
company and w 

8. What type of legal issues do you face on a daily basis? 

9. What have you found to be the most popular reward for employees? 

The purpose of the assignment is for the students to gain knowledge regarding some pracƟces 
in the field of HRD as opposed to academic theories that are accessible through a review of 
literature and classwork. Class discussions take place using a compiled document containing all 
the answers so the students can benefit from all the respondents’ pracƟces. 

4. Data 

The data collected is presented as follows: 

Every semester about 300 responses regarding HRD pracƟces are collected (15 students X 20 
quesƟons). With an average of 15 students every semester during a period of 10 years (22 
semesters), the total number of respondents is 330 HRD pracƟƟoners or 330 quesƟonnaires to 
analyze (660 answers). The following is an example of data to be analyzed by pracƟce : 

• RecruiƟng and retenƟon (challenges, courses needed outside HRD, internal hiring vs external), 

• Training ( frequency, training materials updates, needs assessment, global training), 

• Daily legal issues (training and disciplinary acƟons when an employee is failing, types of daily 
legal issues,). 

• Most important aspects of the job. 

• Performance improvement undertaken, turnover and design of moƟvaƟon, most popular 
reward for employees. 

• Methods used in training (internet/online, teleconferences, face-to- face, handouts, Power 
Point presentaƟons, etc.) 

The last quesƟon: “What do you think is the most challenging issue facing the HRD field today?” 
will be treated and analyzed separately as a non- pracƟce. 

5. Results 

As the workplace evolves, pracƟces and theories interact to beƩer serve the field of HRD/HRM. 
The 660 answers gathered during a period of 10 years yielded some important facts and pracƟces 
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such as: Most respondents sƟll prefer face to face training despite the development of 
technology. The majority of the respondents do not have any training in global training despite 
the effects of globalizaƟon. Most of the training is done on site not online. The challenge with 
the recruiƟng is that it is hard to find people who are truly dedicated to their jobs. “The challenge 
that I face about the retenƟon process is to be able to retain brilliant employees”. Workers are 
always looking for new jobs with beƩer benefits. “RecruiƟng domesƟc diversity is very difficult 
not just for us, but it is difficult for most organizaƟons”. Most organizaƟons value the promoƟon 
from within “to give the chance to their employees first”. 

Table: Examples from 2010 and 2019 Answers to QuesƟon 18. 

QuesƟon: What do you think is the most challenging issues facing the HRD field today? 

2010 QuesƟon: What do you think is the most challenging issues facing the HRD field today? 

2019 

• Budget cuts! Training is usually the first thing to be downsized or eliminated completely. 

• TerminaƟon due to the economy, having to let good people go. 

• Interviewing skills among potenƟal employees…many people are lacking polished and refined 
interviewing skills 

• I think the economy. People are taking jobs that they are not trained for because it is what is 
available and trying to train people who may have been in high ranking posiƟons before can be 
difficult. 

• We spent so much money training and developing individuals to do jobs that they’ve never 
done before and end up losing them due to opportuniƟes elsewhere. 

• The most challenging issue today is to show the value of the HRD department in terms of 
overall organizaƟonal strategy. 

• Whether it’s government or corporate HRD, I sƟll think that funding is the biggest challenge 

• EnƟtlement. People feel like they are enƟtled to work, and that they are owed something at 
their jobs, instead of being thankful that they have a job in the first place. 

• The strong work ethic is fading in this country, and makes my job very difficult 

• Salaries and Benefits 

• Geƫng top management to understand the value of the HR/HRD department and inviƟng 
them to the strategic planning process 

• IncorporaƟng training for products and services that are expanding in foreign markets. 

• Laws and regulaƟons are very different and at the present the company lacks foreign offices to 
spearhead this project 

• CommunicaƟons is a challenge in this day and age of so much so fast. 

• Gaining respect from Human Resources and Management on the importance of training 

• Placing available employees. Many projects are near compleƟon, with not as many new 
projects starƟng up 
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• Global compeƟƟon and the younger people are commiƩed to their career and not the 
company 

• On a local level I believe that health benefits have become an issue 

• The lack of cultural understanding in the business. The workplace is geƫng more diversified. 
The need to have beƩer understanding of different cultures and backgrounds 

• The most challenging issue facing HRD today is diversity in the workplace. We live in a global 
world and HRD needs to adapt to workplace diversity because 

• There’s no broad answer for that. I think it would be more of an industry challenge or city 
challenge. 

• Diversity, we put so much emphasis on diversity, yet most people only see it as being based on 
race, sex, and age. 

• The most challenging issues is the change of the demographic. 

• CompeƟƟon with salaries which is what we are facing and the mulƟ-generaƟon work force. 

• Just to get people to stay and make it a career. 

• The main challenge that the HRD field is facing today is not being recognized as a fundamental 
part of the company. 

• Funding is a huge issue. ROI is oŌen difficult to prove that offering customer service training 
for example is measurable to prove that customer service has improved. 

• I believe the poliƟcal sensiƟvity is the hoƩest issue right now. My colleagues have many issues 
with racism, poliƟcally charged conversaƟons at work 

• RetenƟon and moƟvaƟon. 

• DigitalizaƟon / technology advancement / AutomaƟon. 

• I would say one of the trickiest and most challenging issues facing the HRD field today is 
leadership development. 

• We are in every liƟgious society and employee wants to sue for everything. 

5. Conclusion 

HRD is an evolving field of every day pracƟces that are deemed necessary to face challenges, 
create opportuniƟes, and solve everyday problems and issues. While theories take Ɵme to 
explain a phenomenon, many models of HRD are based on extensive pracƟcal experiences with 
development and improvement. 

6. ImplicaƟons 

This paper has significant implicaƟons to the HRD and HRM fields as “HRD policies are closely 
associated with that aspect of HRM that is concerned with invesƟng in people and developing 
the organizaƟon’s human capital” (Armstrong,2006, p. 535) cited by MaƩhew W. HurƟenne et al 
(2017). Theory in an applied field such as HRD is required to be both scholarly and successful in 
pracƟce and can be the basis of significant advances. 

Keywords DisseminaƟon of Data on PracƟce HRD /HRM Professionals 
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Abstract  

a) purpose 

The aim of this arƟcle is to answer the quesƟon: Does the employer's gender maƩer when hiring 
people with disabiliƟes? The authors wanted to find out how the gender of the employer affects 
the employment of people with disabiliƟes, and try to define these factors – which was the 
objecƟve of this arƟcle. The moƟvaƟon of this study is based on the pracƟcal, long–term 
knowledge of the authors (one of them is a person with disabiliƟes from birth) and knowledge 
of current economic trends in connecƟon with the state policy aimed at acƟvaƟng people with 
disabiliƟes. The respondents of the study could express their opinion focusing on the proposed 
factors determining the favor of employing people with disabiliƟes. The method of this study 
was a dedicated quesƟonary form. 

b) design/methodology/approach 

The authors collected data using a close quesƟonnaire. The study employed the individual survey 
qualitaƟve data addressed to representaƟves of micro, small, medium and big enterprises from 
sheltered employment workshops (SEW) and commercial labour market (CLM). As methods of 
carrying out the work, research tools were selected, adapted to the size of the research sample, 
and considered sensiƟve in the social sciences. In addiƟon, mathemaƟcal analysis tools were 
used to calculate averages, medians, and variances. The quesƟonnaire was used for the study, 
with a single and mulƟple–response quesƟons using a 7–point Likert scale, used in social 
sciences. One of the strengths of the presented methodology is the careful selecƟon of the 
quesƟons asked in the quesƟonnaire. The compuƟng environment was the StaƟsƟca program 
package. 

c) theoreƟcal base 

Disability is an interdisciplinary issue. It is the subject of research in both the economic, social 
and legal sciences and is a global issue with real implicaƟons for 21st century policy. Indeed, it 
occurs on all conƟnents and affects the policies of all countries in the world, regardless of their 
level of economic development. Despite numerous intervenƟons, employment of people with 
disabiliƟes remains at a low level in Poland and in the EU. This was not essenƟally been changed 
by the act giving rise to the creaƟon of enterprises in Poland with a special legal status adapted 
to employ people with disabiliƟes. Literature indicates their disappearance caused by economic 
as well as social factors. 

One of the prioriƟes of the European Union is to support micro, small, and medium-sized 
enterprises (SMEs), which account for over 99% of all enterprises, being the largest employer in 
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the EU economy, thus significantly contribuƟng to its development. It has been noted that they 
face difficulƟes in accessing capital, external sources of financing, as well as modern technologies 
or innovaƟons, especially in the early stage of development. The EU law provides for numerous 
preferences for SMEs, which have much wider access to support from public funds than large 
one. 

d) results or expected results 

The results of the survey indicate that the gender of the employer maƩers when hiring people 
with disabiliƟes. The analysis leads to several conclusions. Firstly, the female owners of small and 
micro enterprises are more likely to hire people with disabiliƟes. Secondly, the opposite trend 
was noted in medium and large enterprises managed by male owners. 

e) originality/value 

The economic value can be classified as an entrepreneurial factor, indicaƟng the gender of the 
employer: female or male. Social value, on the other hand, is the greater gender sensiƟvity of 
the employer to another person – an employee with a disability. These results indicate that this 
survey has both economic and social value. 

f) pracƟcal implicaƟons 

The gender of the employer maƩers when hiring people with disabiliƟes has been confirmed. 
The female gender owners of small and micro enterprises are more likely to hire people with 
disabiliƟes. This is evidenced by the fact that, according to the study, it was in these types of 
enterprises that the staƟsƟcal rate (RwD) ≥ 6.00% of employment of people with disabiliƟes was 
most oŌen achieved, expressed per full-Ɵme equivalents (FTEs). The opposite trend was noted 
in large and medium enterprises managed by the male gender. Both enterprises' gender owners 
benefited from 100% of government subsidies resulƟng from the employment of people with 
disabiliƟes, but the female gender owners of small more oŌen benefit from government 
subsidies for employees with disabiliƟes. 

SuggesƟons for future research are: 

a. extension the research group of study 

b. comparison of various SEMs enterprises’ industry segments on the employment of persons 
with disabiliƟes 

c. extending the research to other economic areas in Poland and the EU 

d. applicaƟon of this study in other countries and compare the results. 

Both local, general government and insƟtuƟons supporƟng the acƟvaƟon of employment and 
people with disabiliƟes as well as commercial insƟtuƟons should be oriented towards the 
economic aspects of quanƟtaƟve modelling of jobs on SEW)and CLM. This study should 
contribute to understanding the condiƟon of the labour market, including informaƟon on the 
preferences of a group of people who are sƟll not integrated part of the community – PwD. 

Keywords disability economics of the handicapped employment discriminaƟon 

ethnic minority workers and social value 

employer’s gender as a entrepreneurship determinant 
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Abstract  

a) purpose 

InnovaƟon consƟtutes a significant factor related to socio-economic development, and it is 
principal in achieving the compeƟƟve advantage of enterprises, regions, and countries. 
Nowadays, an increasing importance is aƩached to eco-innovaƟons acƟvity, which takes into 
account the ecological perspecƟve ensuring the reducƟon of environmental costs. InnovaƟon is 
a factor of social and economic progress at the naƟonal level, as well as a driver of resilience and 
compeƟƟveness. If parƟcular country wants to advance towards an environmentally friendly and 
prosperous society, it is important that it promotes eco-innovaƟon acƟvity as one of the main 
drivers of adaptaƟon to current global challenges. The main objecƟve of the study is to present 
the status and development perspecƟves of eco-innovaƟon and the opportuniƟes for 
governments to effecƟvely influence the implementaƟon of specific tools (financial and non-
financial) to support eco-innovaƟve acƟvity in Central and Eastern European Countries (CEECs) 
of the European Union. While pursuing such a formulated objecƟve, the barriers, threats, 
opportuniƟes and challenges related to eco-innovaƟve acƟvity and the tools to support it in the 
above-menƟoned countries are also taken into account. 

b) design/methodology/approach 

The research is based on a review of recent literature and on a comparaƟve analysis of staƟsƟcal 
data on the development of eco-innovaƟon, as well as on the current and expected effecƟveness 
of the impact of modern tools (financial and non-financial) for supporƟng eco-innovaƟve 
acƟviƟes in CEECs. The study also takes into account the European InnovaƟon Scoreboard and 
Eco-innovaƟon Scoreboard. 

c) theoreƟcal base 

The theoreƟcal basis for the consideraƟons is a diagnosis of the exisƟng state of eco-innovaƟon 
and a review of specific theoreƟcal and empirical approaches, including a presentaƟon of their 
significance for the economy and possible instruments and soluƟons for supporƟng eco-
innovaƟve acƟvity in CEECs. The analysis is also based on the presentaƟon of good pracƟces in 
the above-menƟoned area applied by the most developed EU countries and the possibiliƟes of 
their implementaƟon by these group of countries. 

d) results or expected results 

The results obtained illustrate the formaƟon of eco-innovaƟon acƟvity and indicate the different 
ways and mechanisms of funcƟoning of financial and non-financial tools for supporƟng eco-
innovaƟon policy in CEECs, including the possibiliƟes of their implementaƟon and the 
assessment of their effecƟveness. In addiƟon, the study includes a presentaƟon of the 
possibiliƟes of implemenƟng soluƟons applied in highly developed EU countries by less 
developed CEECs. 
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e) originality/value 

The comparaƟve analysis of eco-innovaƟon acƟviƟes and the tools to support them in CEECs 
presented in this study is based on a diagnosis of the exisƟng state of their economies in this 
area, an assessment of development prospects, as well as a comparison of selected soluƟons 
and an indicaƟon of the possibility of their effecƟve implementaƟon by these countries. The 
results of the research carried out allow specific conclusions to be drawn with regard to the 
financial and non-financial policy of supporƟng eco-innovaƟon, as well as the formulaƟon of 
recommendaƟons and recommendaƟons for its implementaƟon, both at the level of the EU 
(supranaƟonal), as well as at the level of its individual member states (naƟonal), especially those 
located in Central and Eastern Europe. 

f) pracƟcal implicaƟons 

The EU countries show a significant divergence in terms of both eco-innovaƟon and innovaƟon 
acƟviƟes. The EU countries taking the leading posiƟons in terms of eco-innovaƟon acƟvity are 
simultaneously the leaders in relaƟon to innovaƟon acƟvity. The similar situaƟon takes place in 
the case of the EU countries belonging to the group of the poorest eco-innovators. The CEECs 
sƟll confront the outcomes of post-communist transiƟon which created unfavourable economic 
and social circumstances to adopt green iniƟaƟves. The results of the eco-innovaƟon scoreboard 
for these countries show an inefficient use of materials, water and energy resources, and also 
low resource producƟvity. Only improving energy efficiency was considered a poliƟcal priority 
and has already been integrated by governments in their implementaƟon plans. The gaps 
between East and West EU countries are diminishing, but there are sƟll insƟtuƟonal, legislaƟve 
and economic shortcomings in eco-innovaƟon that should be addressed. The analysis carried out 
indicates the level of eco-innovaƟon development in CEECs and the potenƟal for good pracƟce 
in supporƟng eco-innovaƟon acƟvity by these countries, and provides a strong basis for assessing 
the potenƟal for eco-innovaƟon support policies to have an effecƟve impact on the development 
of eco-innovaƟon acƟvity in these countries. The Europe is currently facing major environmental 
challenges such as climate change, depleƟon of natural resources, and biodiversity loss. That is 
why new economic and social approaches and models resulƟng in explicit and significant 
environmental benefits have fundamental meaning to sustain socio-economic development for 
the EU countries, especially CEECs. 

 

Keywords  Eco-innovaƟon policy Central and Eastern European Countries (CEECs) 

EU countries  comparaƟve analysis 

 

  

 

 

 

 

 



57 
 

EffecƟve Management of Community Sustainability Knowledge 

 

ScoƩ Erickson 

gerickson@ithaca.edu United States Ithaca College 

 

Abstract  

a) purpose 

InvesƟgate how sustainability knowledge is shared and aƫtudes formed in an Icelandic 
community (Akureyri) that has achieved carbon neutrality. Based on the observed difficulƟes in 
other ciƟes, regions, and naƟons in effecƟvely working together to advance sustainability 
iniƟaƟves, Akureyri is a singular example of how a community can be persuaded to take effecƟve 
steps to reach carbon neutrality. 

By studying the different groups within Akureyri--academia, business, government—we can look 
at how knowledge flows within and across groups. With that understanding, recommendaƟons 
can be made for how beƩer managing sustainability knowledge can lead to acƟon in other 
communiƟes, regions, and naƟons. 

b) design/methodology/approach 

The study included in-person, face-to-face interviews with over fiŌy city leaders from Akureyri, 
Iceland. The town includes just under 20,000 residents and is the commercial and poliƟcal center 
of northern Iceland. The interviews included a structured quesƟonnaire including both short-
answer and open-ended items. Items were drawn from established sources such as sustainability 
aƫtude from the Yale Seven Americas studies and more locaƟon specific quesƟons about 
personal connecƟons (allowing construcƟon of a social/knowledge network diagram). 
ConnecƟons between respondents were reinforced by the sampling procedure (snowball 
sample) and data from social networks. 

c) theoreƟcal base 

The study and its analysis are based on established theory in several disciplines. IniƟally, social 
markeƟng/behavioral economics have a considerable literature on providing incenƟves to 
targeted populaƟons to encourage aƫtude and behavior change. That theory has been applied 
repeatedly to sustainability iniƟaƟves, how to encourage targeted to groups to act in a more 
climate-friendly manner. Quite a number of those applicaƟons have relied on personal 
connecƟons and persuasion to moƟvate change, providing an opportunity to apply addiƟonal 
theoreƟcal principles from the realms of knowledge management (specifically knowledge 
sharing) and communicaƟon. The structure of the quesƟonnaire and the open-ended interview 
quesƟons allowed data gathering based on these literatures. The end result is suitable for 
analysing how personal relaƟonships, trust, perceived experƟse, and effecƟve knowledge 
sharing can help gain the desired aƫtude and behaviour changes. 

d) results or expected results 

The research demonstrated that the range of sustainability views in Akureyri was much narrower 
than that seen in the US and that personal connecƟons between community leaders spanned 
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the different segments, even with differences in views were apparent. PotenƟal reasons were 
idenƟfied in the open-ended interviews, including concepts supported by the knowledge sharing 
and social markeƟng literatures including trust, social norming, ease of compliance, and other 
related ideas. The quanƟtaƟve and interview results also indicated unique characterisƟcs of the 
northern Icelandic community that likely have some impact on their views on sustainability and 
their willingness to so effecƟvely move toward carbon neutrality. 

e) originality/valu 

Social markeƟng concepts and pracƟces have a lengthy history of applicaƟon to sustainability 
issues, including in communiƟes. This study offered a unique opportunity to explore the success 
of a sustainability campaign with social markeƟng features in much more depth than is oŌen 
possibility. The ability to interview over 50 community leaders at length, specifically about 
carbon neutrality and how Akureyri was successful in reaching that goal provided much deeper 
insights than is typical of campaign post-mortems. Further, the research provided an opportunity 
to gather responses relevant to knowledge sharing, allowing an exploraƟon of the role 
knowledge management might play in moving sustainability iniƟaƟves forward. Given that 
sustainability is founded on key knowledge about climate change and potenƟal soluƟons, tools 
and techniques to enhance how that knowledge is shared and applied could be important in 
moving toward soluƟons. 

f) pracƟcal implicaƟon 

The results of this study provide helpful guidelines for other ciƟes, regions, and naƟons pursuing 
carbon neutrality. The concept of personal relaƟonships and individuals sharing knowledge 
helpful to solving a community issue is different from some of the poliƟcal discourse seen 
surrounding sustainability. Moreover, how that knowledge is shared is important. Knowledge 
management can help in structuring knowledge exchange so it is useful and impacƞul. This 
example illustrates some best pracƟces for incorporaƟng such knowledge management 
principles in a new context. 
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Abstract  

a) purpose 

The development of digital technology worldwide has been incredible since the early 2000s. The 
number of connected objects, internet links, servers and data centres, intelligent sensors and 
arƟficial intelligence (AI) systems has increased exponenƟally, leading to an exponenƟal increase 
in the amount of data transferred or stored in data centres for processing. The distances covered 
by the data despite the fibre opƟc or satellite links, which are supposed to improve the flow, 
have increased dramaƟcally. An SMS between two neighbours travels an average of 19600 km 
to find a route that is not saturated by priority users (providers of financial and commercial 
products, games, films, media, etc.). Thus, the amount of electrical energy consumed is growing 
exponenƟally. The digiƟzaƟon of many administraƟons and educaƟon in the world, the 
development of applicaƟons via the IoT (Internet of Things), the new generaƟons of wireless 
communicaƟons and arƟficial intelligence seem to generate a new acceleraƟon of the amount 
of data processed and of the resulƟng energy consumpƟon. If this trend does not slow down, by 
2030, with electricity consumpƟon doubling every four years, the enƟre world's electrical energy 
producƟon will be devoted to digital acƟviƟes. All storage, transmission and processing 
equipment is based on microelectronic components, circuits and systems. AcƟon is urgently 
needed. 

b) design/methodology/approach 

The current challenge is therefore to focus on the field of microelectronics and 
nanotechnologies, which are at the origin of this increase in consumpƟon that will become 
uncontrollable. Indeed, studies conducted in research and development have already shown the 
potenƟal possibiliƟes of improving equipment, with a medium-term objecƟve of dividing by 100 
and in some cases by 1000 the electrical consumpƟon of current electronic equipment. 
TheoreƟcal approaches but also the realizaƟon of prototypes by research and development 
centres have already demonstrated these significant improvement possibiliƟes. 

c) theoreƟcal base 

TheoreƟcal bases concern the implementaƟon of new circuit architectures, new insulaƟng or 
semiconductor materials, new manufacturing technologies involving the third spaƟal dimension 
(3D components) applied to integrated electronics and embedded electronics. The 
generalizaƟon of integrated analogue funcƟons and funcƟons based on asynchronous 
architecture, but also the use of new components based on SiC and GaN semiconductors in the 
power circuits necessary for the supply of servers, data centres and transmission devices, are 
also a proven way to reduce the power dissipaƟon of large electronic systems such as 
transoceanic opƟcal fiber cables and data centers. The implementaƟon of these approaches 
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requires new skills directly related to the needs of microelectronics companies, which have been 
experiencing a shortage of jobs for over five years. 

