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Executive Summary  
 

The HiPAir project is a strategic partnership co-funded by the ERASMUS+ programme of the 
European Commission, which started in September 2015, born from the international collaboration 
between entities from Poland, Portugal, Spain and Turkey. 

This project aims to develop skills and work practices, in particular for Small and Medium 
Enterprises (SMEs) in the aviation sector. It is intended to: 

o Increase the efficiency of Vocational and Education Training (VET) in the aviation sector;  
o Reduce mismatches of skills within aviation sector, especially those connected to the 

competences of managers of SMEs, to lead to a more efficient management of the 
workforce;  

o Develop transversal skills of VET learners in the sector using innovative methods that imply 
a higher engagement and active participation in the learning process and training 
development.  

In order to address the goal related to managers’ skills, HiPAir focuses on adoption of High 
Performance Work Practices (HPWP), in order to spread, disseminate and promote use of good 
work practices among European SMEs, underlining the importance of innovative management 
practices used to optimise the potential of organisations in the aviation sector. 

To effectively promote HPWPs, the project aims, which includes identifying and describing “case 
studies" or "success stories" of exemplary aviation companies; which have successfully 
implemented HPWP practices and wish to share the gained experience in the application of this 
innovative approach.  

The HiPAir consortium has run an external and internal consultation process to define the 
most effective communication tools to promote and strengthen the use of HPWP among 
aeronautical SMEs through the divulgation of "Best Cases of HPWP application". This 
consultation has focused on knowing "what" to say and "how" to present the information about 
HPWP’s best experiences and success stories. As a result of this process the production of a two-
page leaflet/brochure has been agreed as the most cost effective tool to capture and communicate 
actual stories of aviation companies implementing HPWPs. 

This document presents the outcome of the process accomplished by HiPAir project of identifying 
and closely working with outstanding aviation companies that have faced the challenge of 
implementing HPWPs, and that are open to share their experience and learn from one another.  

This document contains a set of eight study cases or Best Cases of HPWP application (two from 
PL, one from PT, two from TR and two from ES). Then, there is one global case that represents 
the airline industry, Southwest Airlines).  
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The eight case studies correspond to: 

 SOUTHWEST (Dalllas, USA) 46.000 employees (Airline industry) 
 MTU Aero Engines Polska (Poland) 580 employees (Aviation Business) 
 Pratt & Whitney Rzeszów S.A (Poland) 3.500 employees (Aircraft Engine Manufacturers) 
 Global Training & Aviation (Spain) +150 employees (Aviation Training Solutions) 
 FerroNATS (Spain) +130 employees (Air Traffic Control Services) 
 FTB Lisi Aerospace (Turkey) 555 employees (Fasteners for Airplanes) 
 Groundforce (Portugal) 2.335 employees (Auxiliary activities to Air Transport-ground 

handling activities) 
 Fokker Elmo (Turkey) 302 employees (Electrical Wiring Interconnection Systems) 

The number of companies finally being part of this demonstration of study cases has exceeded the 
original expectation of the Consortium, which originally aimed to compile at least 5 study cases. 
Best Cases comes out from SMEs but also from some big companies, covering most of the wide 
spectrum of the aviation domain activities, so that any new interested enterprise could easily 
identify one or more reference companies working in the same or close business area and learn 
from their experiences. Each "Best Case" will be available also on the HiPAir project webpage, 
translated into Partners’ languages, and they can also be downloaded and consulted independently 
from this report.  

The best-practice cases in this study demonstrated that High Performance Work Practices (HPWPs) 
can be tailored to suit the individual workplace context, and no other system looks the same. 

The document also presents the criteria followed to capture, closely in cooperation with the 
companies that have collaborated in the study, those elements that have driven in each case the 
HPWP implementation process. The information gathered in the template is also provided in this 
document to help other companies that would like to join this awareness and promotion campaign 
of good work practices among European SMEs, by sharing their experiences. 

Finally, the document also analyses the most relevant elements discussed on the various study 
cases, highlighting the motivational elements, the benefits as well as the implementation difficulties 
that have been present as overall on these particular experiences. Each case study highlighted a 
particular issue that can be applied to a range of workplaces. The observations from the case 
studies provide general direction for other organisations interested in pursuing a more long-term 
strategic approach to HPWPs, minimising implementation risks. These conclusions complement the 
analyses already developed by the consortium on its previous desk research and survey about 
HPWP in the SMEs in the aviation sector; providing therefore useful information for realization of 
the upcoming project tasks, such as development of training curricula and materials addressed to 
aeronautics SMEs managers concerning HPWP. 
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1. Introduction 
1.1 Objectives and scope of the document 
 

To effectively promote HPWPs, HiPAir project aims to identify and describe best practices and 
Cases Studies of exemplary aviation companies that have successfully implemented HPWP 
practices and wish to share the gained experience in the application of this innovative approach.  

The survey undertaken in the previous steps of HiPAir project has concluded a limited knowledge 
and application of HPWP among the consulted companies. This limited implementation might be 
due to the lack of time and resources to invest in HR programs, knowledge and beliefs about HR 
and work organisation programs and also to the mislead idea that implementing HPWP is too 
expensive and takes too many resources. The survey has raised the need to: 

• Show the flexibility in the implementation of these kind of practices  

• Present first-hand examples of firms already using new forms of work 
organisation and HR practices,  

• Demystify the stigma around the costs and resources. 

• Production of simple and friendly materials, useful to SMEs owners and managers to 
find an easy access to information concerning HPWP and how to implement it in order to 
maximise the company’s results 

• Production of reliable assessment tools, in order to demonstrate the benefits of 
HPWP 

 Present first-hand examples and simple and friendly materials to demonstrate 
the benefits of HPW and create awareness 

As a result, sharing "study cases" or "success stories" has been considered an efficient way to 
create awareness concerning HPWP utilisation by SMEs. The possibility to identifying practical 
examples of implementation results, difficulties and issues, seems essential for the adoption of this 
work forms by SMEs. 

This document presents the outcome of the process accomplished by HiPAir project to identify 
these Best Cases among aviation companies that have faced the challenge of implementing HPWPs. 

Section 1 summarises the objective of the document. This section presents the intended outcomes 
of the HiPAir project, the main points and objectives and tries to identify the necessities that have 
led to the elaboration of the Best Cases. Section 2 presents the methodology followed, including 
also the criteria to capture, closely in cooperation with the companies that have collaborated in the 
study, those elements that have driven in each case the HPWP implementation process. Section 
3 presents the Best Cases collected and analyses the most relevant elements discussed on the 
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various study cases, highlighting the motivational elements, the benefits as well as the 
implementation difficulties that have been present as overall on these particular experiences. And 
finally section 4 presents some conclusions to complement the analyses already developed in the 
Best Cases of section 3. In section 5 the survey about HPWP in the SMEs in the aviation sector is 
presented. 

 

1.2  HiPAir project and the HPWP in the European 
Aeronautical SMEs. 

 

The HiPAir project is a strategic partnership co-funded by the ERASMUS+ programme of the 
European Commission, which started in September 2015, born from the international collaboration 
between entities from Poland, Portugal, Spain and Turkey. 

This project aims to develop skills and work practices, in particular for Small and Medium 
Enterprises (SMEs) in the aviation sector. It is intended to: 

o Increase the efficiency of Vocational and Education Training (VET) in the aviation sector;  
o Reduce mismatches of skills within aviation sector, especially those connected to the 

competences of managers of SMEs, to lead to a more efficient management of the 
workforce;  

o Develop transversal skills of VET learners in the sector using innovative methods that imply 
a higher engagement and active participation in the learning process and training 
development.  

In order to address the goal related to managers’ skills, HiPAir focuses on adoption of High 
Performance Work Practices (HPWP), in order to spread, disseminate and promote use of good 
work practices among European SMEs, underlining the importance of innovative management 
practices used to optimise the potential of organisations in the aviation sector. 

This project addresses the need for better HR management skills within aviation SMEs, covering 
the latest developments in HPWP and best practices within the sector. Empowering human 
resources management skills will lead to benefits for both employers and employees. Moreover, it 
is expected that the outcomes of the project will positively influence effectiveness of European 
investments on VET.   

HiPAir will map, analyse and improve new skills on leadership and work organization, associated 
with better use of human potential. In this matter, HiPAir will develop and spread best practices 
and training programme/curricula of HPWP implementation among aviation SMEs. These training 
curricula should bring a sharper approach to the adequate management strategies for a more 
effective utilization of specialized workforce in the sector.  
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Regarding project’s methodology, HiPAir implementation is driven by three major outputs, namely:  

1. Report on HPWP in the aviation sector (includes a Desk Research Report and HPWP 
in Aviation SMEs Survey Report); 

2. Training Materials about HPWP in aviation SMEs; 
3. HPWP implementation Roadmap. 

The report on HPWP in the aviation sector has covered the level of knowledge and the needs for 
HPWP concept and their use. This report has identified essential information for realization of the 
upcoming project which fully supports the identification of good practices as part of the process of 
developing a training curricula and materials addressed to aeronautics SMEs managers concerning 
HPWP.  In particular: 

 The need to show the flexibility in this kind of practices’ implementation by presenting first-
hand examples of companies already using new forms of work organisation and HR 
practices. The objective is to demystify the mislead idea that implementing HPWP is too 
expensive and takes too many resources; 

 The need to provide to SMEs owners and managers an easy access to information 
concerning HPWP and how to implement it in order to maximise the company’s results; 

 The need to show the benefits of HPWP implementation and prove the value of these 
practices to owners and managers; 

All the participants in the report have also recognised that sharing best practices and case studies 
may be an efficient way to create awareness concerning HPWP utilisation by SMEs. The possibility 
to identify practical examples of implementation results, difficulties and issues, seems essential for 
the adoption of this work forms by SMEs. 

