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DIFFERENCE IN HUMAN RESOURCES DEVELOPMENT IN
VARIOUS TYPES OF COMPANIES
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Abstract: The paper presents the views of several authors on the development of human
resources with an emphasis on career development in multinational companies, local
enterprises and companies ranked in Coface CEE TOP 500 ranking. The multinational
companies established in Slovakia are beneficial in terms of modernization, application of
new high-tech technologies and procedures in human resources management, corporate
culture and management system in conditions of interculturality, growing production and
economic development of the country. The verification of the assumption that human
resource development and career development options make a positive contribution to
company’s success and attract productive and loyal employees is main topic of this paper.
The research data are obtained from interviews with managers of human resources of the
largest companies in Slovakia ranked in the CEE TOP 500 ranking and confronted with a
survey conducted in 2017 with a structured questionnaire in 381 local enterprises in
Slovakia and a survey from 2018 in 271 multinational companies operating in Slovakia.
The aim of the paper is to explain and find out the differences in performance of HRM
processes, usage of HRD methods and the perception of a talented employee in local
enterprises, MNCs and CEE TOP 500 companies. For meeting the aim, the Kruskal-Wallis
test was used to verify three hypotheses. The data were tested at a significance level of 95%
(a=10.05).
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Introduction

After 1989 in the former socialist countries, the established practices of
management gradually changed, traditional organizational structures and
employment in one company ceased to be lifelong certainty. The importance of
human resource development and management in the enterprise is declared
(Presscott, Rothwell, 2012; Wilton (2016). Human Resource Development (HRD)
is integral to the career development process. HRD does not end with the level of
education and the adaptation process, it continues with the further training of
employees necessary to maintain, increase, and expand the skills acquired. It is
challenging to measure the return of investments into HRD and to assess the

* Luka§ Smerek Mgr. Ing., PhD., prof. Ing. Milota Vetrakova, PhD., Matej Bel
University in Banska Bystrica, Faculty of Economics.

Dcorresponding author: lukas.smerek@umb.sk

>4 milota.vetrakova@umb.sk

398


mailto:lukas.smerek@umb.sk

POLISH JOURNAL OF MANAGEMENT STUDIES 2020
Smerek L., Vetrakova M. Vol.21 No.2

benefits of employees for performance growth and competitive advantage.
Abstracting from assessing the impact of globalization on the country's economy,
we look at changes in human resource development and careers in local
enterprises, MNCs and CEE TOP 500 companies. For the purposes of the research,
we approached managers/human resources officers of 688 companies in 3
consecutive surveys. All of them were motivated by the desire to map the
development of personnel work in Slovakia from the transformation to a market
economy to the present and to compare the traditional Slovak approach to human
resources management with that brought by globalization and the entry of
multinational companies into the Slovak market. Since HRD is an integral part of
HRM, it is understandable that our research focuses primarily on HRD methods in
the current conditions of Slovakia.

Literature review

Employees have the right to receive, in addition to employment, a level of
education at secondary or higher education, further deepen or renew their
qualifications and, in the case of free time, participate in various forms of interest
education (Lorincova et al., 2018). A higher degree of education gives them a
better future perspective. The HRD literature has made a distinction, indicating that
the ,,training* part of this function was related to knowledge and skill building for
one’s current job, while the ,,development® aspect generally referred to learning
that would influence future career opportunities as well as augmenting abilities to
perform well in the present (Werner & DeSimone, 2012). By development, we
understand the professional orientation for the future, which is associated with the
acquisition of a wider set of knowledge and skills than current employment
requires. The task of training is to improve work performance at the current job.
According to the legislation of the Slovak Republic, the costs of deepening the
qualification of employees and harmonizing their abilities with the changing
requirements of the jobs are fully paid by the employer. Although training
contributes to the development of the skills of individuals they use in their current
job, it happens that an employee has a more favorable job inside or outside the
company. From acareer development perspective, the dividing line between
training and development is often blurred, making the distinction between them
rather inconsequential (McDonald & Hite, 2016). For clarity, we will use terms
training and development in accordance with HRD. Combining the theme of
training and development issues are the competencies of employees that meet the
needs of the company and the individual.