d) results or expected results 

The objecƟve today is to support research and industrializaƟon acƟons in this field, a policy led 
by the European Union and more specifically France, the USA but also the countries of the Far-
East involved in these technologies. However, human skills automaƟcally linked to innovaƟon are 
increasingly rare and the pool of future graduates or cerƟfied at all levels of study, from 
technician to doctor, must be strengthened. Skills must cover the enƟre spectrum of the field, 
from very low to very high power, from ultra-high integraƟon to large area technologies, from 
analogue to digital. The French naƟonal network for training in microelectronics and 
nanotechnologies, the GIP-CNFM, brings together all the skills in the field by providing all higher 
educaƟon insƟtuƟons with training plaƞorms that cover the enƟre spectrum of the field. 
Supported by the industrial community of the electronics sector and by the Ministries of Higher 
EducaƟon and Industry, the new trainees are already parƟally meeƟng the needs of jobs in 
shortage. This effect is reinforced by acƟons of aƩracƟveness to young people and by 
reconversions of employees of companies in fields in slowdown. At the French level, a realisƟc 
assessment menƟons the need for 18,000 addiƟonal graduates over the next 5 years. The 
reinforcement of the training of engineers, doctors and technicians is sƟll necessary and will 
depend on the reinforcement of the teaching staff which is becoming insufficient to meet the 
needs. 

e) originality/value 

The originality of the approach comes from the objecƟves that are part of a recent, proacƟve 
policy that aims to meet the growing needs of digital use, reduce energy consumpƟon and 
decrease the carbon footprint of human acƟviƟes. Without this acƟon of adapƟng digital 
technology to innovaƟve technologies, the effect on energy and the environment, in parƟcular, 
is likely to be the opposite of the desired goal. 

f) pracƟcal implicaƟons 

The first pracƟcal implicaƟon is the coordinaƟon at the naƟonal level of the training in 
connecƟon with research and companies in order to cover the needs as much as possible. This 
approach requires an investment by all the players who must work together making the best use 
of their own respecƟve skills. Indeed, due to the increasing complexity of technologies and 
systems, the range of skills in terms of knowledge and know-how is becoming too wide and only 
a teamwork covering different sensiƟviƟes can achieve quality results. Another useful 
implicaƟon is the development of student hosƟng plaƞorms, permanently updated following the 
technical and technological progress. 
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Abstract  

a) purpose 

The purpose of this work is to examine the development of a performance management (PM) 
system within the context of ethical principles. The process and issues with be examined within 
the context of a specific organizaƟon. 

b) design/methodology/approach 

The method involves examining these issues within a specific organizaƟon / case: Compass 
Minerals. Compass Minerals is a company that produces salt, plant nutrients, and magnesium 
chloride to distribute throughout North America and the United Kingdom. Their headquarters is 
in Overland Park, Kansas, and they have over 2000 employees worldwide. The organizaƟon has 
several core ethical values such as integrity, respect, collaboraƟon, value creaƟon, and high 
performance. Also, they have corporate sustainability principles and a code of ethics and 
business conduct. Their goal is to be innovaƟve and unique and to find effecƟve and efficient 
ways to fulfil the needs of everyday life. 

c) theoreƟcal base 

Den Hartog, et al (2004) conducted a literature review and development of a PM system, and 
more recently, Schleicher, et al (2019) undertook an integraƟve review focused on developing a 
model of the evaluaƟve criteria involved in PM systems. Furthermore, Buckingham and Goodall 
(2015) described the new system developed for DeloiƩe,, which involved focusing on the rater, 
and on frequency and transparency. The case study described in this study incorporates some of 
the key concepts described in these previous works. 

Performance management systems `and performance reviews are put in place to help with 
decisions such as training, career development, compensaƟon, transfers, promoƟons, 
terminaƟons, etc. The review process for performance generally includes expectaƟons, along 
with formal feedback about how well or poorly an employee is performing. Some performance 
review systems include ranking, forced distribuƟon, 360-degree feedback, competency-based, 
management by objecƟves, graphic raƟng scales, and behaviorally anchored raƟng scales. 

Summerton (2017) suggested four ethical principles for PM. His first principle is to respect the 
individual, and he stated that, “people should be seen “as ends in themselves” and never as 
“means to other ends” (para. 1). His second principle says there should be mutual respect from 
both sides of PM, HR and employees. They should respect each other’s thoughts, ideas, opinions, 
and values. His third principle is fair procedures. All operaƟons, project\s, and systems must be 
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conducted with complete fairness. Finally, Summerton’s last and final principle for PM is 
transparency. 

d) results or expected results 

This case study will describe the PM system developed by Compass Materials. Then it will discuss 
the ways in which this system incorporates ethical principles. The following describes the 
organizaƟon’s work. 

Compass Minerals human resources (HR) team evaluated potenƟal changes to their system and 
recognized that their new PM system must include the following. Their first goal was to focus 
work. The manager needs to share what is expected from employees. The second goal was to 
drive beƩer performance. The system needs to ask whether expectaƟons are met. Feedback and 
support from the HR manager and from the line manager help to drive beƩer performance. The 
third goal of PM was allocaƟng rewards (merits, bonuses, promoƟons). When employees meet 
or exceed expectaƟons, they should know what to expect “in return.” And, finally, the last goal 
was driving culture. The human resource development (HRD) manager’s job was to teach and 
model this culture. In addiƟon, Compass Minerals focused on how development leads to 
impacƞul results using the following objecƟves: (a) dramaƟcally reduce complexity in the system, 
(b) reduce manager Ɵme spent assessing, (c) place greater emphasis on development and 
coaching, (d) view corporate as a support, (e) bestow more autonomy and independence, (f) 
insƟl growth mindset, (g) reduce any ethical liability, (h) build the employee value proposiƟon, 
and (i) build the culture. Furthermore that system connected to the organizaƟon’s sustainability 
goals and uƟlized the code of ethics. 

e) originality/value 

Compass Minerals has made it a point to include two-way conversaƟons between their managers 
and employees. This has ensured there are no miscommunicaƟons or confusion. Such 
communicaƟon allows for a beƩer understanding of expectaƟons and requirements. Employees 
know exactly where they stand in relaƟon to achieving goals and reaching performance 
milestones that contribute to career development, and promoƟons. At the same Ɵme, managers 
gain insights into what moƟvates the people working for them through the conversaƟons that 
are two-way. Finally, a third benefit is that employees that understand their roles, along with 
everyone else’s roles. 

Compass Minerals created a Quarterly Pulse Survey for Managers, which becomes a combinaƟon 
of PM and talent reviews. This tool can also be used in alternate quarters by focusing on 
performance and growth. The Survey for Managers is coupled with a Pulse Survey sent to 
Employees to receive their input. 

f) pracƟcal implicaƟons 

The case study demonstrates how HR and the human resource management (HR and HRD 
funcƟons within an organizaƟon completely overhauled the PM system. Furthermore, this new 
system incorporated ethical principles, as well as connected to their corporate sustainability 
goals and to the code of ethics and business conduct. 

 

Keywords Performance management, human resource management, ethics 
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Abstract  

a) purpose 

Management consultancy is primarily a trust-based relaƟonship business, which draws on a 
professional knowledge base to help solve client problems of various kinds. ConsulƟng services 
are in demand due to the megatrends such as sustainability, digital transformaƟons and 
connecƟvity, and thus have a major impact on developments in the economy, society and 
poliƟcs. However, changes in the economy and society, which are associated with crises and 
economic downturns, require flexibility, innovaƟon and creaƟve soluƟons, based on quality 
excellence and ethics. 

Excellence in management consulƟng aims at conƟnuously professionalizing the client-
consultant relaƟonship and highlights, among others, the required qualificaƟons of management 
consultants as well as the professional management of the consulƟng organizaƟon. Areas 
required to cope with the current transformaƟons, as well as the challenges and future key 
success factors for consultants and clients are based on sustainability and ethics, in order to 
define trust and responsibiliƟes throughout the assignment and to deliver sustainable soluƟons. 
An important fact is the role of standards in a service industry like management consulƟng. ISO 
20700 Guidelines for management consultancy services will be outlined and reflected. 

b) design/methodology/approach 

The approach is to apply quality management and business excellence models to management 
consulƟng theory with a view to ethics management and responsibiliƟes in the client-consultant 
relaƟonship. 

c) theoreƟcal base 

The theoreƟcal base is the methodology of quality management and ethics management from a 
macro, meso and micro-perspecƟve as well as research on professional management consulƟng. 
Ethics management will be discussed based on relevant theories and approaches, cause-effect-
chains as well as relevant instruments for apƟtude and implementaƟon. Important is the role of 
standards. ISO 20700 Guidelines for management consultancy services will be outlined and 
reflected. 

d) results or expected results 

DerivaƟon of an excellence model for professional management consulƟng, including all 
dimensions (consultant, client, consultant organizaƟon and the professional associaƟons), with 
a focus on the research of ethics and responsibiliƟes in the client-consultant relaƟonship. 

e) originality/value 
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The topic is a new research area, as it provides a holisƟc approach to management consulƟng 
from different perspecƟves, in order to further develop management consultants and the 
consulƟng industry. The viewpoint to ethics and responsibiliƟes is important to create trust and 
sustainability in relaƟons and deliveries expected by clients and stakeholders. 

f) pracƟcal implicaƟons 

This topic is relevant to consultants (also among others, small firms and sole proprietors), clients 
and stakeholders of the consulƟng industry, as it tackles competencies, roles and responsibiliƟes 
in the client-consultant relaƟonship as well as the professional management of a consulƟng 
organizaƟon – with a few to management consulƟng as a profession with its standards, ethics, 
qualificaƟon and Codes of Conduct thus contribuƟng acƟvely to ConsulƟng Governance. 
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Abstract  

a) purpose 

Knowledge transfer, seen as a vital component of organizaƟonal development, can happen 
naturally within informal seƫngs or be approached as a strategic management component, 
depending on the organizaƟonal maturity level and the leadership style. This study invesƟgates 
current knowledge transfer techniques within public service organizaƟons and examines their 
funcƟon in employee moƟvaƟon. 

The effecƟve transfer of knowledge between employees in public insƟtuƟons is essenƟal for 
improving organizaƟonal performance and increasing the capacity of insƟtuƟons to fulfill their 
mission. To ensure efficient knowledge transfer, we need to address some relevant aspects such 
as organizaƟonal culture, efficient communicaƟon, knowledge structuring, use of technology, 
leadership, moƟvaƟon, and reward systems. 

Human resources management plays a crucial role in influencing knowledge sharing and transfer 
among civil servants. Leadership is responsible for fostering an organizaƟonal culture that 
encourages knowledge sharing and transfer. Leaders can create an environment where public 
servants feel inspired and moƟvated to share their knowledge through personal example and by 
clearly communicaƟng the value and importance of knowledge sharing. 

By arƟculaƟng the purpose and benefits associated with knowledge sharing, leaders can inspire 
and moƟvate civil servants to parƟcipate acƟvely. Leaders can facilitate knowledge sharing and 
transfer by creaƟng formal structures and processes. These may include developing mentoring 
and coaching programs, organizing knowledge transfer sessions, establishing technology 
plaƞorms for informaƟon sharing, and implemenƟng clear policies and procedures for 
knowledge management. 

The success of the knowledge transfer depends on adequate support and resources, including 
providing access to relevant tools and technologies, allocaƟng Ɵme and resources to knowledge-
sharing acƟviƟes, and recognizing the efforts and contribuƟons of civil servants involved in this 
process. By appreciaƟng and rewarding these behaviors, leaders can moƟvate public servants to 
conƟnue sharing their knowledge and be acƟvely engaged in this endeavor. 

A holisƟc approach to the problem of knowledge transfer can contribute to the idenƟficaƟon of 
opƟmal soluƟons both at the individual and organizaƟonal levels. 

b) design/methodology/approach 
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In-depth interviews with public employees from various departments and hierarchical levels 
within several public organizaƟons in Romania were conducted to invesƟgate the pracƟces of 
knowledge transfer now used in public organizaƟons, how knowledge transfer affects public 
workers' moƟvaƟon, and the funcƟon of leadership in this respect. 

c) theoreƟcal base 

We argue the importance of this topic from the perspecƟve that effecƟve knowledge transfer 
posiƟvely influences public workers' moƟvaƟon by increasing job saƟsfacƟon, supporƟng 
professional development, fostering a learning culture, providing recogniƟon, promoƟng 
collaboraƟon, and enabling succession planning. Leadership is vital in facilitaƟng these outcomes 
through their acƟons and behaviors and creaƟng a supporƟve and moƟvaƟng work environment. 

d) results or expected results 

The research results shed important light on the methods and instruments used in Romania to 
encourage knowledge sharing among public employees. The consequences of employee 
moƟvaƟon and the role of leadership are examined. The study also looks at possible challenges 
for knowledge transfer inside public sector organizaƟons, including how emerging technology 
may affect this acƟvity. 

e) originality/value 

The originality of the paper resides in the fact that it invesƟgates the knowledge transfer inside 
the public insƟtuƟons and brings to light important and present issues very specific to the 
domain. 

f) pracƟcal implicaƟons 

The findings add to the understanding how organizaƟonal leaders and human resource 
professionals can create strategies and intervenƟons to promote efficient knowledge sharing, 
boost employee moƟvaƟon, and drive organizaƟonal performance. 
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Abstract 

Purpose of the Research 

This research is primarily about inclusivity, equality and equity in the ChrisƟan Church concerning 
sexual orientaƟon. By nature, this research is also is about diversity. 

The purpose of this research is to understand the concept of welcome in relaƟon to the LGBTQ+ 
community as seen through the eyes of LGBTQ+ affirming ChrisƟans, non-affirming ChrisƟans 
and LGBTQ+ individuals who have a connecƟon to the ChrisƟan Church as an organisaƟon. They 
may be members or have chosen not to join because of discriminaƟon. 

Churches nearly always say ‘everybody welcome’ on their noƟceboards and communicaƟons but 
what does this actually mean? What is the Church OrganisaƟon meaning when it says this? What 
is this understood as saying by the LGBTQ+ community. 

Literature and reading 

ChrisƟan Church is an organisaƟon. It is a complex organisaƟon: more complex that a business 
or a charity. It is an organizaƟon that does not have to uphold the Employment Act in terms of 
equality, inclusivity and diversity as ministers are not ‘employed’. They are provided with a 
‘sƟpend’ to be able to live while they serve God and the Church. 

Literature disciplines relaƟng to organizaƟons in general are relevant and are considered in this 
research. These include OrganisaƟonal Culture (equality, equity, diversity, inclusivity, values, 
expectaƟons, behaviour paƩerns, CSR, sustainability), OrganisaƟonal CommunicaƟon (PR, 
discourse, semioƟcs, tone), OrganisaƟonal Theory (structure, roles, systems, processes), 
OrganisaƟonal Behaviour (leadership, groupwork, individuals), OrganisaƟonal Psychology (social 
and psychological processes, organisaƟonal jusƟce) and OrganisaƟonal development (OD, HRD, 
L&D, talent management). 

Apart from being an organisaƟon ChrisƟan Church is a collecƟve of followers of Christ. These are 
followers who adhere to His teachings and have a range of theologies supported by the teachings 
of Christ and the books of the Holy Bible. Therefore, academic theological disciplines and current 
ChrisƟan pracƟce is also relevant. 

Affirming Movements are a massive resource for research and conversaƟons and there are key 
acƟvists associated with each of these: 

• ReformaƟon Project: hƩps://reformaƟonproject.org/ 

• Open Table: hƩps://opentable.lgbt/ 

• Dignity and Worth: hƩps://dignityandworth.org.uk/ 

• Affirm – BapƟsts Together for LGBTQ+ inclusion: hƩps://www.affirm.org.uk/ 
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• One Body One Faith: hƩps://www.onebodyonefaith.org.uk/ 

• Oasis (Steve Chalke): hƩps://www.oasisuk.org/campaign/inclusion-lgbtq/ 

ContribuƟon 

1 Work in CongregaƟonal Discernment on the issue of inclusivity is a growing area of research. 
However, most of this is from the USA. This research is adding value by considering the approach 
in the UK and later will expand into Europe. 

2 Also, the organisaƟonal analysis will consider aspects such as the relaƟonship between 
inclusivity and equality of talent development and its effect of the sustainability of the church. 
The trajectory is, therefore, different from and an expansion on the work already done. 

3 The sheer minority of in-pracƟce affirming churches and the lack of research done on them. 

In the UK the law prevents ministers of the Church of England from carrying out same-sex 
marriages (CoE 2023). A recent vote (Feb 2023) re-established not marrying same-sex couples. 
The BapƟst Union give choice for individual churches to decide whether to marry same-sex 
couples. However, very few have taken up this. Even those that have taken a vote to be inclusive 
will have members who voted against this. The United Methodist church states on its website 
“The Methodist Church affirms and celebrates the parƟcipaƟon and ministry of its LGBT+ 
members.” (Methodist Church 2023). However, the way the Methodist church works each church 
does not have its own minister. A group of ministers circulate around churches within a 
geographical area. Some ministers will not preach as churches who are inclusive and some 
inclusive churches will not accept ministers to their church. So even when it seems there is 
acceptance, there is not. Independent Churches, Evangelical Churches and Pentecostal churches 
usually have clear statements of non-affirming of same-sex marriages. 

4 The posiƟoning of the researcher and the parƟcipants in relaƟon to the research is deliberately 
purposed to maximise validity in the two communiƟes, ChrisƟans and LBGTQ+. 

There are 2 strands each with 2 dimensions: Follower of Christ or not follower; LGBTQ+ 
community or Straight. This research is using the researcher-in for the Beliefs, but the researcher-
out for the LGBTQ+ community. The ChrisƟan community believes that these conversaƟons are 
dealing with God and the consequences are eternal. The LGBTQ+ community’s arguments are 
listened to more strongly from the point of view of a straight person as there is no personal bias. 

PARTICIPANTS RESEARCHER 

Methodology 

This takes a qualitaƟve inducƟve research approach using Reflexive ThemaƟc analysis (Braun & 
Clarke 2006, Braun et al 2016, Terry et al 2017, Braun & Clarke 2019, 2020, Bryne 2022). 

The researcher is what is termed an Affirming ChrisƟan. This means the ChrisƟan affirms that 
being LGBTQ+ is not a lifestyle choice but is the natural state of the individual and that being in 
an equal power consenƟng commiƩed covenant sexual relaƟonship with someone of the same 
sex is not a sin. Therefore, equality opportunity to use full giŌing including leadership roles in 
the church is fully supported. 

ParƟcipants & Data CollecƟon 
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The posiƟon of the researcher has been made clear to the parƟcipants to gain more open, honest 
responses. It is also made clear that emoƟons in the research, both in collecƟon of data and 
analysis of data, are not bracketed out but are fully included. 

Hubbard et al (2001) shows theoreƟcally and empirically how emoƟonally-sensed knowledge is 
an indispensable part of the social science research process. They believe it is a challenge when 
academic research trains us to ‘extract out’ emoƟon. 

Data was collected in 2022 and 2023 from the following: 

6 self-selecƟng focus groups. These were from the congregaƟon within a newly establishing 
church deciding on what ‘idenƟty’ and ‘welcome’ means. 

One congregaƟonal meeƟng of 50 people broken into random groups (of about 8 people) 
wherever people were seated - of about 8 people 

Interviews with 2 gay ChrisƟan women and 2 gay ChrisƟan men 

Findings 

There were many different layers of welcome established from conversaƟons with all 
parƟcipants: 

Acceptability of loving behaviours 

We welcome you – but please don’t behave like a loving couple in view of others 

Acceptability of talking about the relaƟonship 

We welcome you – but please don’t tell us you are geƫng married to each other 

Taking a leadership role (ie being an example) 

We welcome you – but we are not comfortable with you taking a leadership role in case people 
think the church is affirming your sex relaƟonship 

Teaching 

We welcome you – but please don’t tell our children that it’s good to be gay 

WanƟng to help 

We welcome you – but because the bible says same sex aƩracƟon is not natural then we feel we 
want to help you 

Trying to change people 

We welcome you – but pracƟsing homosexual sex is wrong so we can help you move away from 
that and not conƟnue in that sin 

Person to Person acceptance 

We welcome you – we know you and we know you are a strong believer – we empathise with 
what you have been through - but we are struggling to say that it’s o 

Keeping up with the Ɵmes 



70 
 

We welcome you – we are living in modern Ɵmes – we need to accept everyone who is genuinely 
in a loving relaƟonship 

Love can’t be wrong 

We welcome you – we accept you are in a loving commiƩed relaƟonship and cannot see how 
this can be wrong in God’s eye 

Affirmed 

We welcome you as natural and fully affirm you in all roles. Being in a physically loving equal 
consenƟng commiƩed 1 to 1 relaƟonship with any person is not a sin 

Non-affirming 

We welcome you – we don’t judge you – we are all sinners – your sin is no worse than any of our 
sins but it does remain a sin. 

ImplicaƟons of the Research 

That churches need to be really clear on what they mean by welcome and to state this on their 
website and other communicaƟons. 

That the word welcome has become meaningless. That there is a general non-meaning of the 
word welcome that goes beyond this study. An example given was the recent FIFA World Cup 
2022 in Qatar where the slogan was ‘“everyone is welcome” alongside non-affirming of the 
LGBTQ+ community. The LGBTQ+ Community were ‘welcome’ but if anyone showed them 
affirmaƟon eg the wearing of the ‘one love’ armband, then they were silenced and if they would 
not be silenced then they were punished. 

That the word ‘inclusive’ is also becoming meaningless as it oŌen comprises only a few 
groupings. The term ‘fully inclusive’ is also confusing, as if there are undisclosed rankings of 
inclusivity. 

 

Keywords ChrisƟan Church LGBTQ+ 
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Abstract  

Gender equality is a key priority expressed in the agendas for development and sustainability of 
countries and insƟtuƟons. Equality concerns the equivalence of the rights and responsibiliƟes of 
the human person in the natural world, especially in the relaƟons of equal condiƟons between 
women and men. Despite de concerns presence in poliƟcal agendas, several imbalances and 
socioeconomic dispariƟes persist among gender, creaƟng obstacle to equal opportuniƟes and 
living condiƟons globally. In the specific context of the job market and career opportuniƟes, 
there is ample room for improvement in many European countries. Key research topics in this 
field include the gender pay gap, imbalances in job roles, including in leadership posiƟons, and 
the exposure to social discriminaƟon such as harassment, threats and abuse, that persist in 
online context both in professional and personal life. This arƟcle contributes to the literature and 
society by promoƟng employability and reducing gender inequaliƟes in access to employment 
opportuniƟes and career progression for various target audiences. In this arƟcle, we aim to 
address a persistent, relevant and Ɵmely social challenge in the European landscape, since the 
exisƟng facts support that this is an internaƟonally shared concern. 