Therefore, the consortium has identified also that to effectively promote HPWP, is crucial to identify 
best practices among aviation industry companies which have successfully implemented HPWP 
practices.  

All partners are engaged in the process of best practices identification. Originally, it was envisaged 
that at least 5 best practices would be identified (one from PL, PT and TR and two from ES), 
although the outcomes of this activity have exceeded the initial expectations. Partners have been 
responsible for the description of the cases on the Best Practice Form elaborated by UPM and best 
practices are also consulted and evaluated by the partnership. The report has to be elaborated. 
Then, the final version of the best practices has to be presented during National Multiplier Events 
and the foreseen project dissemination activities. In the end, the best practices will be also included 
in the Roadmap and published in the collaboration platform (webpage) to support the 
implementation of HPWP in SMEs.  

The gathered knowledge and lessons learnt from the best practices, will serve as a basis for the 
development of training curricula/materials addressed to the aeronautics SMEs managers to 
effectively promote HPWP, in later steps of the project. 
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2. Methodology 
2.1 Rationality behind the Best Cases Description 
 

The capture and right description of the best cases of HPWP implementation among the aviation 
companies has followed a methodological approach that consist of several steps indicated 
hereafter. 

 Identification of the objectives to the "Best Cases". 
 Identification of "Key elements" in the "Best Case" to achieve the intended objectives:  

What to communicate? 
 Identification of communication formats for the "Best Case" to achieve the intended 

objectives: How to communicate? 
 Internal / external consultation process. 
 Design of proper tools for gathering the required information. 
 Design of communication format to effectively gather and synthesize the relevant 

information of each "Best Case". 
 Collaborative and iterative "Best Case" writing with the companies. 
 "Best Case" validation by companies. 
 Translation into national languages of the Best "Cases" 
 Promotion of the "Best Cases" 

 

 

Figure  1 - Methodology for "Best Cases" identification and description 
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1. Identification of the objectives to the "Best Cases". 

Best Cases at this stage of the project are intended to help to achieve the overall HiPAir objectives 
by the following contributions: 

 To spread, disseminate and promote the use of good work practices among 
European SMEs, underlining the importance of innovative management practices used to 
optimise the potential of organisations in the aviation sector. 

 To create opportunities and effective tools that facilitate the development of 
transversal skills of VET learners in the SMEs with innovative methods such as learning 
from each other and sharing experiences. 

 To identify and describe successful stories of aviation companies, which have 
successfully implemented HPWP practices and wish to share the gained experience in the 
application of this innovative approach. These stories will 

o Show that HPWPs can be tailored to suit the individual workplace context of a broad 
spectrum of SMEs aviation companies. 

o Illustrate flexibility in HPWP practices implementation presenting first-hand 
examples of firms already using them, contributing therefore to demystify the 
mislead idea that to implement HPWP is too expensive and takes too many 
resources. 

o Demonstrate the benefits of HPWP implementation and prove the value of these 
practices to owners and managers. 

o Facilitate access to information concerning HPWP and how to implement it in order 
to maximise company’s results with simple and friendly materials.  

o Provide general direction for other organisations interested in pursuing a longer 
term strategic approach to HPWP, minimising implementation risks. 

 To increase the engagement and active participation in the project of 
outstanding aviation companies that have already experienced the implementation of 
HPWPs as partners of the project. These companies are invited to open and share the 
lessons they have learned by painful experience. 

 To consolidate the HiPAir survey findings about the number/type of practices that are 
already used in the participating companies, and to provide information for realization 
of the upcoming project tasks. 

 

 2. Identification of "Key elements" in the "Best Case" to achieve the intended 
objectives 

The objective of this step is to identify information that should be part of a "Best Case", i.e. 
what information about the HPWP should be included in the description / explanation of a 
best practice/ best case. The following elements were identified: 

 
1. Situation before the implementation of the HPWPs: 

a. What didn’t work well at the company? 
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b. What was the goal to achieve? What was indented to improve? 
c. Why the use of HPWP? What prompted the change? 

2. Implementation. 
a. What practice was applied? Just a single one or a combination of some of 

them? 
b. Period required for implementation?  
c. Necessary resources? 

3. Benefits. 
a. What kind of benefits has contributed to the company?  
b. Have they been short, medium or long term?  
c. Did it change the perception of the workers? 

3. Identification of communication formats for the "Best Case" to achieve the intended 
objectives.   

The objective of this step is to identify the most appropriate formats to communicate the "Best 
Case", i.e. how to communicate the information about the HPWP in a particular company. 
In principle the following formats were identified: 

• Detailed technical report. 
• Two-page newsletter. 
• Little blurb with schematic information. 
• Video. 
• Interview. 

 

 

Figure  2 - Alternatives  for "Best Cases" communication format 
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4. Internal / external consultation process. 

The HiPAir consortium has run an internal and external consultation process to define the most 
effective communication tools to promote and strengthen the use of HPWP among aeronautical 
SMEs through the divulgation of "Best Cases of HPWP application".   

The internal consultation has been taken place among the partners’ experts. The external 
consultation process took place during the national events beginning 2016.  One example is the 
national event that has taken place in Spain and consisted of a workshop1  with more than 27 
participants, from 18 different aeronautical companies, vet providers and human resources 
consultant companies. This workshop was done in April in order to obtain feedback from external 
experts prior to the decision about contents and format of the Best Cases. The consultation was 
implemented through a survey questionnaire that the participants in the workshop filled in. The 
questionnaire used during the survey can be consulted in appendix 5.1. Results of the survey can 
be consulted in appendix 5.21. 

This consultation has focused on knowing "what" to say and "how" to present the information 
about HPWP better experiences and success stories. As a result of this process the production of 
a two-page leaflet/brochure has been agreed as the most cost effective tool to capture and 
communicate actual stories of aviation companies implementing HPWPs. 

5. Design of proper tools for gathering the required information. 

A template for gathering information about the company and the HPWP at this company was 
developed to support the process of constructed the "Best Cases".  This template is available at 
section 2.3 and can be used by additional companies what want to join the "Best Cases" group. 

6. Design of communication format to effectively gather and synthesize the relevant 
information of each "Best Case" 

HiPAir project has defined a common format for the presentation of the Best Cases. The format 
orresponds to a two-pages leaflet that includes information about HiPAir project as well as the 
company and specific information about good practices. The leaflet and its explanation is included 
in section 2.3. 

7. Collaboration with companies for the redaction of the "Best Cases".  

Once all the required tools were available, HiPAir partners put in place a collaborative and iterative 
interaction with selected companies to capture the relevant information about the blunder of HPWP 
at each company, and about the implementation process including motivations and benefits. 

All partners are engaged in the process of Best Cases identification, and it was envisaged that at 
least 5 Best Cases will be identified and described (one from PL, PT and TR and two from ES).  

                                            
1 Survey at the Spanish National Dissemination event, on the 28th  of  April  
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After a first attempt, the project has collected the eight Best Cases presented in this document. 
The process will be kept open to capture additional study cases in order to promote the 
dissemination and the good use of the HiPAir project. If any additional Best Case is found by the 
partners, it has to be included in the project webpage and in an update version of this document 
by the end of the project. HiPAir aims to collaborate with the highest number of possible enterprises 
at any moment of its development.  

Partners were responsible for the description of the study cases using the elaborated Best 
Practice Form. The UPM has latter transferred the information from the "form" template to the 
"brochure" template and configured a final two-page leaflet document for each of the best cases 
identified, when required.  

8. "Best Case" validation by companies. 

Once written and formatted, the Best Case Leaflet was approved by each participating company. 

The number of companies finally being part of this demonstration of study cases has exceeded the 
original expectation of the consortium that originally aimed to compile 5 study cases. In the end, 
the recompilation achieved eight Best Cases to analyse in the project. "Best Cases" can be 
consulted in section 3 of this document.  

Section 3 of this report also presents the analyses of the most relevant elements discussed in the 
various study cases, highlighting the motivational elements, the benefits, and the implementation 
difficulties that have been present as overall on these particular experiences.  

9. Translation into national languages of the Best "Cases" 

Each "Best Case" is available in English and by the end of the project, into all the partners’ 
languages. This information will be found at the project webpage. 

10. Promotion of the "Best Cases" 

The promotion of "Best Cases" will take place at the multiple activities and dissemination events 
foreseen in the project. 

This report and each "Best Case" are also available on the HiPAir project webpage, where they can 
be downloaded and consulted independently.  

 

2.2 "Best Case" two-page leaflet/brochure template  
 

This section presents the outcome of the contents and explains the "TWO-PAGE 
LEAFLET/BROCHURE TEMPLATE" developed for the description of the "HPWP Best Cases". 
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The brochure for the Best Cases description is an A3 document that must be printed on both sides 
and distributed folded in half, like a book. It is clearly inspired on the project's newsletter template, 
as it follows as much as possible the style of the project and the newsletter format. 

Figure 3 shows the two external pages of the leaflet, and figure 4 shows the 2 internal pages of 
the leaflet.  

 

 

Figure  3 - External pages of the "Best Cases leaflet" 
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Figure  4 - External pages of the "Best Cases leaflet". 

The following sections explains each of the elements, contents and information included in the 
leaflet. 
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2.2.1  Description of the elements in the external pages of the "Best 
Cases leaflet". 

 

The information contained in the external pages of the leaflet includes basic project and consortium 
information, identification of the type of document, and the name of the company    used as Case 
Study. The information can be seen on TABLE  1 and figure 5. This layout is a small adaptation of 
the project newsletter format. 