The aim of HRD is to increase employees' ability to believe that human capital is a
major source of competitive advantage (Becker et al., 2001; Percival et al., 2013).
Despite the importance of HRD in achieving employer’s and employee’s goals,
there is no generally accepted definition for what HRD is and what it actually
includes (McGuire, 2011). Hatcher (2006) and Chalofsky (2004) argue that the

399



2020 POLISH JOURNAL OF MANAGEMENT STUDIES
Vol.21 No.2 Smerek L., Vetrakova M.

reason is the interdisciplinarity of human resources, their different abilities and
competencies. HRD also has a major impact on the changing socio-economic,
institutional and socio-cultural environment. In international business, the main
criterion for the success of MNCs is the management and development of
expatriates, inpatriates, employees of different cultures and nationalities (Alagaraja
& Dooley, 2003; Harzing & Pinnington, 2015). Capable and competent employees
are a precondition for further company’s progress. Managing and developing
talent, planning succession is an important part of HRD (Subba-Rao, 2010;
Sonnenberg et al., 2014, Kwame Mensah, 2019). An employer seeks talents,
provides opportunities for workflows, creates learning, development and career
planning conditions, and it is up to individuals to take advantage of the chance
offered (Armstrong, Taylor, 2014). Carriers of development acquire competencies
that empower them to handle work tasks more effectively, deliver higher work
performance, and better value-added investment in their development. On the other
hand, their market value also increases, which can result in voluntary fluctuation or
stabilization of the company.

In recent years, there has been growing interest in verification, whether employees’
training improves companies' effectiveness (Aguinis & Kraiger, 2009; Bierema &
Callahan, 2014). Most studies have shown immediate effects of training. The small
number that have investigated for long-term effects have given positive results
(Sonnentag et al., 2004). Tharenou et al. (2007), based on a review of 67 studies,
focused on the effect of training on company outcomes, found out that more
training has a small positive effect on performance. They also found that earlier
training expenditures still showed up in current period performance measures. This
indicates that training has long- lived benefits. In terms of financial effects,
however, they found little evidence of impact. The relationship between training
and company performance may be mediated by employee attitudes and human
capital. Furthermore, training appears to be more strongly related to companies’
outcomes when it is matched with key contextual factors such as capital intensity
and business strategy, in support of the contingency perspective.

We are inclined to the opinion of experts (Brewster, 2007; Drucker, 2012; Mura et
al., 2017 and others) that we can buy technologies, we can introduce a new
business management system, funds can be borrowed, but it will be of no use for
the company if it does not have the capital in the form of quality human resources.
The conditions for the development of quality human resources are differentiated
in national and multinational companies. As a result of globalization in the former
socialist countries, there are significant changes associated with the opening of the
economy of national markets, development of information and communication
technologies, cooperation in the field of technology, science and economy in the
global space. Developing skills and experience, gaining new knowledge increase
the chances of an individual's employment in the labor market, giving him greater
security and recognition in the job and thus a higher wage rating. For a company,
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that specifically targets HRD in a view of its needs, the investments will return in a
higher quality product, reduced staff turnover, increased flexibility and creativity of
competent employees. Not only does the individual and the employer benefit from
HRD, but also a country that supports education and creates the right job
opportunities. The identification of differences and / or equality in the development
of human resources in multinational companies and local enterprises is the subject
of examination investigation. In recent years a large number of studies have
concentrated on the interplay between MNCs, home and host countries and HRM
practices, producing a distinctive line of inquiry within the international HRM field
(Quintanilla & Ferner, 2003). It is supported by the findings that transfer and
diffusion of HRM practices within geographically dispersed operations of MNCs is
receiving heightened attention, in particular because it is believed to significantly
influence the performance and competitiveness of MNCs and their subsidiaries
(Chiang et al., 2017). This international transfer of policies and practices including
the HR practices is an especially complex process linked to the necessity to transfer
between two geographical locations with diverse cultural characteristics
(Wijewantha, 2019). All of the research studies assume that MNCs practices have
to be different from national enterprises’ practices because they have to adapt more
flexibly to the different environments in which they operate. In Slovakia, no
research has been conducted to compare the performance of HRM processes, usage
of HRD methods and the perception of a talented employee in local enterprises and
MNCs, but experience from other countries shows, that this is needed to better
understand the causes of MNCs' success.