In parƟcular, in Europe, despite the advances achieved in career projecƟon and development 
over the years, considerable unconscious prejudices sƟll persist in the labour market, caused by 
gender inequality, being capable of disguising the aƩracƟveness of opportuniƟes and job offers. 
In the most recent Gender Equality Index - EIGE assessment (EC, 2022), Poland although has 
obtained the highest gender equality score in health with 83.6 (out of 100), it has received the 
lowest score in the power category with 34.4, and a moderate score of 67.3 in equal access to 
employment and quality working condiƟons for men and women. Given this context, this arƟcle 
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addresses gender bias in recruitment and career access processes, in the context of Poland, and 
discusses it towards finding in other EU countries, in the context of a European research project. 

The study approached professionals and company recruiters, with the objecƟve of idenƟfying 
their percepƟons and experiences in professional life, regarding gender inequality in the labor 
market and knowing their opinion on the relevance of some strategies to miƟgate gender 
prejudice in recruitment contexts. The study is based on the European research project “O’Bias 
– Overcoming gender bias in career opportuniƟes”, led by the University of Aveiro in Portugal, in 
which Poland was a parƟcipaƟng country. 

The study builds on the results of the development and applicaƟon of a quesƟonnaire, to 
professionals and recruiters, through Google Forms from October to November 2021. The 
quesƟons were focused on expressing opinions about the importance of some strategies that 
can be implemented in organizaƟons to reduce gender bias in recruitment processes from both 
professionals and recruiters perspecƟves. The quesƟonnaire is structured in two parts as follows: 
(1) Recruiters - Overview and general informaƟon on recruiters; Work experience; Unconscious 
gender bias in Recruitment Processes; Specific posiƟons and professional areas; Strategies and 
PracƟces. (2) Professionals - Overview and general informaƟon of professionals; Professional 
Experiences; Awareness of and experience with unconscious issues of gender bias; PosiƟons and 
professional areas where unconscious gender bias sƟll prevails; Strategies/PracƟces 
implemented in organizaƟons. In the first phase of data collecƟon, the quesƟonnaire was 
distributed in the 6 countries involved in the project, including Portugal, Spain, Germany, Poland, 
Cyprus and Greece. This study report the results of the Polish context, puƫng it into perspecƟve 
e with the other countries results. The respondents included men and women of different ages 
and levels of educaƟon and professional experience. The results of the study offer several 
managerial insights about persistent gender bias in career access as well as the percepƟons 
about the importance and effecƟveness of several strategies to miƟgate bias in recruitment 
processes, building on the literature and illustrated for the specific case of Poland with data from 
the quesƟonnaire. 
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Abstract 

a) purpose 

This paper;s main objecƟve is to understand the effect of organizaƟonal culture, through leaders; 
values, on an organizaƟons image. 

b) design/methodology/approach 

Taking into account the objecƟve and the research quesƟons, the study presented here follows 
the qualitaƟve methodology. A case study was developed, analyzing a specific organizaƟon, 
AIESEC, and thirteen interviews were conducted with former members of the organizaƟon. In an 
iniƟal phase, contacts were collected from 68 people who met the condiƟons to parƟcipate in 
the study. However, the final sample fell on only 13 parƟcipants, as the saturaƟon point was 
reached. AŌer the case study planning, data were collected through semi-structured interviews, 
and a script was developed for this purpose. It should also be noted that the interviews were 
conducted using telemaƟc means (via the Zoom plaƞorm), at a Ɵme agreed upon with each of 
the interviewees via e-mail. 

c) theoreƟcal base 

With the intensificaƟon of the breakdown between the internal and external barriers of 
organizaƟons, it is increasingly challenging for organizaƟons to build a cohesive, homogeneous 
organizaƟonal image in line with the organizaƟonal culture itself. This is because communicaƟon 
channels, and even the interacƟons between employees and the outside world, have an 
increasing weight in the organizaƟonal image. With this in mind, there are new challenges that 
organizaƟons have to face, one of them being the way their leaders expose themselves to the 
outside and the way they themselves shape the organizaƟonal culture. Pires &amp; Macêdo 
(2006, p.83) stated that: &quote; culture, with the construcƟon of social and normaƟve meaning, 
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enables a group to strengthen or disintegrate. Culture expresses the values and beliefs that 
members of that group share.&quote; 

Applying this concept to organizaƟons, in which it assumes a strong vitality and importance, 
GoƩman et al. (1998) alerted to the relaƟonship between leaders&#39; values and the possibility 
of these being translated into organizaƟonal pracƟces, integraƟng the organizaƟonal culture. In 
the past, organizaƟons could disconnect their internal mode of funcƟoning from relaƟonships 
with the external environment. However, networking chains, business process innovaƟon, and a 
focus on customer service, among others, redefined what were once external relaƟonships and 
began to create the need to integrate these same acƟviƟes into the daily lives of all members of 
a given organizaƟon (Hatch &amp; Schultz, 1997). 

In this context, companies have changed their way of being in business, in the sense that the 
topic of &quote ; purpose&quote; has become increasingly relevant. Today, leaders believe that 
their businesses exist not only to generate profit, but to make the world a beƩer place, and this 
maxim is demanded of companies by their most varied stakeholders (Zu, 2019). Since purpose is 
something that relates directly to values associated with organizaƟonal culture, Zu (2019) 
postulated that the most common cause for the success or failure of an organizaƟon lies in its 
core principles, according to which the business leader acts. The acƟons of leaders are closely 
linked with their beliefs, hence the importance of leaders maintaining certain values in the 
corporate or organizaƟonal environment at all levels, that is, from daily operaƟons, to execuƟve 
decisions, that ensure their acƟons meet the companys purpose (Ghate &amp; Ralston, 2011). 

d) results or expected results´ 

The results indicate that the leaders; values do not have a direct influence on the organizaƟon;s 
image in cases where the external exposure of the leaders is not high. However, if the contact of 
internal employees with the outside and the leader-employee relaƟonship are high, 
leaders&#39; values can have an indirect effect from the direct influence they will have on their 
employees. To this end, a cohesive message from the leaders is essenƟal, acƟng as the basis for 
the internal organizaƟonal image. 

Although all interviewees characterize the organizaƟon&#39;s culture as very posiƟve, one can 
sƟll denote the lack of a coherent and consistent message that is the basis of the  organizaƟonal 
culture in all naƟonal offices and at all hierarchical levels of the organizaƟon. Furthermore, the 
interviewees state that the values of the leaders influence the image of the organizaƟon by being 
&quot;similar from leader to leader&quot;. 

e) originality/value 

This paper has its value demonstrated by being original research that produces new knowledge, 
with primary results collected exclusively for the purpose of this project. This paper is wriƩen by 
the researchers who actually did the study, where they interpret the results and discuss possible 
implicaƟons. 

f) pracƟcal implicaƟons 

In this study it was possible to realize the importance of the existence of a cohesive message 
from the leaders that works as a basis for the internal organizaƟonal image. Thus, the study may 
have implicaƟons for management, since points to be taken into account are menƟoned, which 
may contribute to correct the external organizaƟonal image in the long term. Leaders can then 
tailor their internal message to ensure that employees, in their  interacƟon with the outside, will 
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be ensuring that they will have a correct organizaƟonal image. More concretely, AIESEC should 
focus on creaƟng a cohesive internal organizaƟonal image message, spreading it through all 
AIESEC Portugal offices. We should try to do it in the leading layers of the organizaƟons but also 
in new members, ensuring that when new members join, there are spaces for empowerment of 
each employee regarding the cohesive internal image message that will be passed to the 
organizaƟon&#39;s members and even this diffusion should start during the selecƟon process. 
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Abstract  

For at least two decades, the eco-innovaƟon has become among the hoƩest topics around the 
world (McKinsey, 2011; McKinsey, 2022; OECD, 2007, 2010). Given the resource limitaƟons, the 
environment deterioraƟon, and the increased environmental pressures (the energy crisis, the 
climate change, the awareness of environmental problems, the COVID19 pandemic, the Russia’s 
war in Ukraine and its effect on the rising costs of energy), the assessment of eco-innovaƟon 
adopƟon is gaining growing interest from organizaƟons, decision makers, and society (Larbi-siaw 
et al., 2022; Sarkar, 2013; Yan et al., 2022; Zulkiffli et al., 2022). In fact, the concept of “eco-
innovaƟon” or “green innovaƟon” is relaƟvely recent and has gathered importance since the 90's 
(Sanni and Verdolini, 2022). In 1987, the the United NaƟons World Commission on Environment 
and Development (WCED) released the Brundtland Report, which proposed an approach that 
promotes economic development while giving prominence to sustainable innovaƟon (in a way 
to reduce environmental risks). In response to the global pro-environmental transiƟon, 
organizaƟons, parƟcularly small and medium-sized enterprises (SMEs), have recognized the 
importance of adopƟng a sustainable development approach. The adopƟon of innovaƟons for 
sustainable development, known as "eco-innovaƟons" or "green innovaƟons". These 
innovaƟons can be defined as “new or improved processes, technologies, systems, or products 
intended to reduce or prevent environmental problems” (Chen et al., 2022). These innovaƟons 
provide a mulƟtude of benefits, such as cost reducƟon, economic growth, new market opening, 
improvements in organizaƟonal reputaƟon among customers, improvements in financial 
performance, improvements in sustainable performance, reducƟon of polluƟon and 
environmental risks, creaƟon of a more sustainable and environmentally friendly society, etc. 
(Aguilera-Caracuel and OrƟz-de-Mandojana, 2013; Asiaei et al., 2023; Chen, 2008; Hojnik et al., 
2018; Polas et al., 2023). In this conƟnuity, it has been established that organizaƟons that adopt 
eco-innovaƟon would be in a beƩer posiƟon to face compeƟƟon and would have a greater 
opportunity to gain a compeƟƟve advantage (Kuo et al., 2022). Thus, the numerous benefits of 
ecoinnovaƟon induce the relevance, and even the necessity, of looking into its potenƟal drivers 
and barriers. Most research that studies eco-innovaƟon focuses on large firms, while the study 
of ecoinnovaƟon in SMEs is sƟll in its infancy (Polas, 2023). However, SMEs are unanimously 
recognized as important actors in the economy in terms of job creaƟon and innovaƟon. As an 
illustraƟon, in 2021, SMEs represented 98.1% of all firms employing workers in Canada (StaƟsƟcs 
Canada, 2022). The literature abounds with studies that have aƩempted to idenƟfy the 
determinants of eco-innovaƟon adopƟon in large organizaƟons, including determinants that can 
be acted upon, on the one hand, increase their propensity to eco-innovate, and, on the other 
hand, get them to engage in sustainable development projects (Chen, 2008; Sanni, 2018). 
However, most previous studies focus on a limited number of dimensions (Bai et al., 2019; Chen 
et al., 2018; Huang and Li, 2017). As a result, they evacuate some factors (especially those 
referring to the personal dimension of the managers, including their values and personal 
characterisƟcs) that could contribute to a beƩer understanding of the phenomenon under study, 
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which condemns them to capture only part of the reality. The choice to opt for an analyƟcal 
framework that integrates a broader spectrum of dimensions is therefore appropriate and 
contributes to the relevance of this research. In addiƟon, the originality of the theoreƟcal 
framework mobilized in this research is reflected in the combinaƟon of several theoreƟcal 
approaches. More specifically, we will propose an integraƟve model that highlights the main 
factors that explain the adopƟon of eco-innovaƟon based on three different approaches: the 
insƟtuƟonal approach, the resource-based approach and the moƟvaƟon approach. The objecƟve 
of this study is to explore the determinants that facilitate or hinder the adopƟon of eco-
innovaƟon in SMEs. 

Following the guidelines provided by PRISMA-ScR, a meƟculous and comprehensive literature 
search was conducted to delve into the extensive body of literature addressing the subject of 
green innovaƟon. This scoping review aimed to gather and analyze relevant studies, publicaƟons, 
and research arƟcles pertaining to the field, providing a comprehensive understanding of the 
current state of knowledge. 

Most importantly, our paper provides several significant and original contribuƟons to the 
advancement of the exisƟng body of literature on eco-innovaƟon. On the one hand, at the 
theoreƟcal level, the previous studies reveal several shortcomings, including the lack of 
consensus on the most important determinants to consider in explaining eco-innovaƟon, the 
redundancy in the choice of theoreƟcal approaches, and the predominance of correlaƟonal 
analyses that idenƟfy individually and separately the determinants likely to explain eco-
innovaƟon adopƟon. To overcome these shortcomings, our study proposes an integraƟve 
conceptual framework of the determinants (facilitators or inhibitors) of eco-innovaƟon adopƟon 
in SMEs, based on the contribuƟons of three theoreƟcal perspecƟves: insƟtuƟonal, resource-
based and moƟvaƟonal. Moreover, the recogniƟon of the human dimension and individual 
aƩributes of managers contributes greatly to the originality and potenƟal contribuƟon of the 
present study. On the other hand, at the pracƟcal level, the framework that will be developed, 
once operaƟonalized in the Quebec context, could be of great help to both the organizaƟonal 
and insƟtuƟonal environments in promoƟng and improving the propensity of adopƟon of eco-
innovaƟons by SMEs. Specifically, it provides empirical support and recommendaƟons for 
organizaƟons and decision makers to improve the eco-innovaƟon adopƟon plans. 
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Abstract  

IntroducƟon 

A preceding research study was conducted exploring the influence of individualisƟc (I) and 
collecƟvisƟc (C) cultural orientaƟons of US (current) and potenƟal future entrepreneurs on their 
decision-making styles (saƟsficing and maximizing) and their overall entrepreneurial intenƟons. 
A ready cultural instrument was used to assess I and C of parƟcipants and that was the SINDCOL 
quesƟonnaire that measures “subjecƟve individualism (I) and collecƟvism (C)“ (Triandis & 
Singelis, 1998, p. 37). The data gathering phase of the study was performed in the fall of 2021 
and the spring of 2022 in the United States among business major undergraduate students in a 
mid-western public university. The total number of Qualtrics surveys collected was 205. The data 
results and conclusions led to the suggesƟon of conducƟng a second study that compares the 
generally individualisƟc US results with those of a collecƟvisƟc culture. In addiƟon, the data from 
Stage 1 of the study (Study 1 explained above) suggested that a more specific assessment of the 
cultural orientaƟon was needed and a differenƟaƟon between the types of IndividualisƟc and 
CollecƟvisƟc cultural orientaƟon. The more specific aspects suggested were the dimensions of 
Horizontal vs. VerƟcal individualism and collecƟvism (HI, VI, HC, and VC). 

Purpose of Present Study 

The present research is a follow up on Stage 1 (Study 1) of a previous data collecƟon conducted 
in 2021 and 2022. In addiƟon to the United States, Slovenian business students were approached 
for parƟcipaƟon in the new Qualtrics survey. The new research quesƟons this study poses are 
the following: How does parƟcipaƟng students’ (from the US and Slovenia) cultural orientaƟon 
(more specifically, they VerƟcal CollecƟvism - VC and/or Individualism - VI, as well as Horizontal 
Individualism- HI, and Horizontal CollecƟvism - HC) relates to their decision-making styles in a 
business context (in the US and Slovenia)? How do the same cultural orientaƟons VI, VC, HI, and 
HC impact students’ entrepreneurial intenƟons both in the US and Slovenia? A new research 
quesƟon was added compared to Study 1: How do the same cultural orientaƟons (VI, HI, VC, and 
HC), influence the propensity of young entrepreneurs in the US and Slovenia to start or be 
involved in social enterprises? 
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The findings of this study on tesƟng 5 hypotheses concluded that: 1) Those who maximize their 
decisions will have a more individualisƟc cultural view; 2) Individualism will be posiƟvely related 
to entrepreneurial intenƟons in the US; 3) Individualism will be negaƟvely related to social 
entrepreneurial intenƟons in the U.S.; 4) Maximizing will be posiƟvely related to entrepreneurial 
intenƟons in the U.S.; 5) Maximizing will be posiƟvely related to social entrepreneurial intenƟons 
in the U.S. InteresƟngly, even though this was not a specifically posed research quesƟon, when 
it comes to the desire to start socially oriented business (i.e., those with the primary purpose of 
solving a specific social mission), individualism had a negaƟve relaƟonship with social 
entrepreneurial intenƟons, suggesƟng that culture may play a role in the type of new ventures 
individuals start, with those who are more individualisƟc favoring for-profit business over social 
enterprises. 

 

Literature Review 

Cross-Cultural Literature 

Building on Hofstede’s (1980a, 1980b, 2011), and later on Hofstede, Hofstede and Minkov’s 
(2010), dimensions of individualism and collecƟvism (IND) used to describe differences at the 
naƟonal level, Triandis and Singelis (1998) recognized that individuals also vary in their cultural 
perspecƟves within naƟonal cultures. ParƟcularly, they developed a measure aiming to inform 
scholars and professionals how to recognize differences in individualisƟc or collecƟvisƟc 
orientaƟons within a naƟonal sample (Triandis & Singelis, 1998). If compared to zoology, 
individualism (I) and collecƟvism (C) represent the broadest division with a myriad “species” of 
each, described by culture-specific aƩributes (Singelis, Triandi, et al., 1995). A more sophisƟcated 
method of tempering cultural knowledge with demographic and life experience informaƟon is 
needed to differenƟate people within one cultural background from each other. Thus, the 
aƩributes that maƩer to the individual representaƟve of a naƟonal sample, are measured by the 
subjecƟve Instrument SINDCOL, and they can be best understood as fluctuaƟng tendencies that 
might, or might not, be manifested in a parƟcular individual. 

Being able to recognize I or C orientaƟons and their differences proved significant in predicƟng 
certain behaviors on an individual level as well as in work-related circumstances. For example, a 
work-related outcome associated with individualism (I) is independent decision-making and 
performance; whereas an outcome associated with collecƟvism (C) is interdependence, comfort, 
and harmony with a workgroup (Singelis, Triandis, et al, 1995). In addiƟon, collecƟvisƟc social 
behaviors are best predicted by norms, obligaƟons, and duƟes; whereas, individualists are linked 
with compeƟƟon, higher levels of self-reliance, (Triandis, 1995), higher level of risk-taking 
(Chanda & Unel, 2021), and lower level of uncertainty avoidance (UAI) (Hofstede et al., 2010). 
IndividualisƟc work-related outcomes on an individual level are also innovaƟon, proacƟve 
iniƟaƟves, resourcefulness, achievement (McClelland, 1966; Dimitrov, 2005), and goal 
orientaƟon. Further INDCOL research (Gurhan-Canli & Maheshwaran, 2000) offered value to 
adverƟsing and consumer behaviors. For example, collecƟvisƟc representaƟves value the 
superiority of the in-group product. 

“Training an individual to recognize such variaƟons, within culture, will be of great value” 
(Triandis & Singelis, 1998, p. 37). Such training can be achieved if respondents answer the 24-
item SINDCOL quesƟonnaire that measures “subjecƟve individualism (I) and collecƟvism (C),“ (p. 
37). The benefits of such knowledge lie in being able to understand the moƟvaƟon of one’s 
American colleagues in a global business environment. Diversity training in the US was suggested 
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as a direct applicaƟon of the instrument. Furthermore, Dimitrov (2005) confirmed the specific 
training implicaƟons for T&D specialists. Diversity trainings, as discussed by Triandis and Singelis 
(1998) and by Dimitrov (2005), are useful for all business processes, including the understanding 
entrepreneurial propensity of individuals for the purposes of increasing innovaƟon and 
economic success of the enterprise. Dimitrov’s (2005) conclusions for the purposes of adult 
learning and training list self-directedness, individual accountability, confidence, and individual 
reward levels as typical IndividualisƟc work behaviors. Typical collecƟvisƟc behaviors are 
predicted to be collaboraƟon, value of the group reward, loyalty and self-sacrificial behavior for 
a collecƟve ideal or a goal. Individualists are also future- and present-oriented, proacƟve, and 
prone to change, with an emphasis on personal and internal control; whereas, collecƟvists have 
a predominantly past and long-term orientaƟon (Hofstede et al, 2010), trust change less easily, 
and take well-measured decisions that have uƟlitarian benefits (benefits for the majority in the 
in-group) and can, therefore, be more Ɵme-consuming. 

VerƟcal and Horizontal CollecƟvism and Individualism 

Building on Triandis’ (1995) recogniƟon that a disƟncƟon between the verƟcal and horizontal I 
and C also needs to be made, the Study of Triandis and Gelfand (1998) was pivotal in introducing 
the idea that being just a liƩle individualist (I.) and a liƩle collecƟvist (C.) is not enough for a 
person from a certain naƟonal culture. Rather, there is another level of analysis – personal, 
individual, idenƟty crucial, and unique. This is the horizontal/verƟcal (H/V) aspect of the 
individual cultural differences. 

H-C. Per Singlis, Triandis, et al (1995), Horizonal CollecƟvism (H-C), is a cultural paƩern where the 
self is merged with the members of an in-group and personal idenƟty is perceived as part of the 
idenƟty of an in-group. Individuals are dependent and similar to others in the group. Equality is 
an essenƟal value. Triandis (1995) provided the Israeli kibbutz and some monasƟc orders as 
examples. 

V-C. VerƟcal CollecƟvism (V-C) is a cultural paƩern where the self is sƟll a part of the in-group, 
but not the same and not equal to the other selves. The self is dependent on others, and yet 
different from them. Serving and sacrificing that self for the in-group and its future is an 
important behavioral expectaƟon. Inequality is accepted as a tolerable value. Triandis (1995) 
provided India and Greece as examples on the naƟonal level. 

H-I. Horizontal Individualism (H-I) is a cultural paƩern where the self is autonomous and 
independent from others, but yet equal in status to them – perceived as same. Triandis (1995) 
provided Sweden and Australia as example son the naƟonal level. 

V-I. VerƟcal Individualism (V-I) is a cultural paƩern where the self is autonomous, but different 
from others. Inequality and compeƟƟon are the expectaƟon in this cultural orientaƟon. Triandis 
(1995) provided the United States and France on the naƟonal level. 