 

 

TABLE  1  - Items in the external pages of the leaflet 
Front (1st)  page  items 

 
Item 

 
Information /comments Example 

Project name and 
Logo 

 

 
Title of the 
document 

Indicates the type of 
document 

High Performance Working Practices Best Cases 

Subtitle of the 
document 

Indicates the name of the 
Company    use as case study 

Learning real experiences: "NAME OF THE 
COMPANY " case study 
 

Web page Web page of the project www.hipair.eu 
 

Back cover (4th) page items 
 

Item 
 

Information /comments Example 

Partnership  Logos and names of the 
partners 
 

 
 

 Contact 
information 

Project Coordinator 
Project contact 

Project Coordinator: Mr. Paweł Wacnik  
INNpuls – Poland | pwacnik@innpuls.pl 
 
Project Contact:   
hipair.project@gmail.com 

Social media 
contacts 

 Web, FaceBook and LinkedIn contacts. 
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Figure 5 - Items and information on the external pages of the "Best Cases leaflet". 

 

2.2.2  Description of the elements in the internal pages of the "Best 
Cases leaflet". 

 

The two internal pages of the leaflet contain all the detailed substantial and technical information 
regarding the HPWP implementation in a particular aeronautical SME. Main items and blocks of 
information are indicated in figure 6 and are further described and explained in TABLE  2. 

Two different templates have been produced and are distributed together with this document. The 
difference between them is whether particular pictures from the company or their workers are 
available or not for the Best Case description.   

 Template I illustrates how the leaflet looks. When pictures from the company were not 
available, a generic picture related with the company activities was used in the leaflet.  

 Template II illustrate how the leaflet looks when it was possible to have at least 2 pictures 
from the company’s activities or workers.  

Back cover (4th) page with 
Consortium & project 

information  

Front (1st) page with document 
information 

Title & Type of 
document 
information 

Name of the 
company of the 
HPWP best case  
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Templates I and II include dummy text. A third document has also been produced as an example 
filled in with text from a fictitious company named "ACME Aeronautics". The objective of this third 
document is to be able to appreciate the whole image of how the best practice description could 
be in its final state.  

As it has been said before, it is essential to present the information clearly, organized and with a 
similar structure. The companies analysed compile information from different activities related with 
the aviation sector. The characteristics differ considerably from one to another and it is important 
to unify of general concepts and the identification of common patterns or implementation processes 
in order to find which are the recommended practices. The presentation of Best Cases following 
the same two-page format helps to identify the recommended practices.  
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Figure 6 - Items and information on the internal pages of the "Best Cases leaflet". 

Company organization 
information 

Name of the company 

Description of the most 
relevant HPWPs applied in 

the company 
This information is 

organized according to 
Project HPWP classification  

Statement by the CEO (or 
any other relevant 

manager) 

HPWP categories 
established by the project 

Testimony  of  a  worker 
or  HR  department 
responsible 

Photographs  from  the 
company’s  employees  or 
workplace 

Obtained  benefits  after  the 
HPWP implementation 

Main reason for the HPWP 
implementation 

Information  about  the 
implementation process 
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TABLE  2 - Items in the internal pages of the leaflet 
2nd  page  items 

 
Item 

 
Information /comments Examples 

Title of the case 
study 

In includes the name of the 
company  

CASE STUDY: ACME AERONAUTICS 
 

Company 
characteristics 

This section summarises the big 
numbers of the company under 
study: 
 Size: size of the company 

expressed in number of 
employees. 

 Product: Main product of 
industrial domain or the 
company 

 Location: Place (city and 
country) where the 
company is located. 

 Established: Indication of 
the age of the company 

 Annual Revenue: 
approximate economic 
indicator of the company 
volume. 

 Ownership: indication of 
type of ownership.  

 
 

 Size: 150 employees 
 Product: "Electronic converters and associated 

products" 
 Location: "Madrid, Spain" 
 Established: "45 years ago" 
 Annual revenue:  

o "Over 100 million €" 
 Ownership:  

o "Private/ public/ mixed owned" 
o "Bought by current CEO" 
o " Family owned since 1960" 
o "Employee share ownership scheme in 

process to transfer ownership from 
current owner Robert McMaster to 
employees." 

o " Part of a larger privately owned 
company, but branches are managed 
autonomously" 

o "Privately owned subsidiary of 
multinational company" 

o " Bought by current CEO and Managing 
Director since  1997" 

High Performance 
Working Practices 

Three areas are reserved for 
the description of the HPWP 
implemented in the company. 
 
Most relevant practices are 
enumerated. Key words are 
highlighted in bold. 
 
 

"Employees are hired based on their attitude, 
motivation and reliability, as well as their fit with 
ACME’s organisational culture of teamwork and 
integrity. An induction is held for new staff to 
familiarise them with ACME's history and principles 
of safety, quality and efficiency. Prior to their start, 
production employees are also trained by the Quality 
Assurance Team to ensure their compliance with 
industry regulations. Coloured hats distinguish 
more experienced operators (green hats) who 
provide mentoring to new employees (white hats). 
Team leaders provide on- the-job training, while 
external consultants are brought in for 
specialised training, including leadership training for 
managers. Internal hiring is emphasised, with 
leaders often promoted from the factory 
floor." 
 
"Employees are selectively hired based on their 
competencies and cultural fit with the company. 
The selection process includes a week-long 
paid trial period to assess the applicant’s ability 
and fit with the workplace. All employees go through 
a tailored training program when they start 
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working, and are provided with continuous training 
and development identified through regular 
one-on-one meetings with co-owners.  In 
particular, technicians are provided with extensive 
on-the-job training, including mentoring by the 
senior technician" 
 

HPWP classification A bubble that indicates the 
category of the practices 
described. 
 
The HPWP shall be described 
according to the project HPWP 
classification scheme. This 
scheme is included in table 14 
of O1 report 

 Recruitment & Integration 
 Employees Involvement 
 Internal Communication 
 Training (learning and education) 
 Reward and Commitment 

 

Statement/ 
testimony done by 
the CEO or any 
other relevant 
manager of the 
company 

A sentence/testimony done by 
a relevant manager in the 
company summarising the top 
management motivation behind 
the application of HPWP. 
It includes the name and 
position of the manager making 
the statement.  

"We want to grow our business but we want to have 
a happy enterprise...  In the short term, these 
[practices] can actually cost us money but in the 
long term, employees are happier so they'll stay with 
the company longer.” 

CEO, Pablo Lopez 

4th page items 
 

Item 
 

Information /comments Examples 

Motivation  This paragraph describes the 
situation in the company that 
motivates the decision to 
implement HPWP. Particular 
questions that might be 
answered are 
 What didn’t work at the 

Company? 
 What was the goal to 

achieve? 
 What did prompt the 

change? 
 What was intended to 

improve?  

 

MOTIVATION 
 
"ACME was started by Pablo López as a family 
business and in the past 15 years has grown from 
four employees to over one hundred, across three 
different countries. In that time, owners, have 
developed a ‘hands-on’ approach to employee 
management and training. " 
 

Implementation This paragraph provides 
information about the process 
of implementation of the HPWP 
in the company. Particular 
questions that might be 
answered are 

 What practices were 
applied? 

 Necessary resources? 
 Period required?  

 

IMPLEMENTATION 
 
"Some of ACME's management practices are still 
being developed. They have hired an HR officer in 
the past year to systematise the way they manage 
employees and have just received a government 
grant with the Enterprise Connect program to hire 
external consultants to help them implement Lean 
Manufacturing processes, which will allow them to  
develop more formal opportunities for employees to 
contribute." 
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Benefits This paragraph described the 
benefits obtained with the 
implementation of HPWP. 
Particular questions that might 
be answered are: 
 What kind of benefits have 

contributed to the 
company? 

 Did they change the 
perception of the workers? 

 How does the company 
measure the benefits?  

 

BENFITS 
"Operations Director, Luis Perez, emphasises the big 
picture benefits of HPWPs. There is a high degree of 
safety, including no major health and safety 
incidents, as employees feel comfortable reporting 
their concerns to team leaders. Employees are 
happier and teams work well together, in the long-
term leading to lower turnover and higher quality 
products. ACME's success has also been developed 
through their focus on a niche market, their 
emphasis on quality, customer service, and 
marketing, as well as their investment in new 
technology. " 
 

Statement by 
employees 

A sentence/testimony by some 
employee or representative of 
the Human Resource 
department summarising his or 
her perception of the results of 
the HPWP implementation. 
 

"I think that's why things run so smoothly and 
efficiently, because there's that one communication, 
people feel that they're a valid member of the 
company...everyone feels like they're treated with 
respect...It just feels like we're all one big team" 

Operator, Lucy Santos 
 

Photographs If possible some photographs 
of employees or the workplace 
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2.3 Form to gather information for the "HPWP best cases 
description”  

 

This section presents a "BEST PRACTISE FORM” prepared to gather the required information 
together with instructions for its use. This template can be used by additional companies what want 
to join the "Best Cases" group. 

TABLE  3 - Form for "HPWP best cases" description 
2nd  page  items (in case of doubt see examples on table 2) 

 
Item 

 
Information 
/comments 

Best Case information (provided by each partner) 

Name of the 
company 

Name of the company   

Company 
characteristics 

Size of the company 
expressed in number of 
employees. 

 

Main product or industrial 
domain of the company 

 

Place (city and country) 
where the company is 
located. 

 

Indication of the age of 
the company 

 

Annual Revenue or any 
other approximate 
economic indicator of the 
company volume. 
 