Methodology

Coface regularly publishes the TOP 500 companies in Central and Eastern Europe,
whose annual turnover in 2018 was more than € 445,000. Slovakia is represented
by 43 companies in this ranking (Coface, 2018). The criteria for assessing and
selecting companies are turnover and its growth or decline compared to the
previous year, profit, employment and unemployment. With the results achieved,
Slovakia ranked 5th out of 12 CEE economies evaluated. The results of economic
development are closely linked to the level of education and the standard of living
in the country. That is why we were also interested in the evaluation of the human
development index (HDI) by UNDP (http://hdr.undp.org). HDI captures only part
of what human development entails. Three dimensions are taken into account when
calculating HDI — long and healthy life, knowledge and decent standard of living.
The health dimension is estimated by life expectancy at birth, the education
dimension is measured by the means of years of schooling for adults aged 25 and
more and the expected years of schooling for children entering school age. The
standard of living dimension indices is then aggregated into a composite index
using geometry mean. The ranking of the countries of the world shows that
Slovakia with HDI (0.855) is in 38th place, fifth among the transition countries.
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The average life expectancy at birth in Slovakia is 77 years, the expected years of
schooling 15, the decent standard of living assessed by gross national income per
capita is $29,467.
For the purposes of the research, we approached managers/human resources
officers of 688 companies in 3 consecutive surveys. The first survey of the level of
personnel work with an emphasis on the development of human resources was
conducted in 2017 by sociological inquiries using structured questionnaires on a
sample of 381 local small and medium-sized enterprises. The second survey,
conducted in 2018 using questionnaires, focused on HRM processes in
multinational companies located in Slovakia. 271 companies participated in this
survey. As a response to the first two surveys, we approached managers/human
resources officers of companies located in the CEE TOP 500 ranking according to
the Coface. The CEE TOP 500 outlines the economic situation at the 500 largest
companies in CEE, measured by turnover (Coface, 2018). 36 companies (83.72%)
expressed their willingness to cooperate. Human resources managers were
respondents interviewed in a structured interview in 2019. The sample set is
created by 7 multinational retail chains, 4 electrical, information and
telecommunications companies, 10 transport and automotive companies, 5
companies from minerals and pharma, 5 companies from utilities and public
services, 2 companies from mechanics, 2 betting companies and 1 paper company.
The structure of this part of the sample is presented by 7 enterprises with majority
Slovak capital and 29 (80.1%) enterprises with superiority of foreign capital. We
were looking for managers' opinions on the development of human resources and
the development of their careers in a company that ranks high in the TOP 500 CEE
ranking. The research is based on the assumption that career development
opportunities and support for competent and talented employees contribute to the
success of companies. This research is part of a larger investigation conducted
from 2017 to 2019 focusing on all areas of HRM, from which we used 3 questions
to achieve the aim of this article: 1. Which of the HRM processes are performed in
your company? 2. Which HRD methods are applied in your company? 3. How do
you identify a talented employee? Our intention was, based on theoretical
knowledge and conducted research studies (Quintanilla & Ferner, 2003; Chiang et
al., 2017; Wijewantha, 2019; etc.), to verify the following hypotheses:
H1: We assume that there is no HRM process that is equally performed in local
enterprises, MNCs and CEE TOP 500 companies.
H2: We assume that there is no HRD method that is equally used in local
enterprises, MNCs and CEE TOP 500 companies.
H3: We assume that there are differences in the perception of a talented employee
in local enterprises, MNCs and CEE TOP 500 companies.
We used the Kruskal-Wallis test to verify the hypotheses. The Kruskal-Wallis test
by ranks is a non-parametric method for testing whether samples originate from the
same distribution. It is used for comparing two or more independent samples of
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equal or different sample sizes. A significant Kruskal-Wallis test indicates that at
least one sample stochastically dominates one other sample (Corder, Foreman,
2009). Its null hypothesis tested assumes that the distribution of variables is the
same across all categories against the alternative hypothesis that the distribution is
different across categories. We tested the data at a significance level of 95% (o =
0.05).