Entrepreneurship and Decision-Making Styles 

Based on Simon’s theory of bounded raƟonality, saƟsficing has been reconceptualized by Barry 
Schwartz and colleagues (2002) as a measurable trait in which individuals systemaƟcally differ in 
their tendencies to saƟsfice or maximize, with implicaƟons for a variety of personal and work-
related behaviors and outcomes (see Schwartz et al., 2002; Cheek & Schwartz, 2016 for review). 
The fundamental differences between maximizers and saƟsficers lies with their decision goals. 
SaƟsficers are content with good enough opƟons while maximizers desire to find the best. To 
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find beƩer opƟons, maximizers will conƟnue to search for addiƟonal alternaƟves and compare 
opƟons even aŌer their criteria have been met. For example, when it comes to purchasing a new 
phone, maximizers will conƟnue to look at different models to see if a beƩer one may be 
available even aŌer finding a phone that meets their requirements, say a large screen and good 
baƩery life. AlternaƟvely, saƟsficers may end their search efforts aŌer finding a phone that is 
“good enough” by obtaining one that meets their minimum criteria. 

In general, maximizers consider more opƟons, engage in greater comparisons of alternaƟves, 
and will spend addiƟonal Ɵme and effort to find the best (Schwartz et al., 2002; Cheek & 
Schwartz, 2016). Due to the contemplaƟve nature of the decision strategy, maximizing has been 
associated with ruminaƟng over decisions (Schwartz et al., 2002; Painvandy et al., 2008) and 
counterfactual thinking associated with evaluaƟng more posiƟve and negaƟve outcomes of 
various alternaƟves (Leach & Patall, 2013; Polman, 2010). This Ɵreless process someƟmes pays 
off when they find beƩer outcomes. For example, maximizers who search for more job 
opportuniƟes aŌer graduaƟon land posiƟons with 20% higher starƟng salaries than those who 
saƟsfice (Iyengar et al., 2006). The authors aƩribute this to their greater efforts to seek out 
addiƟonal opportuniƟes, even one’s that were outside their major area of study. As a strategy, 
maximizing is more achievement oriented, aimed at finding the best possible outcomes both 
now and in the future (Bubic & Erceg, 2018). For example, to meet future goals, maximizers have 
greater savings intenƟons and will allocate more money toward savings (Zhu, Dalal, & Hwang, 
2017). 

Social Entrepreneurship 

Through the discovery and exploitaƟon of opportuniƟes, social entrepreneurs find their purpose 
in serving society rather than their own interest (Mair & Noboa, 2003, 2006). Although there has 
been liƩle research on how cultural orientaƟon may impact social entrepreneurial intenƟons 
directly, a study comparing the U.S. with China found that aƫtude toward entrepreneurship was 
a more important predictor of social entrepreneurial intenƟons in the U.S. than in China (Yang, 
Meyskens, Zheng, & Hu, 2015). The authors aƩribute this to the individualisƟc nature of the 
culture in the U.S., where people are more likely to be moƟvated by their own interests and 
aƫtudes. In line with other studies in collecƟve socieƟes, they found that societal norms toward 
entrepreneurship were more influenƟal in predicƟng entrepreneurial intenƟons in China 
(compared to the U.S.) based on the role that society and significant others may play in 
supporƟng and encouraging social entrepreneurship to serve others. At the personal level, in 
socieƟes that support personal achievements over group outcomes, it is possible that 
individualisƟc values would be less aligned with the collecƟve goals of social enterprises. 
Therefore, it is predicted that individualism will be negaƟvely related to social entrepreneurial 
intenƟons. 

 

Methodology 

Samples 

This study is conducted in a US public university among business-major students as well as in 
two Slovenian public universiƟes among business undergraduate students. Over 300 students 
(combined from the 2 countries) agreed to parƟcipate in an electronic survey for extra credit in 
their business management classes. The instruments used in this survey were found to be 
beneficial for the personal portraits and self-awareness of these US and Slovenian students. 
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Students aƩending the University of Norther Colorado in Greeley took the survey. Students from 
the University of Ljubljana and the University of Primorska in Slovenia completed a survey 
measuring the studied variables. Students were asked to select the country where they were 
born or spent the greatest part of their formaƟve years 1-10. Out of 152 students who completed 
the quesƟonnaires, 107 indicated they were from Slovenia or spent their formaƟve years there, 
and thus were included in the analysis. 

Instruments 

Two instruments were combined with a 5-quesƟon demographic porƟon. Instrument 1 is to 
assess the level of horizontal and verƟcal (H and V) individualism and collecƟvism (I and C). 
Triandis and Singelis’ (1998). Instrument 2 is to assess the entrepreneurial decision-making styles 
maximizing vs. saƟsficing (M and S) and inclinaƟons in the parƟcipaƟng samples from the US and 
Slovenia. 

A Ɵmed, Qualtrics, virtual study consisƟng of two parts was presented to parƟcipants: Part 1 
measured social entrepreneurial intent (total of 18 items) and Part 2 measured H/V I/C cultural 
values and orientaƟon. Instrument 1 was created by Soltwisch (2021) for the purposes of Study 
1 (Soltwisch, Dimitrov, & Hojnic, 2023 in press). Instrument 2 was Singelis, Triandis, Bhawuk, and 
Gelfand’s instrument from 1995 consisƟng of 32 items (8 scenario items measuring each 
category VI, VC. HI, and HC). Lastly, a demographic secƟon was included consisƟng of five 
quesƟons inquiring about gender, religious, and cultural heritage background, which were 
previously found to be relevant to I/C (Triandis, 1995; Triandis & Singelis, 1998). The study’s 
purpose and the uƟlized survey were approved by an official IRB process at the US and Slovenian 
universiƟes where the sample was recruited. Students expressed agreement to parƟcipate by 
the act of proceeding to the actual survey. Timed quesƟons were used in order to reduce the 
possibility of responding without necessary depth of reflecƟon and to minimize rushing through 
the items in the aƩempt to reach the end. 

The data suggested that among students, those who maximize their decisions are more likely to 
pursue entrepreneurship post-graduaƟon. This relaƟonship was mediated by parƟcipants’ VI, VC, 
HI, and HC cultural orientaƟons, finding that maximisers who are more VI may be significantly 
more inclined to pursue entrepreneurship than those who are more VC. 
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Abstract  

Purpose – As the job market compeƟƟveness and the difficulƟes in aƩracƟng and retaining talent 
increase, the concept of employer branding and its applicaƟon in human resource management 
has gained increased aƩenƟon. To face the current challenges, many companies, in parallel with 
their economic acƟvity, are focusing on building and managing their employer brand. 
AddiƟonally, the COVID-19 pandemic has brought new challenges acceleraƟng the process of 
digitalizaƟon and moving many employees to online and hybrid work ambience. Although 
scholars have already recognized the role of employer branding as a key resource for aƩracƟng 
high-quality employees and bringing undenied advantage in the war for talent, it sƟll needs to 
be determined if the employer branding is as efficient in case of online and hybrid workspaces. 
Accordingly, the purpose of this study is to beƩer understand the dimensions that shape the 
employer brand aƩracƟveness and their impact on employee saƟsfacƟon, posiƟve word-of-
mouth, and the intenƟon to stay working for the organizaƟon in the pandemic aŌermath. 

Design/methodology/approach - The present study uses a quanƟtaƟve approach. An online 
survey was self-administrated by 151 individuals acƟve in the labour market in Portugal and who, 
mainly because of recent pandemic, found themselves working at online or hybrid workspaces. 
We use parƟal least squares structural equaƟon modelling (PLS-SEM) and the procedure of 
bootstrapping with 5000 subsamples to test the proposed hypotheses. 

TheoreƟcal base – In accordance with service-dominant logic the real compeƟƟve advantage in 
today’s market is conveyed through an increased focus on operant resources, such as human 
skills and knowledge (Vargo & Lusch, 2004). That is one of the reasons why the human resources 
are imperaƟve to achieve the organizaƟonal success. On its side, organizaƟonal idenƟficaƟon 
theory explains employees’ aƫtudes and behaviors. Aiming to further invesƟgate the 
employees’ aƫtudes this research was inspired by studies in employer branding, mainly Berthon 
et al. (2005) who explored the employer brand values perceived by employees and developed a 
scale to measure the dimensions of employer aƩracƟveness. Furthermore, this study applies the 
postulates of King and Grace (2010) who in their analysis of employee-based brand equity 
suggested the further benefits that employer branding carries. AddiƟonally, we consider the 
recent changes in the workspaces and the employer branding in the aŌermath of pandemic 
(Kucherov et al., 2022). 

Results - The results of the empirical study highlight the importance of employer brand 
aƩracƟveness. The results suggest that employees who perceive their organizaƟon as aƩracƟve, 
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communicate posiƟvely about it and intend to stay working for that organizaƟon. Furthermore, 
the results show that the employee saƟsfacƟon and posiƟve word-of-mouth influence the 
intenƟon to stay. 

Originality/value - The paper makes an important contribuƟon bringing to human resource 
management the evidence linked to brand equity literature. Specifically, this study incorporates 
the postulates of the employee perspecƟve of brand equity which is also called “the third 
perspecƟve on brand equity” (King & Grace, 2009). This mulƟ-disciplined approach allows to 
address a current issue related to employee loyalty and brings some light into what can influence 
the employee to be willing to stay working for the organizaƟon. 

PracƟcal implicaƟons - The contribuƟon of this study addresses current human resources 
concerns and reflects the percepƟons of employees. Geƫng to know those percepƟons can 
assist the strategy formulaƟon in many businesses that have recently reorganized their 
workspaces following the undergoing digitalizaƟon. 

 

Keywords employer branding employer aƩracƟveness employee saƟsfacƟon 
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Abstract  

Although companies frequently make great efforts to encourage workers to share knowledge 
and voice concerns, many workers intenƟonally choose to hide their knowledge rather than 
share it (Prouska and Kapsali, 2021; Peng 2013). This ‘an intenƟonal aƩempt by an individual to 
withhold or conceal knowledge requested by another person” (Connelly et al., 2012, p. 65) is 
called knowledge hiding. Due to the significance of the subject, there has been a sudden increase 
of arƟcles on knowledge hiding in recent years (e.g. Khan et al., 2021; Zhang et al., 2021; Hao et 
al., 2022; Donate et al., 2022; Sofyan et al., 2022). However, most research has currently 
examined knowledge hiding in dyads or studied coworkers or people the same company employs 
without specifying a defined target (Babič et al., 2019; Anand et al., 2022). 

Purpose: This study invesƟgates how team dimensions shape the impact of individual work 
design on knowledge hiding. Specifically, we argue that work design will differenƟally affect 
knowledge hiding conƟngent on the team’s core characterisƟcs (including skill differenƟaƟon, 
temporal stability, and authority differenƟaƟon). For this purpose, we conceptualise team-level 
knowledge hiding by integraƟng both work and team design research and then empirically test 
team work design variables that influence knowledge hiding. 

Design/methodology/approach: This study uses a laboratory experiment conducted with 
undergraduate Business School students in Almaty, Kazakhstan. In the study, we manipulate 
team dimensions to examine the proposed causal claims. This experimental design allows us to 
isolate purported causes, manipulate causal factors in order to test the proposed relaƟonships 
and make reliable causal inferences about the effects of proposed causal relaƟonships. 

TheoreƟcal base: This paper integrates work design theory and team-based perspecƟves to 
understand how team work design predicts knowledge hiding among team members. 

Results or expected results: This work is in progress. We expect that work design characterisƟcs 
are related to knowledge hiding and have their effects through team dimensions. Further, since 
it has been established that there may be variaƟons in team dimensions characterised by skill 
differenƟaƟon, temporal stability, and authority differenƟaƟon (Hollenbeck et al., 2012), we 
expect the relaƟonships between work design variables and knowledge hiding will differ across 
teams. 

Originality/value: This research aims to contribute to theoreƟcal advancements in the field of 
knowledge management by integraƟng literature on work design and team dimensions and 
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through expanding the applicaƟon of work design theory to the field. Although past research has 
examined the effects of work design, we answer calls to consider the team-level dimensions. 

PracƟcal implicaƟons This study offers advice on creaƟng team structures that can be applied to 
modify work design elements provided by jobs without pushing people to engage in knowledge-
hiding behaviours. 

 

Keywords knowledge hiding, team design, work design 
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Abstract  

Sustainability is a key term these days. At first, it refers to the fight against and prevenƟon of 
climate change, but much more it addresses living condiƟons of people all around the globe 
based upon decent economic growth, too. Seeing the strong need for acƟon the United NaƟons 
created the “2030 Agenda for Sustainable Development” to transform the world with respect to 
17 sustainable development goals (SDG) and 169 targets. They set out a supremely ambiƟous 
and transformaƟonal vision sƟmulaƟng acƟon in areas of criƟcal importance for humanity and 
the planet to be implemented by all countries and all stakeholders in collaboraƟve partnership. 

According to the Cuban new consƟtuƟon, society expects universiƟes to acƟvely contribute to 
the development of the country. This does not cover social aspects only, but aspects of economic 
development as well. EffecƟve supply chain management and well-working processes form the 
backbone for the economic growth and social well-being of this developing country. Due to its 
key significance, logisƟcs and supply chain management in Cuba has been emerging as one of 
the most important crosscuƫng economic acƟvity in Cuba and more aƩenƟon is paid on it. 
InserƟon of Cuba in global supply chains is a challenge and new competencies need to be 
developed for it. For this, the SCIEnC(e)4SuRe project on “Strengthening Competences of 
Industrial Engineers in Cuba for Sustainability and Responsibility in Supply Chains” is jointly run 
by Technical University of Applied Sciences Wildau (Germany) and University of Technology 
Havana “José Antonio Echeverría” (CUJAE, Cuba). It is supported by the Federal Ministry for 
Economic CooperaƟon and Development and aims at academic capacity building and developing 
insƟtuƟonal structures at CUJAE but also at preparing for a mulƟnaƟonal network of supply chain 
experts. Main acƟviƟes are related to knowledge creaƟon, sharing and transfer. 

Against this background, the paper aims to discuss the link between knowledge management 
and the 3Ps of sustainability, i.e. planet, people, and prosperity. Based upon idenƟfying 
knowledge as key resource for industrial engineers in their role as mediators to assure 
sustainable and responsible supply chains, the paper relates chances and challenges for 
sustainable development in Cuba to specific knowledge management acƟviƟes as they were and 
are run in the SCIEnC(e)4SuRe project. Conclusions support the understanding of both 
knowledge as key resource to ensure sustainable development and knowledge management as 
key methodology for success. 

Keywords knowledge management  sustainability 
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Abstract  

a) purpose 

Small and medium-sized businesses are constantly driving economic prosperity. The SME sector 
accounts for the overwhelming majority of enterprises, i.e. 99.8%, both in Poland and in the 
European Union as a whole. Therefore, the aim of this arƟcle is to verify the research hypothesis 
assuming that KM (Knowledge Management) plays a key role in the financial management of 
small and medium-sized listed companies, especially in terms of investment decisions. 

b) design/methodology/approach 

The arƟcle is an innovaƟve approach to the essence of stock market investment knowledge used 
in the operaƟon of joint stock companies. The research method used in this arƟcle will be the 
analysis of stock market data describing the financial condiƟon of small and medium-sized listed 
companies in Ɵmes of broad economic crises, which mainly include the coronavirus pandemic 
and the armed conflict in Ukraine, which has lasted for more than a year and has resulted in the 
global economy facing, among other things, an energy crisis. On the basis of selected financial 
data, the author will esƟmate an econometric model to help explain the mechanism of changes 
occurring in the financial condiƟon of the companies under study. 

c) theoreƟcal base 

A literature review confirming the important role of knowledge management including the 
Balanced Scorecard (BSC) methodology in financial situaƟon of the joint-stock companies. The 
current state of the global economy is leading r to a dangerous situaƟon in which it is becoming 
increasingly difficult to maintain a secure financial cushion. However, despite the unfavorable 
condiƟons, another interesƟng trend can be observed. It concerns the accumulaƟon of savings 
and the postponement of larger investments "for beƩer Ɵmes". Knowledge is recognized in 
highly developed countries as the most valuable resource, and consequently a key factor in the 
development of business enƟƟes, especially those from the SME sector in the context of 
cooperaƟon and compeƟƟon. Without conscious knowledge management, it is difficult to 
imagine the effecƟve use of modern methodologies, including BSC defined as Human Resources 
Management Scorecard examining the effecƟveness of the organizaƟon's operaƟon in 4 
dimensions: financial, internal processes, customer service and infrastructure. In the presented 
arƟcle, the author will focus on verifying the knowledge used in the investment process of listed 
companies, taking into account the financial dimension 

d) results or expected results 

The esƟmaƟon of the econometric model is expected to confirm the research hypothesis that 
knowledge management plays a key role in the financial management of small and medium-
sized listed companies, especially in terms of their investment decisions. 
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e) originality/value 

The arƟcle is an added value in the sense of explaining the key role of knowledge management 
in financial management of small and medium-sized listed companies struggling with making 
investment decisions in the face of the previous coronavirus pandemic and now - the military 
conflict in Ukraine causing another crisis, which is, of course, the energy crisis 

f) pracƟcal implicaƟons 

The econometric model used in the research is designed to confirm how knowledge is used in 
the management of investment decisions made by shareholders of small and medium-sized 
listed companies. Thanks to the model esƟmaƟon, it will be possible to verify the forecasts of 
the development of the listed SME sector for the coming years. 
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Abstract 

 Due to ongoing technological improvements and changes in customer behavior, lifelong 
learning is an inevitable pracƟce implemented in various industries. This paper focuses on the 
distribuƟve trade industry, parƟcularly motor-vehicle services as its subordinate part in NACE 
classificaƟon. The paper aims to explain pracƟces of lifelong learning in car service centers and 
the role of lifelong learning in improving customer service. To achieve those aims, the primary 
research is done on the sample of tacƟcal and operaƟonal managers. As the research instrument, 
a quesƟonnaire was designed and used in electronic form inside a large company in this industry. 
The survey was taken anonymously, and the quesƟonnaire included a set of quesƟons regarding 
(1) implemented pracƟces and characterisƟcs of lifelong learning regarding costs, frequency, 
formality, and scope; (2) individual’s aƫtudes and willingness to parƟcipate in lifelong learning 
programs and (3) percepƟon on role and importance of lifelong learning in providing beƩer 
services for customers. As this research fills in the literature gap in a specific field of interest – 
car service centers, the results are relevant to beƩer understanding the state of the art of lifelong 
learning in the field influenced by constant technological change and the switch to sustainable 
and green technologies. In addiƟon, the results are relevant for future comparison between 
industries because lifelong pracƟces and aƫtudes of managers and employees differ based on 
the field in which a certain company operates. 
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Managing Change in the Post Covid Pandemic World 
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Abstract  

One of the key "life competencies" required of people in all sorts of different situaƟons today is 
the ability to anƟcipate and respond effecƟvely to any change that comes along. These skills are 
oŌen needed even more in today's uncertain world of the post Covid pandemic era that has 
disrupƟve every facet of life in terms of compeƟƟon, work environment and more, where 
everyone from the newest recruit through to the most senior management is expected to 
demonstrate some "change agent" skills. These skills enable us to lead ourselves, individuals, 
groups, and ulƟmately enƟre organisaƟons, in implemenƟng acƟons that enable a personal or 
collecƟve vision to be successfully transformed into reality. 
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Abstract 

 This mixed methods study (N=45) is exploring adolescent career purpose development. 
It is based upon a one-on-one qualitaƟve interview based upon the Youth Purpose Interview 
with some addiƟonal quesƟons added to explore career interests. The findings highlight youths 
desire to help people, the importance of social support from parents, teachers, and friends, the 
pressures for social stability and life success, and the developmental impact of self-focused goals 
for adolescents with acƟviƟes such as sports or playing an instrument. The quanƟtaƟve strand is 
made up of survey data collected on hope, social support, life saƟsfacƟon, and purpose to 
explore the impact of these common factors for posiƟve youth development on career purpose 
development. The findings highlight the importance of hope and social support as youth search 
for potenƟal career interests and a meaningful purpose. These findings have been integrated 
into a working model called The Ladder of Adolescent Career Purpose Development. 

 

1.Study QuesƟons 

The aim of the study was to explore the intersecƟon of career exploraƟon and purpose 
development among adolescents. The specific quesƟons addressed were: 

(1)How are high school sophomores in this study exploring career interests and what is their 
process for career purpose development? 

(2)How do the quanƟtaƟve and qualitaƟve data on hope, social support, and life saƟsfacƟon, 
career interests, and purpose development converge, diverge, and expand upon each other? 

2.Methods 

With an n=45, a convergent mixed methods design, parallel-database variant was selected for 
this study (Creswell & Plano Clark, 2018). This design allowed us to explore the connecƟon 
between career goals and purpose from two disƟnct perspecƟves prior to the start of the data 
integraƟon (Creswell & Plano Clark, 2018). Equal priority was placed on the qualitaƟve and 
quanƟtaƟve strands throughout the data collecƟon, analysis, and integraƟon phases. The 
quanƟtaƟve instruments used were the Claremont Purpose Scale (Bronk et al., 2018), 
MulƟdimensional Scale of Perceived Social Support (Zimet et al., 1988), SaƟsfacƟon with Life 
Scale (Diener et al., 1985), Children Hope Scale (Snyder et al., 1997). The qualitaƟve instrument 
used was Youth Purpose Interview with the addiƟon of career development quesƟons. 

3.TheoreƟcal Framework 
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Adolescents are at a stage of development where they are exploring their personal values, 
beliefs, and goals as a means of developing their sense of self and idenƟty through the limitaƟons 
and opportuniƟes found within the relaƟonships and experiences linked to the intersecƟon of 
their unique mico- and macro-contexts (Erikson, 1968; Learner, 2019; Bronfenbrenner, 2006). 
This process of exploraƟon oŌen involves the consideraƟon of career interests (Porfeli & Lee, 
2012). Many youth have the desire to build a career that is meaningful to themselves and 
stretches beyond the self to have a posiƟve impact on others. When this desire is acted upon, 
the adolescent is pursuing a career goal with purpose (Dik et al., 2011). 

Purpose is defined as a meaningful, long-term goal that is moƟvated by the desire to make an 
impact on the broader world (Damon, 2008). In order to have a fully developed purpose, youth 
must demonstrate a commitment to something that is meaningful to them, beyond the self-
orientaƟon in their commitment to this goal, and past, present, and future acƟons set up to 
pursue this goal (Bronk & Finch, 2010). 