 

 

Ownership: indication of 
type of ownership.  (See 
examples in table 2) 
 

 

Description of the 
HPWP applied by 
the company 
among the ones on 
the first category 

First most important 
HPWP category in the 
company (select among 
the following ones): 
 Recruitment & Integration 
 Employees’ involvement 
 Internal Communication 
 Learning and education 
 Reward and Commitment 

 

Description of the most 
relevant HPWPs, related 
to the category indicated 
above, implemented in 
the company. 
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Description of the 
HPWP applied by 
the company 
among the ones in 
the second 
category 

Second most important 
HPWP category in the 
company (select among 
the following ones): 
 Recruitment & Integration 
 Employees’ involvement 
 Internal Communication 
 Learning and education 
 Reward and Commitment 

 

 Description of the most 
relevant HPWPs, related 
to the category indicated 
above, implemented in 
the company. 
 
 

 

Description of the 
HPWP applied by 
the company 
among the ones in 
the third  category 

Third most important 
HPWP category in the 
company (select among 
the following ones): 
 Recruitment & Integration 
 Employees’ involvement 
 Internal Communication 
 Learning and education 
 Reward and Commitment 

 

 Description of the most 
relevant HPWPs, related 
to the category indicated 
above, implemented in 
the company. 
 
 

 

Statement/ 
testimony done by 
the CEO or any 
other relevant 
manager of the 
company 

A sentence/testimony 
done by a relevant 
manager in the company 
summarising the top 
management motivation 
behind the application of 
HPWP. 
It should include the 
name and position of the 
manager making the 
statement.  

 

4th page items (see examples on table 2) 
 

Item 
 

Information /comments Best Case information (provided by each partner) 

Motivation  This paragraph describes 
the situation in the company 
that motivates the decision 
to implement HPWP. 
Particular questions that 
might be answered are 
 What didn’t work at the 

Company? 
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 What was the goal to 
achieve? 

 What did prompt the 
change? 

 What was intended to 
improve?  

 
Implementation This paragraph provides 

information about the 
process of implementation 
of the HPWP in the 
company. Particular 
questions that might be 
answered are 
 What problems were 

encountered?  
 Necessary where the 

resources? 
 Which was the period 

required?  

 

 

Benefits This paragraph described 
the benefits obtained with 
the implementation of 
HPWP. Particular questions 
that might be answered are: 
 What kind of benefits 

have contributed to the 
company? 

 Did it change the 
perception of the 
workers? 

 How does the company 
measure the benefits?  

 

 

Statement by 
employees 

A sentence/testimony done 
by some employee or 
representative of the 
Human Resource 
department summarising 
his or her perception of the 
results of the HPWP 
implementation. 
 

 

Photographs If possible, some 
photographs of employees 
or the workplace 
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3. Identified Best Cases (case study 
evidences) 

Eight "Best Case" studies have been developed with Aeronautical companies across a range of 
aviation activities, workplace dimensions and locations. All those are included hereafter. The case 
studies have been drawn from the sample of companies that have participated in the HiPAir Survey 
on HPWP in European Aviation domain. 

In the elaboration of the “Best Cases”, each partner has made contact with different companies of 
their countries and has collected all the information related with the High Performance Working 
Practices according to the selected format.  

In the tables below, it is shown some of the companies’ characteristics which are related to the 
country in which they are established are shown. It should be highlighted, the case of a global 
company (Southwest, USA) should be highlighted as it gives an external vision that goes beyond 
Europe.  

TABLE  4 - COMPANIES INVOLVED 

GLOBALLY POLAND SPAIN PORTUGAL  TURKEY 

SHOUTWEST 

(Dallas, USA) 

MTU Aero Engines 

Polska 
Global Training & 

Aviation 
 

Groundforce 

 

FTB Lisi Aerospace 

Pratt & Whitney 

Rzeszów S.A. FerroNATS Fokker Elmo 
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TABLE  5- NUMBER OF EMPLOYEES 
GLOBALLY POLAND SPAIN PORTUGAL  TURKEY 

46000 
580 +150  

2335 

555 

3500 +130 302 

 

  TABLE  6- PRODUCTS OR INDUSTRY SECTOR 

GLOBALLY POLAND SPAIN PORTUGAL  TURKEY 

Airline Industry 
Aviation Business Aviation Training 

Solutions 
 

Air Transport‐ground 

handling activities 

Fasteners for 

Airplanes 

Aircraft Engine 

Manufacturers 
Air Traffic Control 

Services 
Electrical Wiring 
Interconnection 

Systems 

 

3.1 Analysis of the Identified "Best Cases". 
 

This section includes a comparative assessment of the compiled Best Cases. It analyses the most 
relevant elements discussed in the various case study, highlighting the motivational elements, the 
benefits as well as the implementation difficulties that have been overall present on these particular 
experiences.  

After each table, a brief description about the most important contents is done trying to unify the 
common points along the different implementation processes of the enterprises. However, the human 
resources strategies followed by each analysed Best Case could be different depending on the case.  
If this happens, it is important to emphasise the particular elements that have led to each particular 
company to success in order to highlight that there is not a single correct process of implementation. 
Each organization has to be able to find these HPWP that fit bets with their interests. 

Table 7 summaries the most relevant practices identified in each Best Case. As it can be seen, due 
to the analysis of different enterprises that work and develop their activities in assorted business 
sectors, the identified HPWP are different. Moreover, the differences between organizational 
structures of the companies help to this differentiation. 
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TABLE  7 – IDENTIFIED HPWPs  
GLOBALLY POLAND SPAIN PORTUGAL  TURKEY 

“Good Employees’ 

Relationships” 

Hire and train for 

relationship excellence 

 

1. Clear and Specific 

Job Descriptions  

2. Flexible working 

conditions 

1. Collaboration, 

Teamwork & Healthy 

Lifestyle 

2. Flexible Working 

Conditions 

3. Talent Development 

Plans 

1. Internal 

Communication 

2. Employee Retention 

3.  Personal & Direct 

Contact 

4. Compensation Plans 

 

1. Organisational 

Development Programmes 

2. Recruitment, Boarding 

and Integration 

3. Skills and Performance 

Management 

4. Training, Qualification and 

Certification 

5. Integrated Management 

System 

6. Internal Communication 

7. Corporate Social 

Responsibility 

“LEAP Project” 

1. Excellence Achievement 

Programme  

2. Employees Involvement 

3. Internal communication 

system 

4. Company culture 

“TECHNO TOUR” 

1. Welcome Session 

2. Visit to the facilities 

3. Job Descriptions & Key 

areas 

4. Employees’ Involvement 

1. Fixed Career Path & 

Internal Promotion 

2. Individual Development 

Programmes 

3. “Secondment 

Programmes”  

4. Talent Development 

Plans 

“Golden Idea System” 
1. Improvement of employee 

functions 

2. Employees’ involvement 

3.  Workplace humanization  

4.    Use of scientific methods to 

perform experiments 

5.     Elimination of waste in          

business processes 
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It can be seen that some enterprises position the human resources management programmes on 
specific plans like the “TECHNO TOUR”, “LEAP project” or the “Golden Idea System”. On the other 
hand, there are also other HPWP that can be applied apart from the ones mentioned specific human 
resource programs. 

Some of the analysed enterprises work on specific plans. These kind of implementations help the 
employees to be closer to the main strategies of the company and involve the staff. 

 TECHNO TOUR is the programm developed by Pratt & Whitney. It is focused on acquiring 
knowledge and skills related to new technologies applied in the company. This programm is 
intended for the employees and the objective is to have staff as qualified as possible. TECHNO 
TOUR works with technologies related with aircraft, engines and aviation manufacturing and 
its different activities let the employees have a deep knowledge about technological issues. 
The tour is done in groups of 15 persons during 2 hours. After the session, each employee 
has a better perspective of the whole enterprise and the involvement and commitment with 
its activities has also increased. In general terms, the trip gives a “holistic, genuine look of 
the company” and as a consequence of that the employees have a “sense of pride because 
we are a great company”. 
 

 LEAP Project is a specific human resources program developed by FTB Lisi Aerospace. This 
program has a particularity: it is parallel to HPWP implementation and aims to involve 
employees to every application/step at all levels in the company. The project has different 
principles that lead its implementation and help understand how the different tools and 
projects come together in a global and coherent management system. The “Lisi Excellence 
Achievement Program (LEAP)” is intended to:  

o Eliminate waste of rework or other recurrent situations. 
o Have progress-oriented attitude at work. 
o Put in place work standards produced by the process workers and then check and 

improve them. 
o Promote self-solving solutions and thinking. 

The results of the program increased the production efficiency and as a consequence of that, 
the profit margin of the enterprise. 

 
 Golden Idea System is an initiative promoted by Fokker Elmo that aims to continuously 

improve all functions and involve all employees. The objectives of this specific human resource 
program are to humanize the workplace, to eliminate overly hard work and to teach people 
how to perform experiments at their jobs by using the scientific method. Thus, the scientific 
fact must always be the baseline, and quality, efficiency and occupational safety must always 
be in the foreground. The system involves every employee in a progress of change, providing 
immediate results.  

 
 
Table 7 also shows the HPWP that each company involved in the process of identification of Best 
Cases is applying as a part of its human resources management plan. The type of HPWP applied 
depends on the size and business area of the analyzed organization. 
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The case of the global company Southwest Airlines is based on the “relationship” to generate 
extraordinary performance. Each of these practices related to the increase of excellent work 
atmosphere reinforce the other employees so the total effect of all of these relationships combined 
is greater than the sum of each individual part. Hire and train for relationship excellence and highly 
flexible job descriptions help Southwest “manage in good times as though they were in bad times”. 
The general effects can be seen in the outcomes of the company which have improved the quality 
and efficiency of its performance. 