Results and discussion

In the opinion of the respondents of local enterprises, the most attention in HRM is
devoted to selection processes (90.79%), recruitment and adaptation (86.58%).
HRD is the third most important process (82.63%), while talent management is
supported by only 17.89% of local enterprises. In multinational companies,
creating human resource strategy and policies is the most important process
(83.92%), followed by HR planning (67.2%) and selection (65.4%). While the
development of HRM strategies, policies and other plans, job evaluation and
personnel controlling are more centralized in MNCs, the other HRM processes are
more in the competence of subsidiaries. In multinational companies located in the
TOP 500 CEE, the most important processes are creating human resource strategy
and policies (91.7%), training and development (86.1%), talent management
(83.3%) and hiring and adaptation of employees (80, 6%). The performance of
HRM processes and calculated p-values of Kruskal-Wallis test are in table 1.

Table 1: The performance of HRM processes

Local ot nedb
CEE TOP 500 MNCs enterprises Test Statistics
Processes Chi As.
(%) Rank | (%) | Rank | (%) | Rank h
square Sig.
HR selection 55.56 11. 65.31 3. 90.81 1. 74.270 0.000
Hiring and adaptation 80.56 4. 47.23 6. 86.61 2. 120.343 | 0.000
Job evaluation 58.33 7. 36.90 10. 36.22 11. 6.947 0.031
Talent management 83.33 3. 50.55 4. 17.85 12, 115.998 | 0.000
Training and 8611 | 2. |4982| 5 |s8268| 3 | 85913 [ 0.000

development

Employees safety and

g 52.78 9. 41.33 8. 79.53 4, 100.807 | 0.000
conditions
HR planning 77.78 5. 67.16 2. 71.92 6. 2.719 0.257
Layoffs 30.56 12. 22.14 12. 51.97 8. 60.248 0.000
Job analysis 58.33 8. 43.54 7. 55.64 7. 10.078 0.006
HR strategy, policy 91.67 1. 83.76 1. 49.61 9. 93.046 0.000
Performance evaluation | 75.00 6. 37.27 9, 79.27 5. 121.520 | 0.000

Pers. controllingand | o 20 | 10 | 2657 | 11. | 4173 | 10. | 20150 | 0.000
auditing

a. Kruskal Wallis Test b. Grouping Variable: Group
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Based on the Kruskal-Wallis test results, we accept the null test hypothesis for all
HRM processes except Human resources planning, because in this process the p-
value is greater than a = 0.05. This did not confirm the H1 we have formulated
before the testing, since Human resources planning has the same distribution
between categories of companies. Based on the results, we claim that there is one
HRM process that is equally used in local enterprises, MNCs and CEE TOP 500
companies. This process is human resource planning. All other processes are used
differently in different types of companies.

Following question was to find out which HRD methods are applied in companies.
Managers in CEE TOP 500 companies support systematic education that is
constantly present in companies. They emphasize mentoring, workshops, training,
coaching, e-learning, as well as organizing team-buildings and foreign internships.
According to the manager of PCA Slovakia, education and further professional
development of employees is a basic prerequisite not only for performance growth,
but also for the stabilization of employees and the creation of a family background.
They also draw inspiration from innovative approaches to education from an
industrial innovation cluster. Unlike the daily training and development of
employees at CEE TOP, on average, three times a year, each employee of
multinational company participates in a certain training activity while in local
enterprises it’s only 2.5 times a year on average. The most used method of further
education is training. Coaching and e-learning gets more attention in multinational
companies, while self-education and mentoring prevails in other enterprises. Used
methods of education and results of Kruskal-Wallis test are shown in table 2.

Table 2: Methods of education

CEE | \ncs| Local | Test _Statisticsa"b
Methods TOP 500 (%) enterpris Chi As.

(%) es (%) | square | Sig.
Training 86.11 92.62 60.89 86.856 | 0.000
Video records 11.11 9.96 341 12.745 | 0.002
E-learning 52.78 40.59 19.16 45.045 | 0.000
Instructing 41.67 33.58 48.82 15.043 | 0.001
Role plays 13.89 2.21 5.51 11.177 | 0.004
Coaching 75.00 59.04 31.50 62.717 | 0.000
Self-education/self-training 27.78 18.82 51.77 74.5 0.000
Model situations 8.33 38.38 27.56 17.672 | 0.000
gjﬂgingler:;‘;g?gp ‘S’Yoi;':::‘r‘]’sphs‘i’ptseam 4722 | 258 | 184 |161.065 | 0.000

a. Kruskal Wallis Test b. Grouping Variable: Group
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According to the results of Kruskal-Wallis test we can see that the p-values for all
tested variables are less than o = 0.05, therefore we accept the null hypothesis for
all the methods of education and claim that there is no HRD method, which is
equally used in local enterprises, MNCs and CEE TOP 500 companies. This
confirmed the hypothesis H2.