Research over the last decade has demonstrated the correlaƟve benefits of purpose. For 
example, having a purpose has been associated with a host of factors of posiƟve youth 
development, such as hope, social support, and life saƟsfacƟon (Bronk et al, 2009). Living with a 
sense of purpose has been found to increase well-being both in and out of the workplace (Dik, 
et al., 2011). Despite these benefits, only about 25% of adolescents report having a purpose 
(Bronk, 2012). 

There is far less research on the narrower phenomenon of adolescent career focused purpose 
goals. This is an important topic for further exploraƟon because adolescents benefit from 
exploring career opƟons early in their educaƟon (Kenny et al., 2019; Germeijs et al., 2006; Lau 
et al., 2021). Research has found that students who have experience in their career interests 
have a beƩer understanding of the connecƟon between learning and their career when they 
leave school (Turner & Lapan, 2002). In addiƟon, students with support from others to focus on 
college entrance, future careers, and the search for a purpose have an increased levels of life 
saƟsfacƟon (Bronk, 2009). This study will explore ways that career-focused purpose develops for 
adolescents. 

4.Results 

The qualitaƟve strand surfaced 6 themes: trying new things opens avenues for potenƟal 
purpose; most want work that ‘helps people but are not sure how they will accomplish this; 
social support tethers adolescents to a fun acƟvity of interest that could eventually become a 
purpose; teens are aware of needs for stability and financial resources that influences their 
choices around career purpose development; teens experience pressure to be successful or 
make a difference, and they try to balance this with self-care and social connecƟon; and self-
focused goals for teens may offer more protecƟve factors than they do adults 

The quanƟtaƟve strand revealed posiƟve correlaƟons between all variables of hope, social 
support, and purpose. There are some notable differences when exploring the correlaƟon 
between the subscales of purpose (meaning, goal orientaƟon, and beyond-the-self orientaƟon) 
and social support (from friends, family, and significant other); the meaning dimension of 
purpose was no longer correlated with social support, long-term goal orientaƟon was posiƟvely 
associated with significant others and family, and the beyond-the-self component was posiƟvely 
correlated with significant other, friends, and family 
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MulƟple regression analysis conducted between hope, social support, and life saƟsfacƟon on 
purpose found social support and hope accounted for 20% more of the variance in purpose than 
social support alone. Adding life saƟsfacƟon did not explain any addiƟonal variance in purpose. 
A mediaƟon analysis showed that social support was found to increase hope, which in turn led 
to increased purpose. These findings are integrated in three joint displays. 

5.Discussion 

Most of the youth interviewed held a strong desire to help others. This is a corner stone to 
purpose development and a desire that parents, teachers, and others working with youth can 
support and work to further develop. Most of the youth also felt pressure to succeed, many 
spoke about their moƟvaƟon to make their parents proud, and many also felt the need to build 
a stable financial life for themselves in adulthood. These three factors could create a challenging 
balancing act for adolescents and could increase youth stress. These could be places where 
adults could support youth who are working on career or purpose development. Finally, given 
the findings highlight the importance of fun, trying new things, hope, and social support to 
purpose development, it can be helpful to look for ways to enable youth to build more of these 
factors into their daily lives. Due to the small sample size and the non-random sampling 
techniques used, the findings are limited to the 45 adolescents within this study and are not 
meant to be generalized to the larger United States populaƟon. The study also includes a working 
model which idenƟfies components that can be used to help build career purpose for high school 
students. 
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Abstract  

a) purpose 

Botswana, a country with the highest growth rate for three decades unƟl it was overtaken by 
China in the 1990’s, currently experiences a serious deficit in workers capable of sustained criƟcal 
thinking skills. The case study reported in this paper was designed and implemented in response 
to this situaƟon to determine whether higher educaƟon insƟtuƟons adequately prepare 
students for criƟcal thinking skills. 

b) design/methodology/approach 

The study developed a model for criƟcal skills assessment of higher educaƟon pracƟces and 
applied the model to a science and technology university in Botswana. 

c) theoreƟcal base 

The theoreƟcal basis for the model is the well-known Bloom’s taxonomy as it was adapted by 
Lorin Anderson and David Krahtwohl (various publicaƟons, but in parƟcular 2001) in conjuncƟon 
with the matrix developed by Rex Heer (2009) for Indiana State University. 

d) results or expected results 

The study showed that, despite an outward appearance of criƟcal thinking skills focus in the 
curricula, an outcome evaluaƟon of the study process shows the dominaƟon of rote learning. 

e) originality/value 

The more important finding of the study is that the model is shown to be a promising tool in 
assessing the prevalence in reality (as opposed to a projected objecƟve) of criƟcal thinking skills 
in higher educaƟon learning. 

f) pracƟcal implicaƟons 

A wider applicaƟon of the model may have a beneficial impact on learning in the knowledge 
economy. The model may also be adapted for workplace assessments of required thinking skills 
for specific employment posiƟons. 
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Abstract  

IntroducƟon 

In a knowledge-based economy, market value is built on intellectual capital and intangible assets. 
The determinants of the era of knowledge are cooperaƟon, innovaƟon, and moƟvaƟon through 
saƟsfacƟon, and not mainly through financial incenƟves. Management styles and organizaƟonal 
strategies have changed. People began to parƟcipate in decision-making and strategy 
formulaƟon. 

For modern organizaƟons, the foundaƟon of building a compeƟƟve advantage is compeƟƟon in 
terms of knowledge and its uniqueness in comparison with the knowledge of compeƟtors. In 
general terms, it can be said that compeƟƟveness reflects the company's potenƟal, i.e. 
resources, skills, and abiliƟes that provide an advantage over other enƟƟes operaƟng in the same 
market sector (Beyer, 2012, pp. 241-254). is to idenƟfy exisƟng resources in the organizaƟon, 
esƟmate their value, and then develop an appropriate strategy for their management - one that 
will support the organizaƟon in protecƟng newly created knowledge resources, as well as 
acquiring appropriate intangible assets and their opƟmal use in the organizaƟon. 

The management of the intellectual property porƞolio in the organizaƟon is carried out, among 
others, by patent strategies. Patent strategies help to idenƟfy new knowledge resources in the 
organizaƟon and support the innovaƟveness of the organizaƟon so that the results of these 
acƟviƟes bring measurable benefits to the organizaƟon. 

The aim of the arƟcle is to present the basic types of patent strategies as a factor in building an 
organizaƟon's compeƟƟveness and conƟnuously increasing its potenƟal for intangible resources. 
The aim of the arƟcle is to present the basic types of patent strategies as a factor in building an 
organizaƟon's compeƟƟveness and conƟnuously increasing its potenƟal for intangible resources. 
A review of the literature regarding the understanding of the concept of patent strategies was 
made and selected classificaƟons of types of patent strategies were indicated. This arƟcle fills 
the research gap in terms of strategic choices leŌ to intellectual property managers in 
organizaƟons. Each type of patent strategy presented has its advantages and disadvantages. The 
choice of a specific strategy depends on many factors, which are indicated in this arƟcle. 

The essence of patent strategies 

Understanding patent strategies is now an urgent need and an exciƟng challenge for 
management research (RiveƩe and Kline, 2000, pp. 2-12). The patent strategy outlines how an 
organizaƟon will use patents and patent applicaƟons, and informaƟon contained in compeƟtors' 
patents, to secure intellectual property in the development of its products, and thus its posiƟon 
in the technology sector in which it operates. A patent is a legal measure that provides the 
inventor with market exclusivity for a new invenƟon. Market exclusivity can mean huge economic 
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benefits for the patent holder, as it provides the inventor with a monopoly on the invenƟon for 
the 20-year term of the patent. Maximizing the patent Ɵme of successful products is an effecƟve 
strategy to fend off compeƟƟon and extend the product life cycle (Gersten, 2005, pp. 572–578). 

Two decades of market exclusivity can bring huge economic benefits and are extremely 
important for the success of an organizaƟon both in terms of profitability and recovery of 
invested capital. Market exclusivity is also a significant incenƟve for the conƟnuous development 
of new invenƟons. Without patent protecƟon, an organizaƟon is unlikely to invest the capital 
needed to develop innovaƟve products. On the other hand, weakened patent protecƟon reduces 
innovaƟon in the development of new and potenƟally beƩer soluƟons. 

Thus, patents not only provide protecƟon for new soluƟons and ensure market exclusivity but 
above all help the organizaƟon build market share and margins. A patent or even a patent 
applicaƟon itself may be a sufficient barrier to blocking a compeƟtor. In the event that a 
compeƟtor copies a patented product, legal proceedings can be iniƟated to enforce your rights 
and claim damages. In addiƟon, patents can also help create joint ventures and strategic 
partnerships, and support funding and plans for the further development of an organizaƟon. 

Patent strategies include a set of resource allocaƟon decisions and the underlying "logic" of 
patent decision-making that primarily occur in three broad (and interdependent) fields of 
acƟvity: law, licensing, and enforcement (Somaya, 2012, p. 1088). Rights are related to a range 
of acƟviƟes whereby patent rights are acquired, maintained, and sold, including the purchase of 
patents of other organizaƟons on the secondary market. It should be emphasized that not all 
invenƟons are patented, and the propensity to patent varies depending on such factors as 
company size, industry, sector, and type of invenƟon (product or process) (Brouwer, 
Kleinknechta, 1999). 

The patent strategy is a component of the overall strategy of the organizaƟon and needs to be 
incorporated into the pursued business goals to ensure long-term development. Its development 
requires an analysis of business plans, consideraƟon of product life expectancy, and a review of 
the patent acƟvity of key industry compeƟtors, partners, and customers. Such a review can help 
you get an overall picture of patenƟng in your sector. There are millions of published patent 
documents, all available in public databases such as Espacenet. It can be an extremely valuable 
source of informaƟon, supporƟng research and development and product development. It can 
also be beneficial to review patents and compeƟtor applicaƟons to see what compeƟtors are 
doing and where there may be gaps in the market. This type of acƟvity is referred to as patent 
landscape architecture. A patent watch is a useful tool because it allows you to receive 
noƟficaƟons about the patent acƟviƟes of compeƟtors in certain technological areas. 

Searching and watching patents provides valuable commercial informaƟon necessary to enrich 
the development of a patent strategy. Research into the state of the art, patent purity, and 
patentability as well as all kinds of patent analyses, e.g. analyses of market trends and direcƟons 
of technology development in a given sector, increase the effecƟveness of implemented 
soluƟons as part of the developed patent strategy. Thanks to such acƟviƟes, the organizaƟon's 
decision-making is supported, e.g. in terms of when an applicaƟon should be made (e.g. an 
invenƟon) and whether it should be made at all, in what geographical area the organizaƟon 
should apply for protecƟon, whether it is worth invesƟng further in a given product, whether it 
will be profitable to enter a given market segment, etc. 

"Mapping" and evaluaƟng exisƟng IP should be another part of the patent strategy. It is 
necessary to analyze what patents the organizaƟon has, where they are filed, and in what areas 
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of technology. Such analysis allows you to assess whether your intellectual property is sƟll useful 
and whether it supports your business strategy. 

Of key importance to the patent strategy is the determinaƟon of the country in which patent 
applicaƟons will be filed. For example, for core technology, a European patent applicaƟon can be 
filed, followed by an InternaƟonal Patent CooperaƟon (PCT) applicaƟon aŌer 12 months, 
resulƟng in naƟonal patent applicaƟons in a range of countries relevant to important markets, 
R&D centers, and manufacturing faciliƟes as well as locaƟons key compeƟtors. For second-Ɵer 
technologies, you can choose to protect only countries that are important to your organizaƟon 
and not those that are important to compeƟtors. And for technologies with the lowest level of 
importance to the implementaƟon of the business strategy, you can simply file a patent 
applicaƟon with the naƟonal patent office. 

AŌer developing a patent strategy, you can start creaƟng a patent porƞolio that ensures an 
appropriate level of protecƟon for each of the technologies and processes necessary to 
implement the business strategy. This can be done consistently and efficiently without having to 
decide where to file a patent applicaƟon every Ɵme. 

The patent strategy should also include licensing, i.e. deciding whether to license all or part of 
your patent porƞolio to other enƟƟes in the industry. It is also necessary to consider how to 
assert the rights established by the patents held. At this stage, you should consider evaluaƟng 
your compeƟtor's products to see if they may infringe any of your compeƟtor's patents and 
patent porƞolios to assess the compeƟtor's counteraƩack potenƟal. Patent liƟgaƟon can be 
costly and Ɵme-consuming, so a patent strategy should also consider whether to obtain liƟgaƟon 
insurance to cover the costs of obtaining (or defending) a patent. 

Types of patent strategies 

Intangible resources bring measurable benefits to organizaƟons only when they are properly 
used through skillful and opƟmal management based on the adopted strategy. Patent strategies 
outline the defense of one's compeƟƟve advantage (RiveƩe and Kline, 2000, p. 4). 

Patent strategies can be divided into offensive and defensive. Faix (1998) and Hentschel (2007) 
see offensive strategy as a legiƟmate tool to limit the scope of compeƟtors' intellectual property 
rights. Therefore, the primary goal of offensive strategies is to acƟvely prevent compeƟtors from 
gaining a broad patent porƞolio. Gassman and Bader (2011, p. 40) define offensive strategy as 
"a policy that is based on the strategic planning of the use of intellectual property rights as part 
of the company's economic acƟvity." On the other hand, Somaya (2012) disƟnguishes the 
following elements in the offensive strategy: (1) copying prevenƟon, (2) offensive blocking and 
creaƟng fences, (3) and offensive weeding. 

OrganizaƟons also use hybrid patent strategies in pracƟce, i.e. consisƟng of both offensive and 
defensive (Gassmann and Bader, 2011). Examples of organizaƟons that use both approaches 
include electrical engineering corporaƟons Siemens and soŌware manufacturer MicrosoŌ. 
While both organizaƟons generally employ offensive IP strategies, they also focus on defensive 
strategies with a policy of minimizing the impact of foreign patents on their own performance. 

Some organizaƟons combine the strategy of patenƟng with the protecƟon of technology as a 
trade secret (Grzegorczyk, 2020). 

In the project InnoSupport: SupporƟng InnovaƟon in SMEs, Leonardo da Vinci pilot Project, 
several specific strategies were disƟnguished: 
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• an "ad hoc" strategy; 

• "Sniper" strategy; 

• "Blocking" strategy; 

• "Shotgun" strategy; 

• a "market coverage" strategy; 

• "fence" strategy; 

• "surrounding" strategy; 

• "presƟge" strategy; 

• the "scarecrow" strategy” (The Surrey InsƟtute of Art and Design University College & e-Novate 
Consultancy Ltd, 2006, s. 168-169). 

The first of these strategies do not require large investments. A patent is most oŌen obtained 
when protecƟng innovaƟons under one of the innovaƟon support programs. There are many 
ways to search for such programs, they do not require special preparaƟon, and the costs of 
parƟcipaƟon in these programs are relaƟvely low, so a patent is obtained "by the way". 

The "Sniper" strategy is a strategy based on several patents covering the underlying technology. 
However, this strategy does not assume taking acƟon to protect possible improvements to 
exisƟng soluƟons. This is a risky strategy in the event that the core patents are found to be wholly 
or parƟally invalid and there are no addiƟonal patents covering improvements to the original 
technology. Lack of improvements also means resignaƟon from monitoring the acƟviƟes of 
compeƟtors, which in turn may lead to the obsolescence of patents held by the organizaƟon. 

The "Blocking" strategy is used when an organizaƟon does not intend to use patents but uses 
them as a real alternaƟve against its compeƟtors by monopolizing a given soluƟon on the market 
in accordance with the principle of prior tempore “prior tempore poƟor iure,”, "first in Ɵme, 
beƩer in law" Strategy blocking makes it difficult for compeƟtors to adopt new technological 
soluƟons (Blind, Edler, Frietsch and Schmoch, 2006). 

An organizaƟon using the "Shotgun" strategy aims to hold as many patents as possible in a 
parƟcular area of technology, which is intended to create the impression that the area of 
technology is so patent-protected that it is almost impossible for compeƟtors to patent anything 
in a given area or to avoid infringing one or mulƟple valid compeƟtor patents. This is an expensive 
strategy and requires significant funding for development and research. 

A different strategy is the “Market Coverage” strategy. In this strategy, the acƟviƟes of the 
organizaƟon are aimed at transforming the area into the so-called jungles or patent minefields, 
e.g. by securing each step in the producƟon process with new patents. Like the "Shotgun" 
strategy, this strategy is also costly and is usually used in cases of emerging technologies, when 
the degree of risk is high because it is not known whether the direcƟons of development and 
research will bring benefits in the future, or when the economic value covered by the patent is 
uncertain. This strategy allows for further development of a given soluƟon in any direcƟon in 
accordance with market development trends. 

The "Płot" strategy is characterized by the filing of patents not only on the basic technologies 
owned by a given organizaƟon but also on incremental improvements (progress in the 
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development of the base technology). In this way, a kind of quanƟtaƟve "fence" against the 
compeƟƟon is created. It is also a costly strategy as it requires filing patents in numbers that 
block compeƟtors from submiƫng improvements. 

The "Wraparound" strategy is based on a lead patent that is criƟcal to the organizaƟon, which 
may be restricted or surrounded by other patents that are less important, but collecƟvely blocks 
the effecƟve commercial use of the central patent, even aŌer it has expired. This allows for a 
significant extension of the Ɵme to achieve protecƟon effects, even when the most important 
soluƟon is no longer protected. As a result, the actual patent protecƟon may be longer than 
theoreƟcally possible to obtain (ie 20 years). 

The basis of the "PresƟge" strategy is the assumpƟon that presƟge and leadership can help in 
business and be the driving force of the development strategy. Patent protecƟon is supposed to 
have a posiƟve impact on the image of the organizaƟon, which may translate into the interest of 
potenƟal investors and promote the originality of the technology. However, these acƟviƟes are 
not accompanied by the process of implemenƟng the technology. 

In the last of these strategies, the "Scarecrow" strategy, the patent owner may not intend to 
assert his rights, but instead ensures that the compeƟƟon "stays away" from the protected area. 
This strategy is more common in industries where large-scale patent filings and frequent patent 
liƟgaƟon rarely occur. Specialized organizaƟons are always more interested in concentraƟng their 
acƟviƟes on the basis of a given patent than less specialized ones, which do not want to lose 
funds and oŌen do not have the opportunity to invest in costly and lengthy patent procedures. 

In the process of managing intangible intellectual property resources, a division of patent 
strategies can also be disƟnguished, including: 

• full exclusivity strategy; 

• a strategy assuming a limited degree of exclusivity; 

• a strategy assuming full openness and accessibility. 

A strategy assuming a full degree of exclusivity basically excludes cooperaƟon with other 
organizaƟons. It is enƟrely based on full exclusivity, strong protecƟon, and acƟve enforcement 
through infringement procedures and blocking other organizaƟons from entering the market. 
The key to this strategy is the use of various legal tools to prosecute individuals and enƟƟes 
responsible for violaƟons and enforce the rights of the organizaƟon, from sending warning leƩers 
to violators to filing lawsuits in the appropriate courts. 

The basis of the strategy assuming a limited degree of exclusivity is cooperaƟon with other 
organizaƟons, which enables them to use their intangible resources and the resulƟng rights, but 
within the contractually defined scope and condiƟons. This type of strategy allows the 
organizaƟon to generate revenue from licensing deals. 

On the other hand, the strategy assuming full openness and accessibility allows for full openness 
and accessibility for all users and market parƟcipants. It enables the use of certain intangible 
resources free of charge, e.g. in order to popularize a given technology or gain access to a specific 
market. This strategy oŌen leads to the improvement of the organizaƟon's products and its 
image in the eyes of consumers. 

The presented types of patent strategies may allow for the idenƟficaƟon of the most effecƟve 
strategy for a given organizaƟon, which will allow it to be used in the intellectual property 
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management process for organizaƟons that want to effecƟvely use the value of their patent 
rights. 

Conclusion 

In the last few decades, for many organizaƟons, protecƟng and leveraging the economic value of 
their intellectual property has become one thing of the more important tasks. In the 1980s, as 
M.R. Grant the American company Texas Instruments began to use its patent porƞolio as a 
source of income, and then the enƟre technology sector realized the value of its knowledge 
resources. In the 1990s, Texas Instruments' income from patent licenses was higher than 
operaƟng profit from other sources, which resulted in, among others, an increase in the number 
of patents. In the years 2002–2008, the US Patent Office annually awarded approximately 
180,000 patents, which is more than twice as many as in the 1980s (Grant, 2011, p. 373). 

Introducing new products and processes to the market requires more than just invenƟveness 
creaƟve, you also need a variety of resources and skills to make it possible 

to create, finance, and introduce new innovaƟve soluƟons. In this process, it is also necessary to 
define and adopt appropriate strategies for the protecƟon of emerging intellectual resources 
(Dereń, 2014, p. 70). 

The development and selecƟon of a patent strategy mainly depend on the industry sector in 
which the organizaƟon operates, its size, and its presence in the global market. The patent 
strategy is a component of the overall strategy of the organizaƟon, and its purpose is to idenƟfy 
new knowledge resources in the organizaƟon and support its innovaƟve development so that 
the results of these acƟviƟes bring measurable benefits. 

The use of an appropriate strategy is crucial for the proper development of the organizaƟon, 
strengthening its compeƟƟve posiƟon in relaƟon to other market parƟcipants (Somaya, 2016). 
Ensuring the legal security of the organizaƟon and deriving measurable benefits from the 
intangible resources held, e.g. in the form of increasing market shares thanks to them, as well as 
improving the quality of exisƟng products and customer relaƟons. 

In addiƟon, it protects against unjusƟfied incurring costs and conducƟng development work on 
technologies that are already highly protected, and entering this market segment may be 
unprofitable for the organizaƟon. 
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Abstract  

Nothing is more agreeable to a man who has made science his career than to increase the 
number of discoveries, but his cup of joy is full when the result of his observaƟons is put to 
immediate pracƟcal use.” (Louis Pasteur, Describing the SaƟsfacƟon of Puƫng His Discoveries 
into PracƟce, cited in Gogerly, 2001, p. 19) 

Louis Pasteur was a man who made outstanding contribuƟons to theory and pracƟce during his 
73-year life in the 19th Century. He pioneered discoveries and advancement in areas relaƟng to 
germs and disease that impacted millions of people during his lifeƟme. He used microscopes to 
pioneer discoveries about crystal formaƟons during his PhD, before going on to idenƟfy 
microbes. Then he went on to pioneer a process that destroyed microbes so that wine, beer, milk 
and cheese would not go sour (Gogerly, 2022). Also, he pioneered vaccinaƟons that helped cure 
people of rabies, chicken pox and anthrax and he developed techniques to reduce microbe 
development in silkworms that helped save the French silk industry (Gogerly, 2022). 