The Best Case of MTU Aero Engines is the clear example of “Train for health improvement”. All the 
HPWPs applied inside the company are focused on a healthy lifestyle and integration of its staff which 
in the end, can report a benefit on the employees’ performance.  

Finally, Global Training & Aviation is another company that as MTU Aero Engines works 
meticulously on employee involvement. However, this is a specific case because its HPWPs help 
employees to integration and involvement in the activities of the company, but at the end, the staff 
retention is not strict. GTA does not prevent staff from working outside the organization once they 
are trained. This is because the main company knows that in the end they will come back as 
instructors because they have discovered the working methodology and they will want to be part of 
it.  

 

Table 8 summarises the motivation driving HPWP implementation at each company. According to the 
fact that each company is different from each other despite all of them working in the aviation sector, 
it is obvious that there are different motivational factors which have led each enterprise to work on 
a tailored human resources program and implementation of HPWP. 
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TABLE  8 – MOTIVATION 
GLOBALLY POLAND SPAIN PORTUGAL  TURKEY 

Follow more than a 

particular product 

marketing strategy. 

 
Generate a competitive 

advantage 

Awareness on how company 

culture influences everyday 

business 

Maintain the title of “TOP 

Employer Polska”  

Generate a real value of an 

employee 

Full implication of the staff in 

the good state on the 

customer’s objectives 

Effectively face peak 

workloads and emergencies 

 

Transform the HR 

management:  highly qualified 

human capital, possessing 

specific know‐how, trained, 

motivated, available, with 

positive attitude, sense of 

belonging, in close 

communion with the mission, 

vision, principles and values 

and working in an intensive 

workforce as company like 

Groundforce. 

 

Guarantee the company’s 

business success and 

organizational reputation. 

“LEAP Project” 

This Project aims to involve 

the employees to every 

application/step at all levels 

in the Company.  

Integrating values, attitudes 

and a state of mind. 

Change the culture of the 

firm 

Stimulate the activity of its 

employees 

Strengthening the 

employees’ sense of 

belonging in the Company 

These HPWPs make the 

employees increase their 

commitment with the 

Company  

 

The employees are more 

interested in developing their 

professional career in the 

Company 

 
“Golden Idea System”  

Instead of focusing on large 
scale improvements, which 

involve capital intensive, Kaizen 
focuses on creative 

investments that continually 
solve large numbers of small 

problems. 
This system involves each 
employee in the process of 

change 
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The major part of the companies tries to achieve a greater employee involvement with the 
implementation of these processes. However, in some occasions the objectives pursued with HPWP 
implementation have other motivational intentions.  

Southwest Airlines for example sees the quality of the relationship as the most essential success 
factor in order to set up a competitive advantage throughout good times and bad. If the company is 
competitive whenever it happens, the level of service and the customer satisfaction will not decrease 
and the organizational reputation will not decrease either.  

Motivating employees is an essential factor for a young company as FerroNATS. HPWPs developed 
by FerroNATS are focused in the internal promotion and employees’ integration in order to make 
them increase their commitment and involvement inside organizational activities. Having a motivated 
staff and implementing HPWPs which have a great reception and create interest on professional 
growth is one of the principal motivations of this company.  

Global Training & Aviation has its motivation related to the full implication of the instructors and 
the whole staff in the wellbeing of the customers and in the success of students. This fact makes the 
major part want to come back and work again in the company following its working methodology.  

Guaranteed business success and organizational reputation are other motivational factors that can 
be seen in the Best Cases, particularly in Groundforce. Working to implement practices that promote 
dynamics of collective integration and energization, innovation and commitment help the company 
achieve its objectives, be competitive and have motivated staff that works more efficiently. 

Finally, it is important to remark that in order to drive this process and implement it gradually inside 
the company the managers must know and recognize the necessities of their employees, and with 
the compiled information find the best way to motivate and build interest in the organizational actions. 
Pratt & Whitney for example, has found a simple way to do it with an intensive tour in groups that 
allows employees to acquire knowledge and increase the interest on the company. 

 

Table 9 summaries the main issues faced during the implementation of HPWP at each company.  As 
can be seen, each company polled has its own methodology to implement the process of investment 
related to human resources program.  
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TABLE  9 ‐ IMPLEMENTATION 
GLOBALLY POLAND SPAIN PORTUGAL  TURKEY 

Working in 

unison rather 

than in isolated 

Special Healthy Courses for 

employees. 
Own Sports Clubs. 

Cookbook with Healthy 

Recipes as Christmas Gift. 
“HEALTH” ‐ Virtual Special 

Agent. 

Facilities with very few physical 

divisions; open spaces. 

Ad‐Hoc Training. 
Compensate the employees 

when the Company enjoys high 

profits 

Flexible working schedules. 

Have resources with right 

qualification in the right time 

with the right quantity on 

the right location. 

 

Redesign processes to 

optimize solutions and to 

undertake innovative actions 

that enable the enterprise to 

follow the trends. 

 

Integration of relevant 

technical information. 

 

Feedback procedures to the 

employee, create a 

personalized office. 

“LEAP Project” 
4D‐8D Methodology 
Different tools such 

as: 

 A3 Plan & Strategy, 

5S Visual 

Management, SMED, 

TPM, KANBAN… 

TECHNOTOUR 

 Meeting with the president 

and board members. 

Presentation of the strategic 

areas and key 

specializations. 

Showing technological films. 

The General Director 

collaborates actively to the 

HPWPs development. 

Identify problems and 
solve them at their own 

source.  
 

Change standards to 
ensure the problem 

stays solved. 
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The implementation process can be more or less complex depending on the existing mechanisms or 
the objectives pursued by the organization. The implementation of Best Case of Southwest Airlines 
is based on the working united rather divided trying to find common objectives and synchronizing all 
the departments of the company. The case of FerroNATS is focused on the General Direction 
implication and collaboration in the development of HPWP. The General Director is conscious of the 
importance of these kind of initiatives and the objective is that he/she can achieve the same level of 
satisfaction and implication as his/her employees. Finally, Fokker Elmo has different systems of 
implementation. One of the most important is the Kaizen, which focuses on creative investments that 
continually solve large number of small problems. This system involves every employee in the process 
of change. 

MTU Aero Engines has an extensive process of implementation focused on a healthy lifestyle and 
integration of their staff in order for them to feel comfortable, increasing their performance and 
efficiency at work. 

 Package of projects which carry both integration and health value 
 Support employees in quitting smoking (special course) 
 Encourage employees to be active (sport clubs) 
 Health together: cookbook with healthy recipes (MTU’s Cooking book together) 
 Talent development plans 

 

Global Training & Aviation has an implementation process for the HPWP based on: 

 Very few physical divisions, provision of open spaces in which all the employees live together 
and do their job. 

 “NO LIMITS”, motivational element that boosts the individual professional development inside 
the company. 

 AD-HOC training 
 Compensation of employees (financial offsets, company lunches…) 
 Lack of preferences, the high positions are the first impacted in case of complicated economic 

situation. 
 Flexible working conditions. 

 

Groundforce works in an implementation process that lives up to the motto “We Handle People!”: 

 Provide resources with right qualification 
 Redesign processes in case is a gain efficiency and connection with different areas and 

services is required. The objective is to work with a perspective oriented to customer 
satisfaction. 

 Integration of technical information 
 Increase of the areas of intervention of the Human Resources Department. 
 Feedback procedures for the employees via automatic human resources system, surveys and 

with a high co tool. 
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The implementation process is directly related with the success of HPWP development. If the 
company is not able to find the best way to introduce these new practices inside the employee’s 
routine and as a consequence of it these employees do not get used to it, the development plan will 
be unsuccessful. For that reason, finding a tailored program of implementation considering the 
weaknesses and strengths of the enterprise is essential. 

 

Table 10 summarises the benefits derived from HPWP implementation at each company.   

The TECHNO TOUR of Pratt & Whitney allows the obtaining of benefits in different areas of the 
Polish organization. There is a generalized sense of pride in belonging to the company, the 
understanding of the strategic direction is better and it is possible to see the changes of the company. 
Finally, there is a higher recognition of the value of the employees’ work and the staff can acquire 
knowledge in the field of modern technology.  

The healthy lifestyle and work integration of MTU Aero Engines helps employees to integrate 
through group activities and teamwork which will have a positive influence on further business 
relationships. The individual engagement and “team spirit” consequence of the HPWP is also 
important and in the end, there is an improvement of the connection between private hobbies and 
the working environment.  

FerroNATS also follows the trends shown in the major part of the Best Cases. After the 
implementation of best practices, there is an increase of the employees’ motivation and commitment 
due to the professionalization in their workstations and a decrease of the staff’s rotation.  

The LEAP project of FTB Lisi Aerospace has benefits that can be turned into positive attitudes of 
their employees. The staff will be able to question the preconceived ideas, correct the problems and 
consider them as a gift and a challenge. Finally, the employees will work on the idea that progress 
has no limit. 

Another specific human resources training program, the Golden Idea System of Fokker Elmo, has 
benefits in different levels of the company. First, in general there will be less waste and an increase 
in the level of satisfaction. Then, from the point of view of the employees there are considerable 
improvements in commitment, competitiveness, customer satisfaction and problem solving.  