The average amount invested per employee in national enterprises ranged from 0 to
100 € (68.95%) and from 101 to 200 € (31.05%). In multinational companies,
46.62% of the companies invested from 0 to 100 € in education, 26.94% supported
their employees from 101 to 200 € and 24.72% invested into employees over 200
€. In CEE TOP 500 companies, the average amount invested per employee ranges
from € 51 to € 100 (16.67%), from € 101 to € 200 (19.44%) and over € 200
(63.89%).

High-performing and competent employees are the core of every company. In
practice, we have verified the opinions on experienced talented employees.
According to managers of CEE TOP 500 companies, talented employees are or
will be key job holders (66.67%) and employees with development potential,
competence, motivation skills, top expertise, relationship to work, positive attitude
to customers (66.11%).

Among the key features of talented employees in multinationals are those who
have the potential of a future leader (59.04%), long-term high performance
(54.98%), are very creative (37.27%), are long-term stabilized employees (30.63%)
and occupy or are expected to occupy a key job (31%). Respondents consider the
work with talents to be an important precondition for further progress of the
company. Subba-Rao (2010), Sonnenberg et al. (2014), Kwame Mensah (2019)
observed the same in their studies. They realize that the acquisition and retention of
talented employees greatly influences internal conditions and the external
environment. That is why they offer internships at company headquarters, career
development, wider learning opportunities and self-realization. These benefits do
not have local enterprises. In characterizing talented top managers, they agreed on
the need for visionary talent, and organizational leadership. As the Volkswagen
manager said, "To Being A Boss Does Not Mean You're A Leader." As a talented
employee, they consider an individual who is competent, has the ability to motivate
others, is purposeful, diligent and open to new challenges. Respondents from local
enterprises highlighted long-term high performance employees (36.58%), current
and future key job holders (26.05%), employees with leadership potential and
further development (16.05%) long-term stabilized ones (12.89%), very creative
ones (5.79%) and those who understand and are good at work, with extra skills,
resourcefulness, flexibility, willingness to learn (3.42%). Respondents critically
acknowledge that they should work more with talents, as employees now have
almost unlimited information about other jobs at home and abroad. In an open
labor market in Europe, employees, especially the Y generation (millennials) and
the Z generation (iGeneration), do not regard geographic and political boundaries
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as an obstacle to job change. They expect a diverse career, more flexibility and
freedom in employment and support for education. They also want a fair reward for
their work performance. Not all employers are ready to attract and retain future
talent. According to the majority of respondents (77.16%) instead of the conceptual
questions of HRM, they deal with the operative and solving of everyday problems
associated with ensuring smooth operation. The characteristics of talented
employees in different types of companies according to the results of the survey
and results of Kruskal-Wallis test are shown in table 3.

Table 3: A talented employee

CEE | INGs Local  [Test Statistics®”
Characteristic TOP 500 enterprises -
(%) Chi As.
(%) (%) )
square | Sig.
With potential of a future leader 52.78 59.04 16.01 134.245 | 0.000
Is or will be a key job holder 66.67 31.00 25.98 26.018 |0.000
Long-term stabilized 38.89 30.63 12.86 36.939 |0.000
With long-term high performance 52.78 54.98 36.48 22.919 |0.000
Very creative 55.56 37.27 5.77 123.121 | 0.000
Other: development potential,
compe_tence, m_otlvayon skills, top 61.11 517 341 167.884 | 0.000
expertise, relationship to work,
positive attitude to customers
a. Kruskal Wallis Test b. Grouping Variable: Group

As we can see from Table 3, the p-values for all tested variables are less than o =
0.05, therefore we accept the null hypothesis for all the characteristics of a talented
employee and claim that the characteristics of a talented employee are different in
local enterprises, MNCs and CEE TOP 500 companies. We confirmed the
hypothesis H3.