The statement that Louis Pasteur made (see above) expressed his joy of applying theory derived 
from observaƟons, to pracƟce and illustrates a certain viewpoint on the creaƟon and use of 
knowledge. You could call it a personal posiƟon on the philosophy of knowledge. Arguably, we 
all have a personal posiƟon on the philosophy of knowledge and this paper illustrates a concept 
devised by the author that helps us categorise and analyse this theme: Pasteur’s Quadrant 
(Sharp, 2003). On the twenƟeth anniversary of the concepƟon of Pasteur’s Quadrant, the author 
explains the framework, illustrates how it works and discusses how it can be used in theoreƟcal 
and pracƟcal ways in higher educaƟon. The author argues that it is a helpful tool for considering 
the creaƟon and use of knowledge; the type of researcher a person may be classified as, for life 
coaching and personal development planning. 
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Abstract 

Personal knowledge management, which focuses mainly on the individual level, is sƟll a relaƟvely 
under-researched area - compared to organizaƟonal KM. However, knowledge management 
research has recognized for a long Ɵme that it is individuals who drive the knowledge process in 
organizaƟons (e.g., Jennex, 2008; Nonaka & Takeuchi, 1995; von Krogh et al., 2000) and that 
individuals are the actual source of knowledge and creators of new knowledge, which is a crucial 
component of KM. The competence of individual knowledge workers, along with other factors, 
is criƟcal to the success of an organizaƟon's knowledge management iniƟaƟves. Individual 
learning is closely linked to organizaƟonal learning in knowledge management. Personal 
knowledge management (PKM) is a concept that has grown out of a combinaƟon of fields as 
diverse as knowledge management (KM), personal informaƟon management, cogniƟve 
psychology, philosophy, management science, communicaƟons, etc. (Pauleen, 2009).  

In this paper we make the aƩempt to add another field and another dimension to PKM, namely 
spirituality. The boundary object for this extension is the self and the development of the self. 
Considering the development of the self from a current version of the self toward a future best 
version of the self as a deep learning process, addresses all major aspects of knowledge 
management and shapes them toward a fundamental because existenƟal KM. 

We argue that the resulƟng Spiritual Knowledge Management can serve two important 
funcƟons. On the one hand, it leads to a more fundamental view and approach of Personal KM. 
On the other hand, Spiritual Knowledge Management can be the missing link between Personal 
KM and organizaƟonal KM. This could be crucial, since it is of course not a quesƟon of playing 
Personal KM off against organizaƟonal KM but rather of making use of one for the other. 

It will be shown that the core process of Spiritual Knowledge Management is to enable, manage 
and organize the deep learning process in order to develop the best version of oneself 
(individual) or itself (organizaƟon). This paper introduces the Spiritual KM approach, which was 
first proposed in (Kaiser, 2023), and discusses the implicaƟons of this concept for the 
professionalizaƟon of PKM and the link to organizaƟonal Knowledge Management. 
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Abstract  

The emergency department (ED) is one of the most important components in a hospital 
ecosystem and plays a vital role in saving people’s lives and reducing rates of mortality and 
morbidity. It is a criƟcal interface between the emergency medical services and the hospital. 
PaƟents presenƟng themselves at ED are usually in criƟcal condiƟon and require immediate 
aƩenƟon. Healthcare professionals working in the ED are subject to several operaƟon constraints 
including high workload, taking care of several paƟents synchronously and frequent crowding. 
PaƟents are assessed, classified and prioriƟsed according to their medical condiƟon in a 
restricted Ɵme-window. This classificaƟon and prioriƟsaƟon process is termed as triage. The 
primary aims of triage are to (1) organise the work of ED for more efficiency, (2) uƟlise resources 
effecƟvely and (3) promote safety of paƟents by ensuring that Ɵming of care and resource 
allocaƟon are made considering the degree of illness. This creates an environment that is highly 
complex and dynamic and that funcƟons under extreme constraints of Ɵme, physical space, high 
workload, interrupƟons and distracƟons. Improper triaging and prioriƟsaƟon of paƟents can 
result in delayed care due to postponements or deferrals in giving treatment and inappropriate 
assignment of resources. In ED, where majority of paƟents are unknown and their illnesses are 
seen through only small windows of focus and Ɵme, triage nurses are situated in high levels of 
uncertainty which poses serious risks associated with inaccurate and/or inappropriate decisions. 
Computerised clinical decision support systems can assist triage nurses in decision-making by 
providing paƟent-specific assessments and/or recommendaƟons. Their purpose is to augment 
the natural capabiliƟes of the triage nurse in the complex process of medical diagnosis by 
improving triage accuracy, increased efficiency, reducing wait Ɵmes, enhancing paƟent safety 
and improving resource allocaƟon. Previous studies have sought to predict emergency severity 
index (ESI) level and hospital admission at the Ɵme of ED triage using machine learning (ML) 
models. Most models used rouƟne administraƟve data collected at emergency triage and could 
robustly predict both ESI level and hospital admission. The addiƟon of historical informaƟon such 
as laboratory test results, medicaƟons prescribed and comorbidiƟes have been able to achieve 
accurate predicƟon. Expanding on previous research, this study presents a novel and disƟncƟve 
contribuƟon to the field. First, it uƟlises a large sample size from an ED covering all paƟent visits 
of an enƟre country between 2007 and 2022, which allows a comprehensive analysis of ED 
outcomes. Second, our study uƟlises a data-driven ML approach to predict several important 
outcomes in the ED, including ESI level, hospital admission and specialty admission ward. Finally, 
the study's focus on predicƟng outcomes in the ED is unique, as most previous research in this 
area has focused on just one area of predicƟon. By developing predicƟve models for these 
combined outcomes, our study has the potenƟal to improve ED efficiency and paƟent outcomes 
by facilitaƟng early intervenƟons and appropriate resource allocaƟon. 
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Abstract  

In a wide sense, e-learning refers to the usage of digital technologies and tools to achieve desired 
learning outcomes and to improve individual knowledge and skills no maƩer if the educaƟonal 
process is formal or informal or if the educaƟonal process is taking place in tradiƟonal or virtual 
form. In a narrow sense, e-learning is an educaƟonal process that takes place in a virtual 
environment with the intensive usage of digital tools during the process. In this paper, we 
address e-learning in a wider sense by focusing on digital teaching tools that can be used either 
to support tradiƟonal teaching or to support learning in a virtual environment. As the 
educaƟonal process is a blended and interacƟve acƟvity involving two main stakeholders i.e., 
professors and students, their aƫtudes and percepƟons will directly influence the level and 
quality of e-learning implementaƟon. Therefore, the aim of this paper is to explore similariƟes 
and differences in the professors’ percepƟon vs. students’ percepƟon towards the role of e-
learning tools in (1) interacƟon, communicaƟon, and creaƟvity; (2) reducing Ɵme and costs, and 
improving learning efficiency, (3) promoƟng ethics and social responsibility of the educaƟonal 
process. The analysis and discussion are based on primary research which included more than 
200 university professors and more than 650 university students in the field of Business 
AdministraƟon in CroaƟa. By giving parallel insights into aƫtudes and percepƟons between two 
main stakeholders in formal university educaƟon, this paper makes a valuable basis for 
discussion on possible improvements in educaƟonal processes when implemenƟng e-learning 
as a supporƟve tool. 
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pracƟces of teaching economic disciplines in the era of digitalizaƟon - DIGI4Teach”, 2020-1-HR01-
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Abstract  

a) purpose 

This conceptual paper aims to idenƟfy and analyze knowledge risks resulƟng from quiet quiƫng. 

b) design/methodology/approach 

This present study makes an update on the literature on knowledge risks arising from quiet 
quiƫng. 

c) theoreƟcal base 

Quiet quiƫng has become a widely publicized concept, driven by social media in the United 
States and other countries in 2022. It is a term used to describe the phenomena by which 
employees do the least amount of their work, just enough to meet the requirements of one’s 
job descripƟon (Mahand & Caldwell, 2023). In other words, employees decide not to put more 
Ɵme, effort, or emoƟon into their work than is absolutely necessary. Asst and Yikilmaz (2022) 
define quiet quiƫng as a situaƟon in which an employee performs his or her job not using his or 
her skills to their full potenƟal. The scale of this phenomenon is immense, according to a survey 
conducted by Gallup in 2022, half of the U.S. workforce consists of quiet quiƩers. ParƟcularly, 
quiet quiƫng was also affected by the pandemic and remote work. The Gallup Report reveals 
that the decline in producƟvity and engagement deepened with longer periods of remote work 
(Harter, 2022). 

Even though there has been a real buzz about this phenomenon, most companies are either 
unprepared or unable to effecƟvely address the problem of quiet quiƫng (Hare, 2022). It can 
potenƟally harm individuals, job performance, innovaƟveness, and whole businesses. 

Quiet quiƫng can also pose several knowledge risks. Knowledge risks are defined as “a measure 
of the probability and severity of adverse effects of any acƟviƟes engaging or related somehow 
to knowledge that can affect the funcƟoning of an organizaƟon on any level” (Durst & Zieba, 
2019, p.2). Human knowledge risks are connected with an individual´s personal, social, cultural, 
and psychological factors and thus human resources management. 

Knowledge risks arising from quiet quiƫng should be taken into consideraƟon and their 
consequences should be minimized as well as possible. Otherwise, the risk may significantly 
reduce the performance/well-being not only of the organizaƟon but also of the people. 

In the face of these above, there is a clear need for new insights into the topic of knowledge risks 
arising from quiet quiƫng. 
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d) results or expected results 

The authors of this paper list a variety of knowledge risks arising from quiet quiƫng that may 
potenƟally hinder the operaƟons of an organizaƟon. The first potenƟal knowledge risk resulƟng 
from quiet quiƫng is related to knowledge hoarding. When a quiet quiƩer performs only his 
duƟes at a basic level he or she may be reluctant to take part in the solid training of a new 
employee. Furthermore, he or she will not pass on knowledge unless somebody asks for it. When 
a quiet quiƩer possesses criƟcal knowledge and is not eager to share it with someone, it 
threatens the organizaƟon’s knowledge base (Bilginoğlu, 2019). It is very difficult to simply ask 
for tacit knowledge, therefore when it is hoarded, it threatens the organizaƟon's success (Holten, 
Hancock, Persson, Hansen, & Hogh, 2016). It even threatens a loss of organizaƟonal knowledge 
when a quiet quiƩer for some reasons beyond his control such as health, is unable to work and 
perform his duƟes. The next potenƟal knowledge risk connected with quiet quiƫng is loss of 
reputaƟon. Customers and partners may recognize that the quiet quiƩers are not fully engaged 
in operaƟons or common tasks. They may consider the company unprofessional or 
untrustworthy, leading to a loss of reputaƟon. The next risk is using obsolete/unreliable 
knowledge. Knowledge should be constantly checked and updated as it can quickly lose its 
reliability. If a quiet quiƩer does not take care of constant refreshing of knowledge, there is a 
high risk that it will use obsolete and unreliable knowledge, which may lead to the deterioraƟon 
of the company's good name. Another potenƟal risk is decreased morale of employees. Quiet 
quiƩers may adversely affect other individuals’ morale, who may feel abandoned or betrayed. 
Demoralizing the rest of the team may harm the overall performance of the organizaƟon or even 
to knowledge loss/unlearning. Moreover, employees with decreased morale may have problems 
with moƟvaƟon to work, take sick leaves more oŌen, and manifest some negaƟve phenomena 
related to knowledge, such as knowledge hiding or knowledge hoarding. Last but not least risk 
is related to knowledge gaps. The workload of quiet quiƩers may not be adequately covered. 
Other employees may need to take on addiƟonal responsibiliƟes, which may reveal knowledge 
gaps and in consequence, lead to poorer quality of work and reduced efficiency. 

e) originality/value 

To the best knowledge of the authors, there are no publicaƟons that describe the knowledge 
risks arising from quiet quiƫng. This paper offers new insights for researchers dealing with the 
topic of knowledge risks in the context of human behaviors. 

f) pracƟcal implicaƟons 

The paper provides insight for each of us, as the issue addressed concerns the majority of 
incumbent employees. Employers and managers should become aware of the potenƟal negaƟve 
consequences related to knowledge risks arising from quiet quiƫng. By acquainƟng with the 
potenƟal consequences of such knowledge risks, people may cope with quiet quiƫng in a beƩer, 
more enlightened way. 
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Abstract  

With a degree and a master's degree in Psychology, a PhD in Psychiatry and medical psychology, 
he has developed his acƟvity as a higher educaƟon professor and in consultancy work in the era 
of OccupaƟonal Health Psychology, namely in health technicians and on “who takes care of 
caregivers” , “Good ways to give more news”, among others. 

He did his doctoral thesis on the theme of death and dying. 

He is co-author of a methodology for the assessment and intervenƟon of psychosocial risks, 
having already had the opportunity to carry out more than 80,000 assessments and intervenƟon 
processes, more than 39% of which with health technicians. 

I develop my acƟvity divided between teaching, training and consultancy Services 
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Abstract  

a) purpose 

The development of society in the last 50 years has parƟcularly acutely raised the issue of 
harmonious development of all spheres of human acƟvity. The focus of aƩenƟon has shiŌed 
from an exclusively financial result to the creaƟon of uƟlity or non-harm to people and the 
environment. The consequences of business without taking into account the interests of society 
have become deplorable. The protests, which covered the enterprises of European countries and 
the USA, led to the destrucƟon of producƟon faciliƟes. And, therefore, the protesters themselves 
deprived themselves of the opportunity to earn. Undoubtedly, the issue was in communicaƟon. 
And the only possibility of "communicaƟon" was financial reporƟng. Financial indicators, 
highlighƟng the property and financial results of acƟvity, did not in any way explain that all these 
resources have long-term value. 

The development of the formaƟon of non-financial reporƟng has become quite apt. Emphasis 
on the environmental friendliness of acƟviƟes, investments in the development of communiƟes 
where enterprises were located, became a source of informaƟon for understanding the 
mulƟfaceted work of legal enƟƟes. Moreover, the system of non-financial reporƟng has 
developed and received its own standards. The saƟsfacƟon of their requirements by the 
companies allows to form a unified understanding of the level of ensuring the principles of 
sustainable development by business enƟƟes. That is a comprehensive approach to running a 
business, focused not only on achieving results, but also on invesƟng resources in the social area. 

In the last two decades, the philosophy of sustainable development, including social 
responsibility, has spread to more and more countries of the world. In parƟcular, with regard to 
Ukraine. In 2018, 13% of companies prepared reports showing indicators of corporate social 
responsibility (environmental, social and management). OŌen these reports are called reports 
on sustainable development or corporate social responsibility. About 78% of companies in the 
world prepare non-financial reports (research by the InsƟtute for Investor Responsibility). In 
addiƟon, more and more companies (40% in the internaƟonal arena) began to include non-
financial indicators in their annual reports . 

Such staƟsƟcs should be defined as a significant achievement. AŌer all, without mandatory 
reporƟng, not all companies will take appropriate measures. The rest will carry out condiƟonal 
measures without adequate funding. With the emergence and formaƟon of non-financial 
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reporƟng, the formalizaƟon and popularizaƟon of companies' aƩenƟon to non-producƟon areas 
has increased. Society joined in supporƟng these trends by encouraging and disseminaƟng 
informaƟon about enterprises that are concerned about ecology and social issues. In fact, 
providing informaƟon on different ways of invesƟng in the preservaƟon of human potenƟal and 
the resources of the planet has become another source of aƩracƟng addiƟonal customers. The 
laƩer show their loyalty by choosing goods and services of companies that develop in a balanced 
way. Thus, by conducƟng acƟviƟes in their own interests and society, companies in the 21st 
century receive financial advantages. At the same Ɵme, the issue of standards for the formaƟon 
of non-financial reporƟng and its presentaƟon formats remains open. Only up to 15% of 
companies adhere to some specific standard. Some business representaƟves choose their own 
procedures, which are approved by internal management bodies. This leads to uneven coverage 
of sustainable development financing. For example, manufacturing companies emphasize 
environmental aspects, leaving social projects underrepresented. 

Another problem is the need to formalize indicators. Non-financial reports can reveal 
informaƟon in text format, in the form of presentaƟons and photos of company events and 
products. However, it is quite difficult to assess the specific weight of such acƟviƟes without 
comparison with the main financial reports of the enterprise. 

Accordingly, the goal of presented research is to develop a system of presenƟng informaƟon 
about the social development of the enterprise in relaƟon to financial indicators of development. 
PragmaƟc indicators that allow you to evaluate and compare the level of investment of the 
enterprise in the vital acƟviƟes of society are a tool of objecƟve examinaƟon. The conclusions of 
the laƩer are easy to apply to interested parƟes, whose decisions determine the structure of 
financial capital markets and their redistribuƟon. 

b) design/methodology/approach 

- comparaƟve method 

- criƟcal analysis 

- trend analysis 

c) theoreƟcal base 

TheoreƟcal foundaƟons for sustainable development, insƟtuƟonal theory in accounƟng, theory 
of management. 

d) results or expected results 

A reflecƟon format related to reporƟng on sustainable development and entrepreneurship. 

e) originality/value 

Currently a lot of different accounƟng reports are being prepared by business enƟƟes. Some of 
them seem to be purposeful and jusƟfied, as they contribute to the creaƟon of a proper image 
of the company's acƟviƟes in the field of social responsibility. It seems, however, that it is worth 
considering whether some reports fulfil an objecƟve role, whether they are necessary or 
jusƟfied. It seems, therefore, that there is a need for the final opƟmizaƟon of accounƟng 
informaƟon supporƟng broadly understood responsible development. 

f) pracƟcal implicaƟons 
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The suggesƟons of changes to reporƟng rules in the field of corporate social responsibility. BeƩer 
adjustment of reports in this area to pracƟcal economic requirements. 

Keywords  sustainable growth  CSR 

financial statement  management accounƟng 
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Abstract  

a) purpose 

The arƟcle aims at closing exisƟng knowledge gaps, answering the quesƟon why non-
governmental organizaƟons are founded and maintained as well as elaboraƟng and 
systemaƟzing the exisƟng knowledge through the analysis of exisƟng subdisciplines within 
economics which leads to laying the groundwork for the economics of non-governmental 
organizaƟons. The purpose of the arƟcle is significant as there are no similar studies in the 
literature on the subject. 

b) design/methodology/approach 

This theoreƟcal arƟcle was wriƩen based on structured literature review and similar to grounded 
theory method. AŌer determining research quesƟon of why non-governmental organizaƟons are 
founded and what are they moƟves, literature evidence was collected from variety of sources 
which led to creaƟon of theoreƟcal explanatory model. Nevertheless, a deducƟve, top-down 
approach has been taken in order to present the final model in a more comprehensible and 
transparent way. 

c) theoreƟcal base 

The theoreƟcal base for the arƟcle focused on the normaƟve side of the economics. The research 
was based upon broad overview of subdisciplines within economics, i.e., insƟtuƟonal economics, 
economics of the public sector and sharing economy. Theories and models of renowned authors 
were used including C. Hood, M. Blaug and Noble prize winner O. E. Williamson. 

d) results or expected results 

Based on the insƟtuƟonal hierarchy of O. E. Williamson and drawing from the theoreƟcal 
framework of economics of the public sector and moƟves behind sharing economy the model 
was built that explains why non-governmental organizaƟons are founded and maintained in the 
first place explaining the route from social theory in parƟcular insƟtuƟonal environment all the 
way to taking acƟons to solve a given issue. 

e) originality/value 

Since the first usage of the term “non-governmental organizaƟons” in United NaƟons Charter in 
1945 such organizaƟons have been thriving and growing eventually becoming vital part of our, 
global and local, civilizaƟon and important actors in modern economies, with goals specific to 
parƟcular stakeholders. NGOs are also rather elusive in terms of any analysis as we cannot simply 
take financial statement of an NGO, analyze its strictly financial data and state with 100% 
certainty that this is “good” or “bad” organizaƟon. Such organizaƟons are usually not about 
profit, they are about their statutory goals, i.e., sharing of concern and making things beƩer in 
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regard to their specializaƟon; not necessarily counƟng to make profit out of that. Considering 
there are millions of NGOs worldwide and how widespread such insƟtuƟons are, there is 
relaƟvely liƩle research interest in the moƟvaƟons and theoreƟcal background regarding non-
governmental organizaƟons and non-profit (not-for-profit) sector as a whole on the ground of 
economics. Insofar there has been no aƩempts to place NGOs somewhere in-between 
aforemenƟoned, exisƟng subdisciplines within economics. The proposed outlook is fresh and 
innovaƟve as, in the literature, there are no traces of similar approach towards non-
governmental organizaƟons as proposed in the arƟcle. The created model is an added value to 
the current state of knowledge that presents where NGOs can be placed within interconnected 
subdisciplines within economics. The results are also significant contribuƟon to the possible 
further research emphasizing the meaning of NGOs in the global economy. 

f) pracƟcal implicaƟons 

AŌer further development of the research in the proposed direcƟon the pracƟcal implicaƟons 
may arise in the future. That may influence and enhance the current state of knowledge about 
non-governmental insƟtuƟons and, indirectly, their management which, in turn, might help 
them operate in a more efficient way. ImplicaƟons may also include placement of NGOs in 
parƟcular disciplines within economics; goals of which are specified in macroeconomic policies 
of countries. That would also be significant help for researchers doing subsequent studies 
regarding this area of social sciences. 
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SelecƟve knowledge hiding: How naƟonal and organizaƟonal culture, mental models, type of 
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Abstract 

A corner stone of KM has been knowledge sharing which has been at the heart of organizaƟonal 
literature research. Sharing of knowledge has been found to have a posiƟve impact on 
innovaƟon, producƟvity, saƟsfacƟon, and organizaƟonal performance. However, sharing of 
knowledge does come naturally as employees, for various reasons, tend to hide their knowledge. 
It was observed that although there has been some research to expand the understanding of 
knowledge hiding, there was sƟll a considerable need for further research on individual, team, 
and organizaƟonal antecedents. They called for research using a wider spectrum of methods, 
including social network and qualitaƟve studies. Moreover, there is not yet a unified model of 
knowledge hiding that incorporates insights from each perspecƟve (Issac, Baral &amp; Bendnal, 
2020). 