The level of benefits obtained can differ from one case to another because it depends on different 
number of key factors like the number of HPWPs applied, the application of group or individual 
practices jointly between them or isolated, the number of employees that are taking the high level 
teaching programs or the level of commitment of the managers. Thus, it is important to work on the 
implementation process for obtaining the maximum number of benefits. 
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TABLE  10 ‐ BENEFITS 
GLOBALLY POLAND SPAIN PORTUGAL  TURKEY 

Extraordinary 

performance. 
Best Relationships with its 

suppliers (aircraft 

manufacturer, airport 

authorities and air traffic  

control). 

Employee integration 

through a collective activity 

and team work.  
Individual engagement.  

Better business 

relationships.  

The employee feels highly 

comfortable and is really 

effective. 

Higher customer 

acquisition.  

Be a much more 

competitive company in 

the sector (obtain more 

market share). 

Excellent know‐how and 

expertise recognized by client 

airlines. 

 

Excellent relationship with the 

representative of the airlines. 

Contracts of significant 

duration and stability. 

 

Obtaining of certifications that 

create a standardized profile 

for the employees. 

 

Employees have a better 

notion of their role in the 

company and are more 

satisfied with working 

conditions. 

 

Technology has come to stay. 

The efficiency increases 

and the general system 

obtains better results.  
The profit margin of the 

Company increases highly. 

Sense of pride in belonging 

to the Company.  
Recognition of the value of 

our work. 
Acquiring knowledge in the 

field of modern technology. 

Increase of the employees’ 

motivation and 

commitment with the 

company. 
Improvements in the 

working environment. 
Greater 

professionalization. 

Less waste and more 
efficient use of resources and 

employee skills. 
 

Improved commitment, 
competitiveness, customer 
satisfaction, problem solving 

and teams. 
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3.2 Best Case 1: Southwest  
The Southwest Airlines is an airline company located in Dallas (USA). It was established 31 years ago 
and actually has 46.000 employees. This Best Case presents the HPWP implementation in a global 
company of considerable importance.  

  



“At Southwest, we manage in good 

times as though we were in bad times.” 

– Herb Kelleher, chairman of the board,

Southwest Airlines

 

HIGH PERFORMANCE 

WORKING PRACTICES 

Southwest Airlines has used  relationships  to 

generate extraordinary performance. 

Each of these practices reinforce the others so the 

total effect of all these relationships combined is 

greater than the sum of each individual part. Any 

organization can improve the quality and 

efficiency of its performance by adapting these 

relationships to its own specific requirements. 

Although it’s true every organization would like to 

have a charismatic leader, that isn’t 

necessarily a prerequisite to success. Good 

and effective business leaders must have: 

Credibility – the ability to inspire trust in their 

workers. 

Empathy – caring 

deeply for the 

well-being of 

the employees. 

Southwest 

makes a 

deliberate and 

conscious effort to 

hire people who are 

good at working in a team. 

 

 

 

 

The organization then works hard at enhancing  

team building skills by giving employees training 

for relational competence. In some businesses, 

there is a deliberate attempt to attract and retain 

the high performers or superstars. Southwest 

doesn’t even attempt to recruit the elite. Instead, 

preference when hiring is given to new 

people who will be able to integrate 

smoothly with other members on a team. 

Well-defined job descriptions are too static for a 

dynamic and evolving economy. Instead, at 

Southwest everyone’s job description is clear 

and specific but there is an added requirement 

that each employee is expected to “do 

whatever is needed to enhance the 

overall operation – even if that 

means helping out with a different 

type of job as required”.  

The fact every employee shares those goals 

regardless of the functional area in which 

they work, creates tremendous energy. It allows 

them to respond in a coordinated way whenever 

new challenges arise or new information becomes 

available. It also provides a context by which 

decisions can be made and information shared. 

Shared goals are a foundation on which 

business relationships can be grounded.  

CASE STUDY: THE SOUTHWEST AIRLINES 

COMPANY CHARACTERISTICS 
Size: 46000 employees Established: 31 years ago 

Products: Airline industry Annual revenue: 4  billions  $ 

Location: 
Dallas, USA Ownership: Southwest Airlines 

Company Institutional 

MOTIVATION 

Far from being a pie-in-the-sky, soft approach 

to management, attention to relationships is 

simply good management practice. The 

‘Southwest Airlines Way’ involves more than 

pursuing a particular product marketing 

strategy. For Southwest’s leaders, taking care 

of business literally means taking care of 

relationships. They see these relationships – 

with their employees, among their employees, 

and with outside parties – as the foundation of 

competitive advantage, through good times and 

bad. They see the quality of these relationships 

not as a success factor, but as the most 

essential success factor. They believe that to 

develop the company, they must continually 

invest in these relationships. 

“We treat all as family, including outside union 

representatives. We walk into the room not as 

adversaries but as working on something 

together. Our attitude is that we should both 

do what’s good for the company. Unions have 

their constituency, their customer base. We 

respect that. We have a great relationship 

with the Teamsters and they have a 

reputation for being tough negotiators. We try 

to stress with everybody that we are really like 

partnerships.” 

– Colleen Barret, COO, Southwest Airlines 

Hire and train 

for relationship 

excellence 

Highly flexible 

job 

descriptions 

Build the 

supplier 

relationship

s 

BENEFITS 

Southwest does not follow industry practice and 

form alliances with other airlines. Instead, the 

company works closely with its suppliers – an 

aircraft manufacturer, airport authorities and air 

traffic control – to form partnerships which 

deliver tangible benefits for both sides. Plus, 

Southwest works very hard to keep its suppliers 

in the loop.  

IMPLEMENTATION 

The employees work in unison rather than in isolation. 

It is not until high performance practices present that 

substantial benefits can be realized. This, in turn, 

generates both good news and bad news. The good 

news is any company which follows the lead of 

Southwest and builds strong organizational relationships 

can achieve great success. The bad news is this isn’t 

easy – it will require making changes on multiple fronts 

simultaneously to achieve it. The results, however, as in 

the case of Southwest Airlines, can be impressive and 

long-lasting

www.hipair.eu
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3.3 Best Case 2: MTU Aero Engines Polska 
MTU Aero Engines Polska is an aviation business company located in Rzeszow (Poland). It was 
established in 2008 and currently has 580 employees. The Best Case presents information about the 
year by year growth of a young company.  

  



“At MTU, we pay attention to healthy lifestyle of our 

employees. It pays off for the whole company.” 

– Herb Kelleher, chairman of the board, Southwest Airlines 

Train for 

health 

improvement  

Build on 

creativity 

 

 

 

 

 

 

 

 

 

 

 

HIGH PERFORMANCE  

WORKING PRACTICES  

 
MTU Aero Engines Polska is an active member of 

Aviation Valley in Podkarpackie region.  The first 

employees were hired in spring 2008. Year by year we 

are growing with products and services for aviation 

business worldwide. The number of employees with 

high level of technical competences is constantly 

increased. Today we are proud of our business 

achievements and our strong company, getting TOP 

Employer Polska certificate for excellence working 

environment and human resource practices.  

What is our story?  During the first years of our young 

company it was visible that there were different 

standards of, attitude, work and values within the 

company, which came together with employees from 

other companies. We recognized how company culture 

influences the business results quite quickly.   

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

After that we decided to ask some questions related to 

such areas as; communication, cooperation, 

management processes and values held by our 

employees. Result from the Company Culture Survey 

showed us main directions we should follow. We 

decided to concentrate on collaboration and team 

work, as well as a healthy life style which has come up 

as an important value for the employees. The first one 

– collaboration – was a key element of the culture 

which indicated general willingness to build 

organization based on mutual help and trust. The 

second value – healthy life style – was connected with 

a balanced work life, healthy food, and sport activities.  

To connect some different activities we proposed fun 

activities to create team spirit and engagement, 

improve health, practice hobbies and business 

together. We created a virtual special agent named 

“Health”, who promotes healthy activities at work.  

One of the ideas was: “let’s do MTU’s Cooking 

Book together”. 

  

 

 

 

                       

 

 

 

 

 

 

 

 

CASE STUDY: MTU AERO ENGINES POLSKA 

COMPANY CHARACTERISTICS 
Size: 580 employees Established: 2008 

Products: Aviation business   

Location: Rzeszow/Jasionka, Poland 
Ownership: MTU AERO ENGINES  

 

“We offer our staff the whole package of 

projects which carry both integration and 

health value. We support our employees in 

quitting smoking, how? – we offer them a 

special course. We encourage them to be 

active – how? We have a couple of our own 

sport’s clubs!  

All this bring our co-workers to do creative 

things for their health together. The cookbook 

with healthy recipes is a great example. 

We are recognized with the title of TOP 

Employer Polska– first in the region – which is 

given to companies which care about excellent 

working conditions and talent development of 

their employees.”   

– Renata Markowska, HR Director, MTU 

AERO ENGINES POLSKA 

www.hipair.eu        

                

 

SUCCESS  STORY 

✓ fact 1: Start a new company 

✓ fact 2: Rise awareness on how company 

culture influences everyday business 

✓ fact 3: Carry out Company Culture 

Survey 

✓ fact 4 : Focus on values such as healthy 

life style and team work 

✓ fact 5: Offer MTU’s Cooking Book as 

Christmas gift from employees to 

employees 

 

BENEFITS 

✓ Employees’ integrate through a collective 

activity and team work  which has a 

positive influence on further business 

relationships 

✓ Individual engagement and “team spirit” 

✓ Work life blender – making it possible to 

connect private hobbies with working 

environment 

✓ Healthy lifestyle promotion bringing up 

future individual advantages 

 

 

   

                                    I’m the 

Special Agent for the promotion of health 

and a harmonious, active lifestyle. Joy and 

energy are the assets I want to sell to you.  