Results show that since the majority of HRM processes are performed differently
in local enterprises, MNCs and CEE TOP 500 companies, there still exist at least
one of them that is of the same importance. This is in contrast with the opinions of
several authors (Quintanilla & Ferner, 2003; Chiang et al., 2017; Wijewantha,
2019) who believe in complete diversity in processes. However, the results can be
affected by many factors such as country's reputation, economic strength, or
individual elements of the host country's culture transferred into a corporate
culture. Therefore, the adaptation MNCs to local conditions is probably different in
every country. That’s why we cannot generalize our results to all countries and all
MNCs around the world. But the fact that the human resource planning is equally
used in local enterprises, MNCs and CEE TOP 500 companies can be a subject of
further investigation.
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As we confirmed second and third hypotheses, we can agree with the experts who
claim that retaining talent is a major concern for many companies. Similar to Kaye
& Crowell (2017), we believe that a well-integrated career development system can
be very valuable in addressing this issue. The management of one's own career is
the responsibility of the individual and the employer only creates the conditions. If
an employee feels to be a part of it, it is up to him to realize his ideas and goals in
further career development. The results showed that properly used HRD methods
and talent management activities are probably the different element that determines
company’s Success.

Conclusion

We can conclude that in the current dynamic working environment, with higher
labor supply compared to employment opportunities, increasing globalization and
employment opportunities in MNCs, career development is a matter for more
individuals than employers. However, it does not mean that management is not
interested in supporting employees, developing their skills and abilities. Investing
in HRD is a reflection of corporate culture. Every employee has the right to take
advantage of the benefits offered and to take responsibility for the development of
his or her own career or to leave the company to seek opportunities at another
workplace.

The used standard that employers have the power in the career paths is no longer
the norm. Employees in charge of their own careers are attracted to companies that
offer growth opportunities and most likely to stay with systems that continue to
foster their engagement. Better job offers, a desire for change, career development
prospects and self-realization are the main reasons for leaving competent
employees out of the companies. Borderless Career gives a chance for development
especially for Millennials, which creates space for our further research focused on
career development according to different age categories. The survey revealed that
multinational managers are more dynamic in approaching their employees'
development and careers, allowing greater flexibility in jobs inside companies,
emphasizing the development of a jointly accepted corporate culture. The views of
small and medium-sized enterprise managers are more conservative and more
skeptical. The results of the survey pointed to problems in obtaining and retaining
quality and efficient employees. Changes in employment policy require new
perspectives and approaches for managers of these businesses to HRM, seeking
opportunities to increase the stabilization of talented employees who inspire other
employees to perform better, or increase flexibility and growth in workplace
satisfaction. The results of our findings are consistent with the international
Glassdoor Economic Research survey (www.glassdoor.com). Glassdoor has job
listings and data for more than 640,000 employers in 190 countries. A survey of
5,000 job transitions concluded that high employee satisfaction, better career
development opportunities, corporate culture quality, and transparent remuneration
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are strong stabilization factors. In 2017, 31% of employees finished their
employment within half a year of employment, with 45% of respondents saying
that wage conditions are the main cause of leaving the job (Chamberlain & Smart,
2017). The length of employment varies according to the type of work and industry
being performed.

In the survey of the investigation of the possibility of increasing the stabilization of
competent and talented employees, we focused mainly on identifying the
differences and common features in performance of HRM processes, methods of
education and characteristics of talented employees in CEE TOP 500 companies,
MNCs and local enterprises. The results of the research confirmed the hypothesis
that there is no HRD method that is equally used in local enterprises, MNCs and
CEE TOP 500 companies and that there are differences in the perception of a
talented employee in local enterprises, MNCs and CEE TOP 500 companies. On
the other hand, we rejected hypothesis that there is no HRM process that is equally
performed in local enterprises, MNCs and CEE TOP 500 companies, because there
is one HRM process that is equally used in all types of companies. This process is
human resource planning. All other processes are used differently in different types
of companies.

We will focus our further research on identifying the importance of talented
employees in forming corporate culture, workplace atmosphere and their impact on
business development. We assume that there are differences between CEE TOP
500 companies, MNCs and local enterprises in the case of retirement. The second
starting point of the research is to verify the impact of talented employees on other
employees in terms of performance and stabilization in the company. A possible
problem with the solution is the willingness of practice to cooperate in research and
obtain the necessary information. For this reason, we will be involved in research
of HR managers of selected companies that support talented employees and apply
the principles of talent management.