Also, there has not been enough research on the effect of naƟonal and organizaƟonal cultures 
on knowledge hiding. There is an abundance of research on the effect of both naƟonal and 
organizaƟonal cultures on knowledge sharing but not on knowledge hiding. While knowledge 
sharing is not the opposite of knowledge hiding the results of these studies may help beƩer 
understand the effect on knowledge hiding. On the other hand, organizaƟonal culture was found 
to have a tremendous effect employees’ behaviour both inside and outside the organizaƟon. 
Both naƟonal and organizaƟonal cultures affect values, norms, mental models which then 
reflects on behaviours and acƟons of employees in organizaƟons. Employees’ hiding of 
knowledge is not a simple act but may be the result of deeply rooted beliefs, ideas, assumpƟons, 
and metal models about the organizaƟon, the market and the world itself. 

These mental models govern how employees perceive their surroundings and make judgement 
and eventually hide or share knowledge. 

This study uses qualitaƟve research through intensive interviewing and themaƟc content analysis 
to invesƟgate how naƟonal and organizaƟonal cultures affect knowledge hiding and invesƟgates 
reason for employees hiding knowledge. The study further, puts forward a model of the process 
of selecƟve knowledge hiding. That is the process by which employees decide to share or hide 
their knowledge. 
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Abstract  

a) purpose 

The aim of this paper is to provide a comprehensive examinaƟon of the role of soŌ skills among 
academics in the context of the evolving higher educaƟon landscape. Drawing on a novel 
synthesis of five theoreƟcal perspecƟves, our analysis yields universal insights into the criƟcal 
importance of soŌ skills for academics, their potenƟal for growth and development, percepƟons 
of these skills by others, and the necessity for organisaƟons to prioriƟse investment in them. 

b) design/methodology/approach 

We present a conceptual discussion that relates to the broader topic of the soŌ skills of 
academics. It is based on an approach that involves a scoping review of exisƟng literature and 
research related to the topic of interest. We criƟcally analyse and synthesise available 
informaƟon to idenƟfy paƩerns and spot gaps in the current knowledge. Based on this 
informaƟon, we develop five theoreƟcally informed lessons about soŌ skills in academia to 
ulƟmately improve pracƟce and advance theory in this area. 

c) theoreƟcal base 

This study is based on the five major theoreƟcal approaches that have been previously used to 
research soŌ skills and related topics but have never been combined in a single study. A unique 
theoreƟcal blending of a resource-based theory, dynamic capabiliƟes theory, cultural learning 
theory, implicit leadership theory, and human capital theory forms the basis of this arƟcle and a 
conceptual framework to arrive at our lessons. We believe that the integraƟon and synthesis of 
these carefully selected theories have the potenƟal to contribute towards a more general 
understanding of soŌ skills in academia, appreciaƟng their complexity, as well as considering 
some further implicaƟons of these in the higher educaƟon environment. 

d) results or expected results 

Our conceptual discussion leads us to provide five theoreƟcally informed lessons about the soŌ 
skills of academics. First, we suggest that the resources of academics in the form of their soŌ 
skills are essenƟal to achieve compeƟƟve advantage - especially considering the specific nature 
of the market-driven and performaƟve culture of the neoliberal academy. Second, we discuss 
the importance of updaƟng academic soŌ skills in response to this changing environment, 
somehow challenging the almost universal forces of massificaƟon and markeƟzaƟon of the 
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higher educaƟon environment. Third, we go beyond the universal view of academia as a sharply 
hierarchical industry and we demonstrate how building close relaƟonships with stakeholders is 
essenƟal for academic skill development. Fourth, we show how the soŌ skills of academics may 
be perceived differently depending on the evaluator and we discuss the implicaƟons of this. 
UlƟmately, we put an argument forward that the soŌ skills of academics should not only be 
recognized as a highly valuable resource but should also be further invested in for the benefit of 
all stakeholders. 

e) originality/value 

Through our conceptual exploraƟon, we gain fresh perspecƟves on the soŌ skills of academics. 
We highlight their significance and underscore the need to culƟvate and invest in them. In doing 
so, we respond to the recent call for addressing the lack of agreement regarding the meaning of 
soŌ skills. Furthermore, we consolidate exisƟng theoreƟcal approaches and overcome the 
theoreƟcal fragmentaƟon in this field, resulƟng in a comprehensive and theoreƟcally grounded 
set of lessons for those interested in developing and uƟlising soŌ skills among academics in the 
unique context of an ever-changing higher educaƟon environment. In doing so, we challenge the 
norms of neoliberal academia whilst our discussion is aimed at triggering the development of 
realisƟc policies and procedures that promote a respecƞul, collaboraƟve, and sustainable higher 
educaƟon environment. 

f) pracƟcal implicaƟons 

AdvocaƟng for the development and investment in soŌ skills for academics has pracƟcal 
implicaƟons that benefit individuals, insƟtuƟons, and society as a whole. Firstly, enhancing the 
soŌ skills of academics can improve learning outcomes and student engagement, making 
graduates more aƩracƟve to potenƟal employers. Secondly, elevaƟng the topic of the soŌ skills 
of academics can enhance research collaboraƟons, leading to impacƞul research with benefits 
for both universiƟes and society. Thirdly, promoƟng a posiƟve and supporƟve work environment 
can improve job saƟsfacƟon and well-being among academics who oŌen work in an environment 
characterised by commercializaƟon, careerism, and a myopic focus on outputs. Overall, invesƟng 
in soŌ skills can bring numerous benefits that are applicable to the academic community 
worldwide, given the universal character of science and the increasing trend towards 
globalisaƟon. 
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Abstract  

Background: The business world is constantly changing. The compeƟƟveness that every 
organizaƟon faces in terms of digital transformaƟons through the implementaƟon of 
digitalizaƟon of services, new business models, a new working paradigm (i.e., telecommuƟng), 
is making it more complex to manage, monitor employees, idenƟfy talent, and value it. The main 
difficulƟes experienced by employers in recruiƟng and retaining talent are the lack of qualified 
talent and job rotaƟon of qualified young people. Employees show signs of low saƟsfacƟon with 
their working condiƟons, but especially with the lack of career progression. For organizaƟons, 
the loss of talent can imply costs that are complicated to evaluate, including the loss of internal 
knowledge, customer relaƟons, the organizaƟon's compeƟƟve advantage, and a setback in 
business strategy. 

Purpose: The main objecƟve of this research is to develop the conceptualizaƟon of a model for 
tracking the evoluƟon of the value of talent to the organizaƟon, with the aim of monitoring their 
level of saƟsfacƟon and progress in the organizaƟon for employee centered HRM that allows to 
predict situaƟons of risk of Talent loss. 

Methodology: To conduct this study we used the research methodology used in this study, Mixed 
Methods (i.e., qualitaƟve, and quanƟtaƟve approach) was the integraƟon of the two studies, 
validaƟng the relevance of the research and the dimensions of analysis of the MITEC (i.e., model 
developed). 

Results: We will demonstrate the mixed methods research construcƟon process of this research 
through Quivy's model that follows a logical order such as the formulaƟon of a research project, 
the exploratory work, the construcƟon of a research plan or the criteria for the choice of data 
collecƟon, treatment, and analysis techniques. develop an innovaƟve model to support 
managers, supervisors, and Human Resources (HR) is composed of 7 dimensions and 47 
indicators through the Dynamic Talent SaƟsfacƟon strand for which I developed a model that I 
called Indicators for Monitoring Employees' Talent Career. 

Date: The study was carried out in Portugal, in the Lisbon area to the company typology 
Microenterprise and SMEs were conducted between and June and November 2021. 

Conclusion: Present the systemaƟc scheme of the study, starƟng quesƟon, general objecƟve, 
specific research objecƟves, followed methodology and sample to be analyzed. The integraƟon 
of the two studies intends to verify trends and to carry out a deeper content analysis of the 
theme. Our intenƟon is that MITEC is considered perƟnent by the 40 parƟcipants carried out in 
the Micro and SME typologies and that it can be seen as a support tool for Talent Management, 
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that allows monitoring the commitment, saƟsfacƟon, and valuaƟon impact of talent in the 
organizaƟon to have a strategy to miƟgate and prevent the risk of loss (i.e., Talent churn). 

ImplicaƟons and LimitaƟons: Sample weakness, for the model to have a higher level of 
sustainability it would have been useful to survey at least 200 people, with the aim of reinforcing 
the relevance of the dimensions and indicators of the model under study. 

Explore the study in other geographical areas with higher populaƟon density rates, to verify the 
difference in the responses (e.g., Porto, Setúbal and Braga and Aveiro) of the parƟcipants. 
Explore the possibility of implemenƟng this model in other acƟvity sectors (i.e., agriculture and 
industry) and verify what the real needs of these sectors are, what adaptaƟon might have to 
occur in the MITEC model (e.g., level of dimensions and indicators). 
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Abstract 

The current internaƟonal economic and poliƟcal climate is marked by economic, social, health 
and geopoliƟcal tensions, generated by the worsening of the pandemic coronavirus crisis and by 
the one generated by the Russian-Ukrainian war. In this context, the market value of the 
companies has suffered serious damage, in terms of reduced performance and undermining the 
sustainability of their acƟviƟes. Therefore, the aim of this research is to test the impairment level 
of the market value of companies by business sector in relaƟon to the book value of assets 
owned. The overall value of companies can be significantly impacted by the concurrent 
occurrence of mulƟple crises, as the compounding effects of such crises can exacerbate 
challenges in terms of revenue, profits, access to financing and supply chain disrupƟons. This can 
result in a decline in the overall value of a company as measured by financial metrics such as 
market capitalizaƟon, enterprise value, or discounted cash flow. However, some companies may 
possess greater resilience and the ability to navigate overlapping crises due to factors such as 
their financial strength, diversified revenue streams, and robust management teams. It is 
important to bear in mind that the specific effects of overlapping crises on companies will vary 
depending on the nature of the crises and the industries in which the companies operate. Thus, 
it is crucial to evaluate each company's specific financials and circumstances to determine the 
overall value of the company under the effect of overlapping crises. The pursued objecƟves are 
focused on idenƟfying and prioriƟsing at global level the main sectors of acƟvity that have been 
affected and on determining the effects of overlapping crises on the global value of companies 
using recognised and established methods in economic pracƟce. 

The proposed methodology for tesƟng the impairment level of the overall value of companies 
under the effect of overlapping crises is as follows: conduct a comprehensive literature review; 
collecƟng data on the companies to be included in the model, including financial data such as 
revenues, profits, assets and liabiliƟes, as well as informaƟon on the industry and economic 
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environment in which companies operate. Using the informaƟon obtained from the literature 
review and data collecƟon, the model was developed. 

The obtained results are materialized in the design of a model for measuring the market value 
of companies by sector of acƟvity and the idenƟficaƟon of the determining factors in triggering 
the risk of bankruptcy or reducƟon of acƟvity. 

The usefulness of the results is of significant importance not only for future entrepreneurs and 
potenƟal investors, but especially for the management of these companies, which will be able 
to have a frame of reference in building strategies and developing company policies in relaƟon 
to the current market situaƟon. 
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Abstract  

This study aimed to examine the relaƟonship between knowledge hiding and employees’ 
creaƟvity at DHL in Bahrain. The study further examined the mediaƟng effect of work ethics. 
Using a total populaƟon sampling of all 225 employees at DHL Bahrain. A quesƟoner survey was 
sent to all employees. The study used MRA and mediaƟon analysis to analyze the data. The study 
found that knowledge hiding has a negaƟve effect on employees’ creaƟvity. Specifically, the 
study found that both evasive and raƟonalized knowledge hiding both had a negaƟve effect on 
employees’ creaƟvity (b=-0.286, -0.281) respecƟvely, while playing dumb did not have a 
significant effect. The study also found that work ethics parƟally mediated the relaƟonship 
between evasive hiding and employees’ creaƟvity and fully mediated the relaƟonship between 
evasive hiding and employees’ creaƟvity. 
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The effect of perseverance on job immersion 
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Abstract  

Over the years, job immersion has received great aƩenƟon from researchers studying 
organizaƟonal psychology. Job immersion defines a posiƟve state of mind that reflects 
employees’ engagement. Employees who are immersed are more likely to adhere to their 
organizaƟons’ mission, vision, and goals; posiƟvely influence others and promote teamwork and 
morale and are less likely to take sick leave (absenteeism) or seek employment elsewhere. 
Perseverance enables employees to manage stressful work events, deal with situaƟons of 
overload, lack of resources and support, and emoƟonal and physical exhausƟon as employees 
who have perseverance are more capable of dealing with these challenges. Gallop's 2016 study 
on worldwide job immersion found that more than 24% of employees were not acƟvely engaged, 
63% were not engaged at all, and only 13% of were significantly immersed in their jobs. 

 

Low employees’ immersion is further complicated by the loss of employee producƟvity due to 
low performance, where separated workers feel emoƟonally detached from their jobs and suffer 
constant burnout, as well as the increased hidden costs of disengagement reflected by job 
withdrawal behaviors, absenteeism, and job turnover. The cost of employees’ low levels of 
engagement amounts to billions of dollars annually.  

 

While there has been extensive research on the prominent role of perseverance vast majority of 
the literature failed to provide an in-depth understanding of its impact on the workplace. In 
addiƟon, while research examined factors that may predict job immersion, there are few studies 
that examined the relaƟonship between perseverance and job immersion. As such, this study 
aims to examine the effect of employee perseverance on employees’ job immersion. Specifically, 
the study aims to examine the effect of employees’ acƟvity, employees’ dedicaƟon to work and, 
employees’ engagement on employees’ job immersion of nurses in Salmaniya Medical Complex 
in the Kingdom of Bahrain. Using a quesƟonnaire survey of 335 nurses, the study found that 
employees’ perseverance has a posiƟve effect on employees’ job immersion. Specifically, the 
study found that perseverance affects all dimensions of employees’ job engagement (employees’ 
acƟvity, employees’ dedicaƟon and employee engagement) (b=0.31, 0.41 and 0.15 respecƟvely).    

 

Keywords: perseverance, employee acƟvity, employee dedicaƟon to work, employee 
engagement, Kingdom of Bahrain. 
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Abstract  

In this paper we analyse the quesƟon of ethics in the University of the Future. We make the 
analysis in two steps. First we survey analysis that have been done about Ethics on UniversiƟes 
and on the University of the Future. Secondly we analyse the quesƟon about Ethics in the 
University of the Future according to six quesƟons: leadership, governance, quality, technology 
and markeƟng, benefit (intangible and tangible) and problems (plagiarism and other frauds) that 
are relevant for the University of the Future. We conclude that because we believe the University 
of the Future will be more important in the world of the Future than the University of Today at 
the Ɵme of wriƟng, ethical problems will be the cornerstone of the University of the Future. 
Finally we propose a conceptual model for the University of the Future (Figure 1), which we 
believe could be complemented by a qualitaƟve study and then tested with a quantaƟve study; 
we believe those studies should be re-done every four years, to check the evoluƟon of the model 
in theory and in pracƟce. 
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Abstract 

 

IntroducƟon 

The primary goal of this research is to determine whether or not telework has an effect on 
leadership styles. Because of the mandatory confinement imposed by Pandemic Covid-19 since 
March 2020, this way of working has become widespread. The constraints, but also the benefits 
for organizaƟons and workers, forced a rethinking of leadership styles more suited to telework, 
taking into account, among other things, the type of organizaƟon, culture, and environment. 
With the removal of some workers from their usual workplace, leaders were faced with the 
challenge of knowing how to lead people who conƟnued to work in the companies&#39; physical 
premises as well as those who worked outside of them. The new digital technologies 
predominated, and it was up to the informaƟon and communicaƟon technicians to take a step 
forward, in the sense of creaƟng all the minimally effecƟve condiƟons, so that any interrupƟon 
in the focus and performance of each one&#39;s duƟes would be minimal. 

Method 

This research was based on an intensive literature review of various authors, mainly on Telework 
and Leadership, but also on concepts such as Work, OrganizaƟon and Management. 
Furthermore, the data collected from the online quesƟonnaire will be processed using the SPSS 
soŌware. There were 620 inquiries. A sample calculaƟon of 385 elements (Sample error 5% / 
Confidence Level = 95%) from a universe of 3,435,002 workers (Pordata, 2023). 

Results 

The collecƟon of data is sƟll being analyzed. We anƟcipate that these findings will be relevant to 
the role of leadership in the implementaƟon of Telework. However, some results in the field of 
compliance with the Sustainable Development Goals on teleworking can already be highlighted, 
parƟcularly in terms of quality health, as it reduces stress levels in daily commute to work. In 
terms of gender equality, it allows men and women to be more closely aligned in their 
performance at home while also providing opportuniƟes to people from other countries. It 
allows for the reducƟon of inequaliƟes and the creaƟon of job opportuniƟes for people with 
physical disabiliƟes who are unable to leave their homes. Waste is avoided in terms of 
sustainable producƟon and consumpƟon, which may not be possible in the company. In terms 
of the environment, there is less atmospheric and noise polluƟon as a result of fewer vehicles 
on the road, as well as lower consumpƟon of fuels, oils, and other derivaƟves. 

Discussion 
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AŌer receiving the results, we hope to understand which form or forms of work were preferred 
by the workers, whether there were differences between the face-to-face and distance 
leadership styles, and what impact it had on the workers&#39; lives during the Pandemic period. 
Finally, it is intended to compare the obtained results to other exisƟng ones in the hope that they 
will contribute to the advancement of knowledge, propiƟate, and complement future works. 

Conclusion  

Finally, it is intended to gain insight into how workers perceive various types of work, as well as 
what implicaƟons occurred at the leadership level. 

 

Keywords: Leadership, Management, OrganizaƟon, Telework, Work. 
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Abstract  

a) Purpose: The primary purpose of the arƟcle is to highlight the role of Ɵme in the adaptaƟon 
process of tradiƟonal expatriates, based on the 3D model by Haselberger et al. (2013). In 
addiƟon, the pilot study intended to present the key factors facilitaƟng the adaptaƟon of 
expatriates at each stage of the expatriate cycle, i.e., at the stage of preparaƟon, 
implementaƟon, and repatriaƟon. 

b) design/methodology/approach: The arƟcle presents the current scienƟfic achievements in 
adapƟng expatriates, parƟcularly emphasizing the longitudinal dimension. The pilot study results 
presented in the empirical part were carried out using the case study method, and the research 
tool was an interview quesƟonnaire. 

c) theoreƟcal base: To beƩer understand the moƟves, factors, barriers, and starƟng points that 
affect adaptaƟon in various dimensions and areas and dynamically taking place over Ɵme, a 3D 
model by Haslberger et al. (2013). 

d) results or expected results: The pilot study results are aimed at presenƟng the factors 
facilitaƟng the adaptaƟon of tradiƟonal expatriates at each stage of the expatriate cycle. At the 
same Ɵme, it shows the crucial role of Ɵme in this process. It should also be emphasized that the 
pilot study is part of a more comprehensive research project enƟtled “AdaptaƟon of expatriates 
over Ɵme. The pre-departure stage during and aŌer arrival in the home country.” 

e) originality/value: The arƟcle is an original contribuƟon to Polish literature on expatriate 
adaptaƟon. The few works of Polish researchers dealing with expatriate adaptaƟon include e.g., 
S. Przytuła (2014), A. Pocztowski (2012), I. Grelecka (2017), and I. Kubica (2017). However, none 
considered the role of Ɵme in the criƟcal process of selecƟng internaƟonal employees. 

f) pracƟcal implicaƟons: The oŌen overlooked topic of the role of Ɵme in the adaptaƟon of 
expatriates is of crucial importance for the process of adapƟng AE in the host country. 
PracƟƟoners responsible for adapƟng expatriates, knowing about the Ɵme needed for AE to 
adapt to the delegaƟon country's culture, aƫtudes, and behavior, can more efficiently define 
the goals that the employee should achieve. 

In addiƟon, the adaptaƟon process sƟll takes place in the home country of the headquarters. 
Therefore, by having a tool that shows facilitaƟng factors, moƟves, or barriers, they can more 
consciously prepare a pre-entry training package and adjust their intensity over Ɵme. 

 

Keywords Expatriates adaptaƟon the role of Ɵme 

Facilitators expatriate cycle. 

 



131 
 

The influence of color in the decision making process: Luxury brands 

 

Ana Gonçalves  

anasofia.1998@icloud.com Portugal InsƟtuto Português de Administração de 
MarkeƟng – IPAM Lisboa   

Luisa MarƟnez  

luisa.marƟnez@universidadeeuropeia.pt Portugal InsƟtuto Português de 
Administração de MarkeƟng – IPAM Lisboa   

Filipe Ramos  

frramos@fc.ul.pt Portugal CEAUL - Centro de EstaơsƟca e Aplicações, Faculdade de 
Ciências, Universidade de Lisboa  

 

Abstract  

a) purpose 

Research has shown that color is an influencing variable in the consumer buying behavior. In 
parƟcular, the impact of color on luxury products is no excepƟon. Previous studies revealed some 
complexity in the study of color, and it is also possible to noƟce some inaccuracies. Therefore, 
our main objecƟve is to analyze the influence of color in the consumer purchase decision process 
in luxury brands. Other research objecƟves are: (i) understand if consumer trust towards luxury 
brands varies when associated with warm, cool, or neutral colors; (ii) analyze if there are 
consumer profiles that are more influenced by color, in this specific context of luxury brands. 
AddiƟonally, emoƟons (posiƟve and negaƟve) towards color, moƟvaƟons, purchase intenƟon, 
and trust are also considered in this research. 

b) design/methodology/approach 

The main objecƟve of this study is to understand if the purchase intenƟon and trust towards 
luxury brands change when associated with cool, warm, or neutral colors. 

Hence, the following hypotheses are formulated: 

H1a: When associated with luxury brands, cool colors (vs. warm and neutral colors) induce higher 
levels of trust 

H1b: When associated with luxury brands, warm colors (vs. cool and neutral colors) induce 
higher levels of purchase intenƟon 

The second research objecƟve is to understand if there are consumer profiles that are more 
influenced by color in the context of luxury brands. 