 

 

Make it 

everyday 

practice 

 

Organizational Culture Survey 
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3.4 Best Case 3: Pratt & Whitney Rzeszów S.A. 
Pratt & Whitney Rzeszów S.A is an aircraft engine manufacturer located in Rzeszów (Poland). The 
company was established in 1937 and nowadays it has 3.500 employees. This Best Case gathers 
information about important elements of this world aerospace component supplier. 

  



Duration of 

the techno 

tour:  

2 hours 

 

Group size: 

15 persons  

/ 2 day tour 

 

Specially 

prepared 

TECHNOBU

S 

 

Areas to 

explore: 

aerocraft 

engines 

manufacturing 

 

 

 

 

 

 

 

 

 

 

 

 

HIGH PERFORMANCE  

WORKING PRACTICES  
 

Pratt&Whitney Rzeszów is an important element of 

the chain of world aerospace component suppliers 

and aircraft engine manufacturers.   

TECHNO TOUR is one of the initiatives which aim to 

change the culture of our firm, stimulate the activity 

of our employees, strengthening their sense of 

belonging in Pratt&Whitney Rzeszów, in accordance 

with our motto: technology, product, a good work 

place. It is a program that will acquaint our 

employees with the key specialties and technology of 

our organization. 

TECHNO TOUR aims to identify the value coming 

from its own work, as well as what ties it has with 

the work of others. It is supposed to allow for the 

acquirement of knowledge about the newest 

technologies, how companies are changing and the 

directionality of its strategical growth. It is truly a 

remarkable program, thanks to which you will be able 

to get to know your company better, you will get to 

encounter technology that you don't have contact 

with on a daily basis.  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

CASE STUDY: Pratt & Whitney Rzeszów S.A. 

COMPANY CHARACTERISTICS 
Size: 3500 employees Established: Year 1937 

Products: aircraft engine manufacturers   

 
Location: 

 
Rzeszow, POLAND 

Ownership:  United Technologies 
Company (UTC) 

 

AIMS 

 A program for all P&W Polska employees  

 A meeting with the president and board 

members  

 Presentation of the strategic areas of the 

company 

 Presentation of the key specializations  

 Showing of technological films 

 

 

 

 

 

 

 

“Changing the organizational culture of such a large company 

is a demanding process, which may take several years, 

however its execution is necessary”  

President Marek Darecki highlights,   

“We will be reworking from a hierarchical model , in which the 

boss gives orders and the employees execute them, into a 

collaborative model . This model changes the role of the 

superior, who becomes more of a mentor and trainer. Naturally 

the position of the employees changes as well. Employees will 

have a greater input into what they are doing and how they 

are going it, on the other hand they will have to take greater 

responsibility for the results of their work” 

BENEFITS 

 Sense of pride in belonging to the 

company 

 Understanding the strategic 

direction 

 Seeing the changes in our 

company 

 Recognition of the value of your 

own work 

 Acquiring knowledge in the field 

of modern technology 

SUCCESS STORY 

The most technologically advanced sites 
 
Tour guides: directors & chiefs of 
technology  
 
Over 2000 employees since the beginning 
Mfa: over 99% satisfaction rate 
Goal of 4000 employees by end of 2016 
Starting february 2016,  
Ending october 2016 

 

 

 

 

 
 

www.hipair.eu        

“While the line on which I am currently working is my thier position 

in the firm, this trip and what I saw was first to give me a wholistic 

view of what PWR is, how big the organization is, how complex and 

modern it is. I watched everything with great interest and listened 

to the information about the places we toured”  Mr. Łukasz 

Barłowski comments as the 1500th participant of the tour.  

“I really liked it, the whole trip gives you a 

holistic, genuine look of the company. It is very 

valuable and necessary, because on a daily 

basis everyone works in their own 

specialization and is most adept in just that. 

Here we have a perspective of the whole 

company. We also have a sense of pride, that 

we are a great company, that is not staying in 

place but rather constantly evolving.”  

 

Ms. Mirosława Głowacka Wilk shares her 

experience as the 500th participant of Techno 

Tour. 

 

100% involvement of employees in company strategy 
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3.5 Best Case 4: Global Training & Aviation 
Global Training & Aviation is an aviation training solutions provider established in Spain and Indonesia 
since 2002. Currently, more than 150 employees work in this aviation industry.  

  



 

 

 

 

 

 

 

 

 

HIGH PERFORMANCE 

WORKING PRACTICES  

Global Training Aviation has implemented three 

main high performance work practices:  

  GTA Team:  

One of the pillars of Global Training Aviation is the 
communication between its employees. There 
exists an information network which connects all 
employees and generates a very effective 
communication and it also contributes to make the 
employee feel involved in 
circumstances which are not 
necessary of his main 
accountability. 

GTA is based on the 

maximum employees’ 

involvement making 

them part of the 

whole company’s 

functions and tasks. This is 

applied to all company’s positions, so we can find 

that the Executive Director is developing basic and 

technical tasks of a project. 

Another key aspect of GTA Team is its full 

confidence on the qualification of the employees. 

The company gives new tasks and responsibilities 

to employees who have never grappled with them. 

In the company everyone shares the idea that the 

real value of an employee is his capacity to 

contribute beyond his academic qualifications. It is 

promoted a motivational element which is called 

“NO LIMITS” that boosts the individual professional 

development inside the company. 

 

 

 

 

 

 

 

 

 

 

 Personal & Direct Contact: 

 
One of the keys to success of Global Training 

Aviation is the implication of all of its employees 

with the customers. GTA centers its efforts in 

making personal relationships with the 

customers who will communicate with specific 

persons and not with departments. Having 

contact with any employee transmits to the 

outside the great and strong passion felt by the 

staff and the proper professional conditions in 

this company. 

 
Also, this personal and direct contact with 
the customers makes the employee feel 

useful and be out of a full technical 
and bureaucratic environment. 
 
 Excellence in Training:  
 

Global Training Aviation offers a 
more effective training through reinforcing the 
emotional and personal element of teaching. At 
the same time, GTA stands up for technological 
excellence which is reflected in its business: 
 
 All the instructors are staff in active in airlines 

and they share and transmit their passion for 

what they are explaining.   

 The company always uses E-learnings and 

CBTs with the support of an instructor. 

 Custom tracking is performed during the 

student’s evolution in order to detect and 

anticipate to possible learning issues.  

 Along the training process each instructor 

receive a personal report of the student from 

the previous instructor. This lets the 

instructor know which are the student’s 

strengths and weakness.  

 The training schedule is adapted to the 

multi-culturalism of GTA’s students, building 

a “tailor-made” training process.  

CASE STUDY: Global Training & Aviation 

COMPANY CHARACTERISTICS 
Size: +150 employees Established: 2002 

Products:   Aviation Training Solutions 

Location: Spain & Indonesia   

 

MOTIVATION 

There exists a full implication of the instructors and 

the whole staff in the good state of the customers and 

in the success of the student in general. In order to 

face effectively peak workloads and emergencies, 

Global Training Aviation stablish a work organization 

and a work sharing which is constantly motivating the 

employees.  

Employees and managers live an involving culture 

which is immediately transmitted to any new worker. 

In the company everyone shares the idea that the real 

value of an employee is his capacity to contribute 

beyond his academic qualifications. 

 

 

BENEFITS 

This shared idea of “GTA Team” makes the employee 

feel highly comfortable and be really effective. Their 

participation in the whole activity of the company 

allows borrowing costs related to specific and unusual 

tasks.  

The personal and direct contact with any employee 

results in a higher customer acquisition by the 

company (profits). This customer appreciation is 

reflected both in the surveys and in the high increase 

of clients who came to GTA by personal 

recommendation of alumni. 

The excellence in training offered by GTA has made 

the company be one of the most competitive in the 

sector. Currently, Global Training Aviation is increasing 

more and more its market share.  

IMPLEMENTATION 

In order to generate this best communication between 

the employees, GTA uses facilities which have very few 

physical divisions, providing open spaces in which all 

the employees live together and do their job. Besides, 

it is promoted a motivational element which is called 

“NO LIMITS” that boosts the individual professional 

development inside the company. 

Also, GTA focuses its efforts on the ad-hoc training 

required for the development of that new 

accountabilities which the company gives to the 

employees. 

In addition, to reward its employees for their work, 

when GTA enjoys high profits they are compensated 

with them (financial offsets, company lunches or 

dinners…). What is more, when the company is 

suffering a complicated economical period the high 

positions are the first impacted, showing the total 

integration and lack of preferences. 

Flexible working conditions are a base line of Global 

Training Aviation. It is used flexible schedules without 

the necessity of clock in and out and there exists also 

the option of making use of “free days”. 

www.hipair.eu        

Internal 

Communication 

“If this basic job is developed by the 

General Director, how am I not going 

to do it?”           José Luis Parra-Project Manager 

 

Employee 

Retention 

Employee 

Involvement 

“Many of GTA’s former students are now 

instructors in our company because they 

discovered our working methodology and they 

decided to be part of it” 
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3.6 Best Case 5: FerroNATS 
FerroNATS is an air traffic control provider established since 2011 in Spain and The United Kingdom. 
More than 120 employees work in the company in order to ensure secure and effective air control 
operations.  

  



CASE STUDY: 

HIGH PERFORMANCE 

WORKING PRACTICES 

Employees are FerroNATS’s strategic value, which is why 

the professional development of its staff is one of the 

company's cornerstones. In order to achieve this objective, 

since its beginnings in 2011, FerroNATS has been putting 

in place High Performance Practices. These are some 

examples of human resources programmes aimed at its 

employees:   

Career path 

At FerroNATS there is a professional development path 

which enables its employees to know where they are and 

to focus their development on an area of interest within 

the company. This path is defined below: 

Internal promotion is one of the most important 

mechanisms identified by FerroNATS for talent 

management and retention within the organisation. 