Acknowledgement

This paper is the result of support of the Scientific Grant Agency of the Education
Ministry of Slovak Republic, grant VEGA 1/0116/18 Convergence and divergence
in international human resources management.

References

Aguinis, H., Kraiger, K., (2009). Benefits of Training and Development for Individuals and
Teams, Annual Review of Psychology, 60, 451-474.

Alagaraja, M., Dooley, L. M., (2003). Origins and historical influences on human resource
development. A global perspective, Human Resource Development Review, 2(1), 82-96.

Armstrong, M., Taylor, S., (2014). Armstrong's Handbook of Human Resource
Management Practice, London: Kogan Page.

Becker, B., Huselid, M. A., Ulrich, D., (2001). The HRD Scorecard: Linking People
Strategy and Performance, Boston: Harward Business School Press.

408



POLISH JOURNAL OF MANAGEMENT STUDIES 2020
Smerek L., Vetrakova M. Vol.21 No.2

Bierema, L., Callahan, J. L., (2014). Transforming HRD: A Framework for Critical HRD
Practice, Advances in Developing Human Resources. 16, 429-444,

Brewster, C., (2007). Comparative HRM: A European perspectives on human resource
management, The International Journal of Human Resource Management, 18(5), 769-
787,

Chalofsky, N., (2004). Human and Organization Studies: The Discipline of HRD, in:
Morris, L., 2004, Proceedings of the Academy of Human Resource Development
conference, Austin; Academy of Human Resource Development, 422-427.

Chamberlain, A., Smart, M., (2017). Why Do Workers Quit? The Factors That Predict
Employee Turnover. Research studies. [online], [cited 2019-03-01]. Available online at:
<https://www.glassdoor.com/researches/why-do-workers-quit/>.

Chiang, F. F., Lemanski, M. K., Birtch, T. A., (2017). The transfer and diffusion of HRM
practices within MNCs: lessons learned and future research directions. The
International Journal of Human Resource Management, 28(1), 234-258,

Coface CEE TOP 500 COMPANIES - 2018 EDITION., 2018, [online]. [cit. 2018-12-10].

Available from internet: https://www.coface.com/News-
Publications/Publications/Coface-CEE-TOP-500-Companies-2018-Edition.
Corder, G. W., Foreman, D., 1., (2009). Nonparametric Statistics for Non-Statisticians.

Hoboken: John Wiley & Sons.
Press.

Glassdoor, (2019). [online], [cited 2019-03-01].  Awvailable online at:
<https://www.resources.glassdoor.com>

Harzing, A. W., Pinnington, A. H., (2015). International Human Resource Management,
Los Angeles/London: SAGE Publications.

Hatcher, T., (2000). Democratizing the workplace through professionalization of human
resource development, International Journal of Training and Development, 10(1), 67-
82.

Human development index, (2019). [online], [cited 2019-02-20]. Available online at:
<http://hdr.undp.org/>

Kaye, B., Crowell, B., (2017). Building a Development Culture: Everyone is a Stakeholder,
in: Berger, L. A., Berger, D. R. (eds.), 2017, The talent management handbook, Third
edition: Making Culture a Competitive Advantage by Acquiring, ldentifying,
Developing, and Promoting the Best People, McGraw-Hill Education.

Kwame Mensah, J., (2019). Talent management and talented employees -‘attitudes:
mediating role of perceived organizational support, International Review of
Administrative Sciences, 85(3), 527-543,

Lorincova, S., Hitka, M., Starchoii, P., Stachova, K., (2018). Strategic instrument for
sustainability of human resource management in small and medium-sized enterprises
using management data, Sustainability, 10(10), 3687,

McDonald, K., Hite, L., (2016). Career development: a human resource development
perspective, New York: Routledge.

McGuire, D., (2011). Foundations of Human Resource Development, in: McGuire, D. and
Jorgensen, K. M. Human Resource Development, London: SAGE Publications.

409


https://www.glassdoor.com/researches/why-do-workers-quit/
https://www.coface.com/News-Publications/Publications/Coface-CEE-TOP-500-Companies-2018-Edition
https://www.coface.com/News-Publications/Publications/Coface-CEE-TOP-500-Companies-2018-Edition
https://www./
http://hdr.undp.org/

2020 POLISH JOURNAL OF MANAGEMENT STUDIES

Vol.21 No.2 Smerek L., Vetrakova M.