Therefore, the following hypotheses are presented: 

H2a: There is an associaƟon between gender and luxury brands 

H2b: There is an associaƟon between gender and cool, warm and neutral colors 
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H2c: There is an associaƟon between age and luxury brands 

H2d: There is an associaƟon between age and cool, warm and neutral colors 

A descripƟve design study was performed using an online quesƟonnaire from Google Forms as 
a research tool. The quesƟonnaire was available between April 7th and 29th, 2022 through social 
networks (e.g., Linkedin, Facebook, Instagram). A quanƟtaƟve methodology was applied, using 
a descripƟve and inferenƟal analysis (e.g., tesƟng to average equality, variance analysis, qui-
square independence test), through the implementaƟon of mulƟvariate exploratory analysis 
techniques, such as factorial analysis in main components. Validated scales were applied and 
visual sƟmuli were used through the digital manipulaƟon of product images. 

c) theoreƟcal base 

According to MarketLine Industry Profile (2019), in 2018 Europe represented 31.6% of the global 
market value of luxury goods, and for 2023, an increase of 20.5% is expected. Regarding the 
concept of luxury, or what are luxury brands, Heine (2012) defined luxury brands as images in 
the minds of consumers who include associaƟons about a high price, quality, aestheƟcs, rarity 
and a high degree of associaƟons not funcƟonal. Moreover, the likelihood of buying luxury goods 
increases when the product is exclusive (Stathopoulou & BalaBanis, 2019), authenƟc (Cheah et 
al., 2016), personalized (Yoo & Park, 2016), creaƟve (Cheah et al ., 2015), has a great history 
(Kessous & ValeƩe-Florence, 2019) and has innovaƟve markeƟng strategies (Janssen et al., 
2017). Specifically, focusing on markeƟng strategies, color is one of the most elementary 
techniques used in markeƟng and produces behavioral effects that reflect buying aƫtudes 
(MarƟnez et al, 2021). Color causes emoƟonal reacƟons that affect consumer behavior (Bagchi 
& Cheema, 2012; Biers & Richard, 2005; Schnurr et al., 2017). Thus, literature indicates that color 
is preponderant in the process of purchase decision for the effect it may have in consumers 
(Spence et al., 2014; Pastoureau, 2008). This influence, in luxury products, is no excepƟon so the 
analysis of the impact that color might have in the decision-making process in this specific 
context, deserve some reflecƟon. 

d) results 

Considering the two color groups (warm and cool), the trust scale and purchase intenƟon scale 
were applied. For trust, when associated with luxury brands, there is staƟsƟcally significant 
evidence regarding the purchase intenƟon (when compared to cool colors, with warm colors and 
neutral colors). The results show that at different levels of confidence, warm colors induce higher 
levels of trust in consumers. However, it should be noted that when analyzed colors in isolaƟon, 
it is the black color that arouses higher levels of trust. 

For purchase intenƟon, there is staƟsƟcally significant differences when comparing warm colors 
to cool colors. The presence of warm colors has greater influence on the consumer purchase 
decision process, especially for red and orange colors. Thus, and considering the research 
hypotheses, it is possible to validate H1b and H1a was not validated. 

To understand whether there are consumer profiles that are more influenced by the colors 
associated to luxury brands, it was found that gender has no effect in the buying process. 
Considering the relaƟon between gender and the color group (cool, neutral and warm), the 
results reveal that there is also no gender difference towards warm, cool and neutral color, for 
luxury brands. Thus, the hypotheses H2a and H2b are not validated. 
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Moreover, there is an associaƟon between age (cohorts) and luxury brands. Results show that 
young people (18-25 years) have the greatest interest to purchase luxury products. As for the 
associaƟon between age and the group of warm, cool and neutral colors, the results show that 
for the group of neutral and warm colors there are no significant differences for different age 
groups. However, for the cool color group there are differences in the age group from 18 to 25 
years vs. the age group from 46 to 55 years. Thus, H2c was not validated and H2d was validated. 

e) originality/value 

The innovaƟon of this research work lies on the impact of color on the luxury industry, as there 
are few studies conducted in this area. This project aims to be a contribuƟon to ascertain 
whether, when colors are grouped by their temperature (warm, cool and neutral), there may be 
significant influences on decision making towards the purchase intenƟon and consumer 
preferences. Specifically, it is intended to assess the influence on consumer trust and purchase 
intenƟon towards luxury products. 

f) pracƟcal implicaƟons 

This research aims to contribute to the literature with the deepening of the study on the 
importance of color in the consumer buying decision process in luxury brands, a topic that is sƟll 
liƩle explored in literature. Thus, marketers could create strategies and consequently 
compeƟƟve advantage. As already presented in the literature review, color is one of the most 
used techniques in markeƟng and causes behavioral effects that reflect buying aƫtudes 
(MarƟnez et al, 2021). Therefore, this study can contribute to the reposiƟoning of established 
brands and to formulate specific color schemes that helps to reinforce the personality or idenƟty 
of a brand. 

In short, a luxury brand can use color to create solid relaƟonships with the target market and as 
a differenƟaƟon strategy. 

 

Keywords Luxury   color  emoƟons 
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Abstract 

This paper addresses the need for different and qualitative approaches to assess the impact of 
public funding on innovation in private firms. It focuses on the Portuguese case, which 
introduced the RDI norm and is closely linked to public funding strategies. The study also 
suggests a subtle connection between work quality of life and public funding. Traditionally, the 
assessment of public funding's impact on innovation has relied on quantitative measures such as 
R&D expenditures and patent filings. However, these metrics often fail to capture the intricate 
dynamics and multifaceted nature of innovation processes. Therefore, this paper argues for the 
inclusion of qualitative methodologies that consider broader factors such as organizational 
culture, employee motivation, and collaboration networks. In Portugal, the introduction of the 
RDI norm has significantly influenced public funding strategies, prompting private firms to 
engage in research, development, and innovation activities. Nonetheless, the effectiveness of 
these funding initiatives and their impact on innovation outcomes and employee well-being 
remain uncertain. By examining the Portuguese case, this study aims to provide a 
comprehensive understanding of how public funding strategies intersect with work quality of 
life factors and shape innovation within private firms. 
 

In conclusion, this paper advocates for diverse and qualitative approaches to better 
comprehend the effects of public funding on innovation in private firms. By studying the 
Portuguese case and its direct connection to the RDI norm, it aims to uncover the complex 
interplay between public funding strategies, work quality of life, and innovation outcomes. The 
paper highlights the limitations of traditional quantitative measures and emphasizes the 
significance of considering a broader range of factors that contribute to a thriving innovation 
ecosystem. By doing so, it aims to contribute to the ongoing discourse surrounding optimized 
public funding strategies that foster innovation while enhancing employee well- being in private 
firms. 
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Abstract  

a) purpose 

Assess the potenƟal for renewable energy growth in EU countries in the context of the pandemic 
and war crisis. This will be done based on an analysis of the dynamics of change of renewable 
energy sources in the balance sheets of individual European countries. 

b) design/methodology/approach 

Analysis of trends in changes in the use of renewable energy in individual European countries 
over the past several years - both before and during the pandemic crisis. ParƟcular aƩenƟon will 
be paid to the magnitude of electricity demand in the analyzed past periods and the impact on 
these changes of both the pandemic crisis and the outbreak of armed conflict (if data for this 
period are available). 

c) theoreƟcal base 

A crisis triggers changes in the conduct of various spheres of business conducted in the economy. 
Undoubtedly, this also applies to the energy sector. The pandemic crisis and, in the last year, the 
crisis related to the armed conflict in Ukraine have forced changes in the goals set for the energy 
sector from renewable energy sources. An analysis of trends in changes in renewable energy 
development and electricity demand before the pandemic crisis emerged will help determine 
the impact of the coronavirus pandemic on forecasts for the development of these energy 
sources before the crisis. UnquesƟonable changes in the energy strategy of individual European 
Union countries were triggered by the armed conflict. As data becomes available, the impact of 
this crisis will also be esƟmated in the arƟcle. 

d) results or expected results 

Two types of crises have triggered changes in renewable energy development. It was assumed 
that the pandemic crisis caused a slowdown in the development of renewable energy sources. 
In contrast, the war crisis caused an increase in the importance of such energy sources. Due to 
the length of the investment process associated with the emergence of renewable energy 
sources, the impact of the pandemic crisis will be evident in the 2021 data. However, in the case 
of the war crisis, full data will not be available unƟl the end of 2023. However, based on trends 
in energy prices, the expected changes can be esƟmated. 
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e) originality/value 

Analysis of trends in energy changes based on the crisis situaƟon especially based on the most 
recent crisis situaƟon (war crisis) can be the basis for trying to esƟmate potenƟal changes in the 
future when new types of crises arise. 

f) pracƟcal implicaƟons 

The results from the analysis of changes can be parƟcularly useful when esƟmaƟng changes in 
the price of a factor that is very important to the operaƟons of any business enƟty – electricity 

 

Keywords  electricity demand, renewables, crisis 
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Abstract 

Industry 4.0 and industry 5.0 uƟlize the concepts of automaƟon, digitalizaƟon, IoT, big data, 
arƟficial intelligence, human-centricity, acƟve cooperaƟon between people and cobots, and 
decision-making on the basis of human knowledge and experƟse. They rely heavily on 
informaƟon technology which supports end-to-end business processes and supply chains, and 
can automate nonrouƟne business tasks, such as the provision of services and products which 
are available on the electronic market in the form that is customized to the needs of customers. 
This approach oŌen requires group decision-making and negoƟaƟon mechanisms that are 
designed to credibly capture preference structures of parƟcipaƟng partners. The aim of the 
presented research is to analyze fundamental negoƟaƟon strategies and mulƟ-criteria decision-
making methods that can be applied both by agents of service providers as well as by customers 
in order to reach the agreement on transacƟons that maximize the uƟlity of all involved parƟes. 

We introduce the taxonomy of e-negoƟaƟon and group decision-making approaches that 
extends the Montreal taxonomy in order to be specifically suited for industry 4.0 and 5.0. We 
address different cooperaƟon models (distribuƟve, integraƟve), types of parƟcipaƟon (one-to-
one, one-to-many, many-to-many), automaƟon levels (human centric vs. autonomous agents), 
technologies (arƟficial intelligence, decision support systems, expert systems, agent systems, 
data lakes, blockchain, etc.), business and industry areas (e-commerce, energy uƟliƟes, logisƟcs, 
engineering, technology sector, financial sector, etc.), and many other aspects. 

From the aspect of industry 4.0 and 5.0, we study key types of group decision-making and 
negoƟaƟon methods, including the approaches that are based on the uƟlity/value theory, fuzzy 
set theory, outranking, relaƟonal analysis, concessions, disaggregaƟon of preferences, and 
others. In relaƟon to these methods, we also deal with preference specificaƟon, modelling and 
aggregaƟon, as well as with the concepts of raƟonality, opƟmality and construcƟve learning. We 
analyze and evaluate negoƟaƟon protocols, negoƟaƟon strategies and equilibrium models. In 
parƟcular, we focus on consensus seeking procedures, collaboraƟve and compeƟƟve strategies, 
and coaliƟon building. We review the role and parƟcipaƟon of negoƟaƟon and decision-making 
agents and cobots in such automated procedures. Moreover, we address the mechanisms that 
allow for the inference of holisƟc decisions from big data, and their aggregaƟon with subjecƟve 
judgments of human decision-makers. 

In addiƟon to providing the taxonomy and systemaƟzaƟon of group decision-making and 
negoƟaƟon approaches for industry 4.0 and 5.0, it is the goal of the presented research to 
analyze the usability and suitability of e-negoƟaƟon and group decision-making procedures in 
the industry 4.0 and 5.0 processes and supply chains. For this purpose, three research methods 
are applied. Firstly, a general high-level evaluaƟon is made based on the SWOT analysis. 
Secondly, a quanƟtaƟve mulƟ-criteria model is uƟlized for the assessment of usability of specific 
negoƟaƟon methods, protocols and strategies for different business and industry areas. And 
finally, we provide two case studies that are based on our research work: (1.) distribuƟve 
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autonomous many-to-many negoƟaƟons in the energy supply chain based on the concession 
mechanism, and (2.) integraƟve consensus seeking group decision-making procedure based on 
the construcƟve learning and Delphi processes. 
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WHAT DO YOU WANT ME TO TEACH YOU? 

 

Eduardo Tomé 
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Tecnologias 

 

Abstract  

Curriculum context - This text reports on a pedagogical experience that has taken place in the 
last four ediƟons (2016-20) of the OrganizaƟonal Behavior and Human Resources Curricular Unit 
of the PhD in M 

anagement. In the first three ediƟons the CU was part of the second semester, and the academic 
process related to these ediƟons is concluded; in the present academic year the UC is in progress, 
but the process, and especially the feature that I believe to be innovaƟve, remains. 

Academic Context - The Curricular Unit in quesƟon is opƟonal, so students only aƩend it and 
conclude it if they think there is any added value to the experience. Moreover, in the Doctorate 
in Management each student has very specific and parƟcular interests, and especially in the 
second semester but also in the first, they are parƟcularly interested in obtaining informaƟon 
that may be useful for their thesis project and dissertaƟon. 

CU Program – The CU naturally has a content component determined by me as a teacher at the 
outset. SyntheƟcally it is intended that we address the concept of Human Resources and its 
development. Then we focus on the Theory of Human Capital, for those who do not know it - 
which is very common. And finally we address issues such as: adult learning; creaƟvity; career 
development; IdenƟty; criƟcal analysis; training, educaƟon and development; evaluaƟon; 
performance; strategy; organizaƟonal learning and learning organizaƟons; knowledge 
management; leadership; naƟonal, internaƟonal and comparaƟve perspecƟves; environmental 
and ethical issues. 

Idea and process - Without prejudice to the pre-defined syllabus, the innovaƟve idea is to ask 
students, in the first class, what HR-related topics they would like to see addressed. And then, in 
the second class, I present then with a two-column adjusted Syllabus - in the first column the 
original syllabus and in the second column the syllabus suggested by the students, each student 
being enƟtled to at least one class, and for all students the number of classes is equal. In other 
words, with groups of 10 students each is enƟtled to one class, with groups of 6 each enƟtled to 
two. So, day aŌer day, each session ends up having two parts - one about the default program 
and one about the needs explicitly stated by the students. InteresƟngly, if the themes suggested 
by the students are large enough, the predefined part can be greatly reduced - it happened in 
the first two ediƟons. 

Responsiveness - Students are oŌen first surprised, then recepƟve, then admired and finally 
grateful for the idea. The surprise exists because it seems not usual for teachers to adjust the 
program to the wishes of the students; apparently the opposite is true - it is the student, even 
at the doctoral level who has to understand how the syllabus maƩers to him. RecepƟvity is 
therefore natural, because apparently they feel that I care about them more than the average 
teacher and try to be closer to them than usual. The admiraƟon comes when students realize 
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that I disƟnctly step out of my “comfort zone” to try to address topics that even from an HR 
perspecƟve are far from my specific interests; It is true that this “trip” also enriches me. GraƟtude 
finally comes when students realize that this extra effort on my part helped them cement their 
thesis project and their thesis itself. 

Topics already addressed - During the three ediƟons 2016-9 the following topics were addressed: 
Quality system cerƟficaƟon; Higher EducaƟon CerƟficaƟon; Coaching; Skills and Literacy; 
InternaƟonal economy; Entrepreneurship; Inter-temporal choice in financial decisions: 
anƟcipaƟng the maturity of an investment; PrescripƟon and markeƟng pharmacies; Factors and 
Consequences of the Succession Process in Family Businesses; Hospital management; service 
management; Governance in universiƟes; Housing; Intangibles; LogisƟcs; Luxury goods; 
Networks negoƟaƟon and trust; Voluntary military recruitment; Human Resources in the 
Banking System; Human Resources in UniversiƟes; airline safety and leadership; Sustainability; 
Sustainability in banking; Turnover - Concept, Background and Consequences. In the fourth 
ediƟon the experiment has barely begun. 

Future PerspecƟves - Given what has been exposed and reported, I admit to conƟnuing with the 
experience in future ediƟons of the Doctorate. 

Interests for the Academy – What was related, leads me to consider that in small classes and 
high educaƟon (masters and undergraduate) this pracƟce could be carried out for the benefit of 
all - students, university teachers and academy. 

 

Keywords Teaching 

InnovaƟon 
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Women in science. An aƩempt to go beyond the stereotype 
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Abstract 

 Looking at the contemporary history of women's parƟcipaƟon in the world of science, it 
is worth menƟoning not only the oppression and injusƟce experienced by female scienƟsts, 
researchers, students, and other parƟcipants. Their achievements, hard work, and struggle for 
recogniƟon should be looked at. The 20th century brought an unprecedented increase in the 
importance of women in all fields of science. Currently, efforts to empower women in the 
academic sphere or encourage girls to study in the key STEM (Science, Technology, Engineering, 
MathemaƟcs) area are among the most important challenges facing scienƟfic insƟtuƟons. While 
the progress in equalizing opportuniƟes has been enormous since the first universiƟes started 
educaƟng women, there is sƟll much to be done. 

A query of the rich literature dealing with the issue of women's parƟcipaƟon in scienƟfic 
cogniƟon and the authors' own research shows the sƟll exisƟng causaƟve power of gender 
stereotypes. Socially and culturally constructed rules and norms of female or male behavior, 
considered natural and unchanging in the past, also shape the ideas about the role of women 
today. 

 

Keywords  Women, science, STEM, Stereotype 
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VOCATIONAL AND ACADEMIC EDUCATION - MIXING POSSIBLE! THREE-LEVEL CENTRES OF 
PROFESSIONAL EXCELLENCE AND WHY UNIVERSITIES PROVIDE A CRITICAL SUCCESS FACTOR IN 
THESE CENTRES. 

Heidrun Bichler-Ripfel  

Heidrun.Bichler-Ripfel@wko.at Austria WirtschaŌskammer Österreich, IAGF – InsƟtut für 
angewandte Gewerbeforschung 

 

Demographic developments and the educaƟonal choices of young people on the one hand, 
increased demand and pressure from the economy for skilled workers and hybrid competence 
profiles on the other - these and numerous other developments will lead to increased 
cooperaƟon between vocaƟonal and academic educaƟon in sub-segments, with the role of the 
university playing a criƟcal part in this process.  

Best case model in the EU-ERASMUS project 3 LoE: The academic university closely coordinates 
its educaƟon and training with the providers of iniƟal and conƟnuing vocaƟonal training, links 
them and thus makes the two educaƟonal paths, vocaƟonal and academic, permeable. A best-
case example of this is the new type of higher educaƟon called "Dual study - the study-integrated 
vocaƟonal training" at the ‘Berufliche Hochschule Hamburg’(BHH), where young people achieve 
two degrees, an academic bachelor's degree and a vocaƟonal training degree, in just four years. 
This model can be an answer to the enormous challenge of the shortage of skilled workers by 
enabling young people to choose the academic educaƟon path that is recognized by society as 
being of higher value, while at the same Ɵme training them to become the essenƟal skilled 
workers for the Green Change. 

Social peace, preservaƟon of prosperity and good social coexistence will only exist if society as a 
whole is successful in meeƟng the challenges of the energy transiƟon and climate and 
environmental protecƟon. This requires innovaƟon and, consequently, SMEs that can implement 
these innovaƟons locally. As a result, society faces the following challenges in terms of educaƟon 
and social policy, which must be overcome:  

- a glaring and growing shortage of skilled workers 

- major skill shortages, especially in Green Economy 

- the trend toward academizaƟon versus vocaƟonal training that has been in place for decades 
and is being exacerbated by demographic change 

- the higher recogniƟon, status and beƩer image of the full-school and academic educaƟon 
pathway compared to the vocaƟonal educaƟon pathway within society 

- educaƟon policy and educaƟonal guidance, which for decades has pushed full-school and 
subsequent academic educaƟon and neglected and disadvantaged vocaƟonal educaƟon and 
training 

- low rates of conƟnuing vocaƟonal training and insufficient orientaƟon of these training 
programs to the needs of SMEs 

- comparaƟvely low internaƟonalizaƟon of SMEs and many vocaƟonal training providers 

- insufficient cooperaƟon between universiƟes, vocaƟonal training providers and SMEs 
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Different educaƟonal policy soluƟons can be derived from the challenges described.  

On the one hand, there are calls to keep the sƟll rather strictly separated educaƟonal paths - 
vocaƟonal educaƟon training and academic educaƟon - separate and to ensure that higher 
vocaƟonal educaƟon becomes more aƩracƟve. This strategy will only very slowly, if at all, bring 
about a change in society's image and recogniƟon toward making vocaƟonal educaƟon more 
aƩracƟve. In sociopoliƟcal terms it is quesƟonable whether we have Ɵme for this change in view 
of the given challenges. 

On the other hand, there has been intensive discussion for decades about more possibiliƟes for 
permeability between the two educaƟonal paths, vocaƟonal and academic. 

The differenƟaƟon of the higher educaƟon sector, especially of the universiƟes of applied 
sciences, and not least the results of the Bologna reform, have led to an increase in the 
importance of vocaƟonally oriented academic courses of study. With the number of students 
increasing over the decades, the moƟves for studying changed towards a stronger vocaƟonal 
orientaƟon. 

Further pilot developments towards a greater permeability of vocaƟonal and academic  
educaƟonal paths are discussed in more detail below: 

As part of the EU-funded EU Erasmus project "Three-level Centers of Professional Excellence: 
QualificaƟon, Entrepreneurship and InnovaƟon in the Green Economy," where providers of iniƟal 
and conƟnuing vocaƟonal training and academic higher educaƟon coordinate and closely link 
their training and conƟnuing educaƟon programs and thus make them permeable, "Dual study - 
the study-integrated vocaƟonal training" model is being tested. This new type of higher 
educaƟon is offered at the ‘Berufliche Hochschule Hamburg’ as well as at the ‘Duale Hochschule 
Baden-WürƩemberg’. 

Advantages of study-integrated training for students: 

- two degrees in just four years: academic bachelor's degree, vocaƟonal training degree and 
pracƟcal experience  

- study and training interlocked 

- three learning locaƟons: public university, company and vocaƟonal school 

- professional pracƟce and remuneraƟon right from the start 

- orientaƟon to a five-day week 

The achievements at three learning locaƟons (university, company and vocaƟonal school) are 
mutually recognized. The interlocking of content reduces duplicaƟon and enables a workload 
that is oriented toward the classic five-day week. 

This new type of vocaƟonal and higher educaƟon could be an answer to the enormous challenge 
of the shortage of skilled workers by enabling young people to choose the academic educaƟon 
path that is recognized by society as being of higher value, and at the same Ɵme to be trained as 
the absolutely necessary skilled workers for the Green Change.  

The new type of higher educaƟon "dual study - the study-integrated vocaƟonal training" thus 
represents a best-case model for this. 
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