Mura, L., Kljuénikov, A., Tvaronavi¢iene, M., Androniceanu, A., (2017). Development
Trends in Human Resource Management in Small and Medium Enterprises in the
Visegrad Group, Acta Polytechnica Hungarica, (14)7, 105-122,

Percival, J. C., Cozzarin, B. P., Formaneck, S. D., (2013). Return on investment for
workplace training: the Canadian experience, International Journal of Development and
Training, 17(1), 20-32,

Prescott, R. K., Rothwelt, W. J., (2012). The Encyclopedia of Human Resource
Management, San Francisco: Pheiffer.

Quintanilla, J., Ferner, A., (2003). Multinationals and human resource management:
between global convergence and national identity, The International Journal of Human
Resource Management, 14(3), 363-368,

Sonnenberg, M., van Zijderveld, V., Brinks, M., (2014). The role of talent-perception
incongruence in effective talent management, Journal of World Business, 49(2), 272-
280,

Sonnentag, S., Niessen, C., Ohly, S., (2004). Learning at Work: Training and
Development, International Review of Industrial and Organizational Psychology, 19,
249-289,

Subba-Rao, P., (2010). Human Resource Management: Text and Cases, Mumbai: Himalaya
Publishing House.

Tharenou, P., Saks, A. M., Moore, C., (2007). A review and critique of research on
training and organizational-level outcomes, Human Resource Management Review,
17(3), 251-273,

Werner, J. M., DeSimone, R. L., (2012). Human Resource Development. Sixth edition.
South-Western: Cengage Learning.

Wijewantha, P., (2019). National Culture And Transfer Of Hrm Practices In Multinational
Corporations (MNCs). International Journal of Scientific & Technology Research, 8(9),
1036-1040.

Wilton, N., (2016). Human Resource Management. SAGE: London.

ROZNICA ROZWOJU ZASOBOW LUDZKICH W ROZNYCH
TYPACH PRZEDSIEBIORSTW

Streszczenie: W pracy przedstawiono poglady kilku autor6w na temat rozwoju zasobow
ludzkich, ze szczegdlnym uwzglednieniem rozwoju kariery w migdzynarodowych firmach,
lokalnych przedsigbiorstwach i firmach w rankingu Coface CEE TOP 500. Wielonarodowe
firmy z siedzibg na Stowacji sg korzystne pod wzglgdem modernizacji, zastosowania
nowych technologii i procedur w zakresie zarzadzania zasobami ludzkimi, kultury
korporacyjnej i systemu zarzadzania w warunkach miedzykulturowosci, rosnacej produkcji
i rozwoju gospodarczego kraju. Weryfikacja zatozenia, ze rozw6j zasobow ludzkich i opcje
rozwoju kariery pozytywnie przyczyniaja si¢ do sukcesu firmy oraz przyciagaja
produktywnych i lojalnych pracownikow, jest glownym tematem tego artykulu. Dane
badawcze pochodza z wywiadéw z menedzerami zasobow ludzkich najwigkszych firm na
Stowacji w rankingu CEE TOP 500 i skonfrontowanych z ankietg przeprowadzona w 2017
r. Z ustrukturyzowanym kwestionariuszem w 381 lokalnych przedsigbiorstwach na
Stowacji oraz ankietg z 2018 r. W 271 migdzynarodowe koncerny dziatajace na Stowacji.
Celem artykulu jest wyjasnienie i poznanie rdéznic w wydajnosci proceséw zarzadzania
zasobami ludzkimi, stosowania metod HRD oraz postrzegania utalentowanego pracownika
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w lokalnych przedsigbiorstwach, korporacjach wielonarodowych i firmach z Europy
Srodkowo-Wschodniej. Aby osiggna¢ cel, zastosowano test Kruskala-Wallisa do
weryfikacji trzech hipotez. Dane zostaly przetestowane na poziomie istotnosci 95% (o =
0,05).

Stowa kluczowe: rozwoj zasobow ludzkich, rozwoj kariery, globalizacja, migdzynarodowa
korporacja, region Europy Srodkowo-Wschodniej.
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