The company informs its employees about the 

opportunities for career progression and growth and 

encourages its employees to achieve new professional 

goals.  

Through its internal selection policy, FerroNATS 

encourages its employees to take part in all the company’s 

selection processes, thereby fostering the professional 

growth of the team. 

 

Individual Development Programmes 

FerroNATS has been running Individual Development 

Programs since 2014. These programmes involve the direct 

participation of the Human Resources Department, the 

Operations and Training Department, and the Tower 

Managers of each unit. 

The aforementioned team is responsible for selecting the 

programme participants based on each employee’s 

potential and performance, preferably participants of 

different categories and with different professional profiles. 

Later the participants attend an Assessment Centre run by 

an external human resources consultant, which enables us 

to identify the strengths and areas of improvement of each 

participant. Based on the results, the Human Resources 

Department can design the individual development paths 

of the employees and obtain in-depth knowledge of their 

profiles. 

The individual development plans include training courses 

at the Ferrovial University, coaching sessions, mentoring 

programs, and work experience in other units.  

FerroNATS Secondment Programs 

2016 saw the start of the FerroNATS Secondment Program 

whereby control tower and central office staff are 

seconded for one to six months to the offices of Ferrovial 

Services or NATS where they join one of the teams there.  

The purpose of this programme is to promote the 

professional development of employees, enabling them to 

acquire new knowledge and skills, to create a teamwork 

culture among FerroNATS and its shareholders, to 

encourage knowledge exchange, to improve professional 

practices, and to foster networking. 

This programme is an excellent opportunity for employees 

to further their professional development, increase their 

knowledge and skills, experience new cultures and 

different ways of working, extend their contacts within the 

company, work on challenging projects, and gain 

international experience.  

FerroNATS Secondment Program also contributes to the 

success of the company, as a result of knowledge transfer 

and the professional growth of its employees.  

COMPANY CHARACTERISTICS 

Size:   + 130 Established:  2011 

Products: Air traffic control services Ownership:  Ferrovial Services and NATS 

Location:  Spain 

MOTIVATION 
All High Performance Work Practices developed by 

FerroNATS have a great reception by the employees. The 

staff recognizes the company’s efforts to offer programs 

of quality and they participate actively on them. Their 

commitment and interest on professional growth are 

noticeable in the diary activity of FerroNATS which is 

traduced in positive results for both parts. 

BENEFITS 
The benefits of this kind of programs are reciprocal and 

they have repercussions for both the employee and the 

company:   

 Increase of the employees’ motivation

 Increase of the employees’ commitment

 Improvements in the working environment among

employees

 Decrease of the staff’s rotation

 Greater professionalization of the employees in their

workstations

IMPLEMENTATION
The General Direction of the company is conscious of 

the importance of that kind of initiatives and 

collaborates actively to its development in order to 

achieve the satisfaction and implication of its 

employees. The commitment of the employees and the 

General Direction has been the key for the present and 

future development of the HPWP in the company. 

www.hipair.eu
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3.7 Best Case 6: FTB Lisi Aerospace 
FTB Lisi Aerospace is a producer of fasteners for airplanes established sin year 2001 in Izmir (Turkey). 
Nowadays 555 employees work in the company. The presented Best Case includes information about 
the high qualified human resources programs for a proper organizational performance. 

  



 

 

 

 

 

 

 

 

 

 

 

 

 

HIGH PERFORMANCE  

WORKING PRACTICES  
 

FTB is executing “Lisi Excellence Achievement 

Program (LEAP Project)” since March 2013. Leap 

Project is parallel to HPWP program and aims to 

involve employees to every application/step at all 

levels in the company. 

 To train all company about Leap basics. 

 Presentation of the Leap Tools  

 Explaining Add on value 

 Explaining Methot of reducing waste 

 İmplemeting Problem Solving Methods 

 5S Visiual managenet ofwork araes 

 Smed ,   

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

AIMS of LEAP  

 Training all staff in the fundamentals of LEAP  

 Learning and understanding the basis of LEAP 

 Integrating values, attitudes and a state of mind so that the change can be completed successfully. 

 Understanding how the different tools and projects come together in a global and coherent 

management system. 

 A new type of communication and reporting structure! 

 

 

 

 

 

 

 

 

CASE STUDY: FTB Lisi Aerospace 

COMPANY CHARACTERISTICS 

Size: 555 employees Established: Year 2001 

Products: Fasteners for airplanes   

Location: Izmir, TURKEY Ownership:  
Lisi – Fastener 
Technology  

 

www.hipair.eu        

Finance & Administration Director Serkan Kayan; “Blue collar considers the workload and work done 

are non-productive because the work tempo slowed down. On the contrary, this is a result of better 

system and efficiency! The number of workers did not change that much since 2013. However, 

since production efficiency increased, their profit margin also increased.” 

 

 The 5 LEAP principles 

 Eliminating waste, rework and other recurrent situations at all levels by getting to the root cause and 

fixing the issues once and for all 

 Having progress-oriented attitudes at work 

 Viewing matters under a different light: The 3 reals: observing facts in the floor with the process 

workers 

 Putting in place work standards produced by the process workers, and  checking and improving 

these standards  

 As a matter of routine, think: HSE, quality and then production 

 

 

 

What are LEAP TOOLS  

 A3 Plan, Strategy 

 5S Visiual Management 

 Problem Solving Management 

 SMED,  

 WorkShop Standard 

Management 

 Kanban 

 TPM 

What is LEAP?  LEAP is: 

 A state of mind 

 Team work 

 Striving for excellence 

 A toolkit that is relevant and adapted to our 

jobs 

 The LISI Group approach for achieving 

our industrial targets 
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3.8 Best Case 7: Groundforce 
Groundforce is a provider of auxiliary activities for air transport established since 2003 in Lisbon 
(Portugal). Actually 2,335 employees work in different airports in order to provide one of the best 
ground handling services. 

  



 

 

  

 

 

 

 

 

 

 

               HIGH PERFORMANCE WORKING PRACTICES  
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CASE STUDY: GROUNDFORCE 

COMPANY CHARACTERISCTICS 

Size: 2335 employees Established in: 2003 

Products: 
Auxiliary activities to Air Transport 

(groundhandling activities) 
         Annual revenue: Over 105 million euros (€) 

Location: 
Lisbon, also operates in Oporto, Funchal 

and Porto Santo Airports. 
           Ownership: Private/Public/mixed owned 

 

MOTIVATION 

At the beginning of 2013, there was a definition and 
disclosure of the new governance model of the 
Company as well as of the new organizational 
structure of the Company, whose moment coincided 
with assuming the functions of the new head of HRD - 
and inherently, the new Key Process Manager 008 RH 
-, this reformulated the previous strategic orientation, 
setting the new management design in a 
transformational paradigm of HR management, in 
which only a highly qualified human capital, 
possessing specific know-how, trained, motivated, 
available, with positive attitude, sense of belonging, in 
close communion with the mission, vision, principles 
and values, in an intensive workforce company such 
as Groundforce, can guarantee the Company's 
business success and organizational reputation. 
Based on the aforementioned assumptions, the 
intended transformation - currently already in the 
process of consolidating leadership and relational 
processes - aims to achieve as a final result a 
continuous practice of the entire hierarchical chain of 
management, promoting the development of all 
employees and the necessary support in the fulfilment 
of the individual and corporate goals previously 
established, plus the maximization of the immediate 
and visible effects of the assumption of commitments 
arising from the Company's Social Responsibility Policy 
in its relationship with all Stakeholders. 
Finally, and deriving from the effort and merit of the 
company in the construction of bridges of 
understanding at the level of the exercise of its activity 
with the different Stakeholders, culminating in the 
adoption of a holistic vision for the whole Company - 
DYNAMICS OF COLLECTIVE ENERGIZATION -, it 
becomes a natural motivation for an application of this 
scope, creating windows of opportunity derived from 
good practices of SHARING, COMMITMENT and 
INNOVATION that GROUNDFORCE PORTUGAL daily 
applies in its operation to the service of citizens who 
use the national airports. 

 

“Groundforce is making a tremendous effort to evolve, change culture 
and transform employee needs into People interests that need a 
diverse and effective response from an HR point of view. Initiatives 
are being implemented to reduce space in a organization with 
significant geographic and functional dispersion, to promote 
multifunctional communication channels, to redefine new roles in the 
organization and to increase alignment and a sense of belonging, 
making me believe, as an HR professional, that the company's bet on 
this path is the most correct and HR just have to make this process 
even more adherent, transparent and aggregate among all, since we 
already convey Credibility (attested daily by our more than 100 clients) 
and Competence (consolidated in continuous and consistent processes 
of training, qualification and certification) as key factors to crystallize 
Trust in all actors, actions, processes and relations, both internally and 
externally, to institutionalize the Proximity and to elect the internal 
Partnership as determinant factors of prolonging the wave of success 
towards the sustainability of our Business!”  

Nuno Silva – Human Capital Senior Specialist  
Message by HR department 

“Today, I feel that Groundforce Portugal is a successful company that has done a real turnaround (ground handling term) to its 

business in the last years, having learned that it was important to make the leap from a phase where employees were seen 
only as business partners to a phase where employees are now seen as "single persons" for good or evil, given that employees 

are part of the business itself because they’re dynamic agents of the business!  

More than active contributors (by themselves, the assumption that People constitute a HUGE competitive advantage for our 

organization), our company now realizes that the best RESULTS are directly related to the internal capacity of (our) People take 

on the FIRST and BEST "company and brand ambassadors" as true business AGENTS of our company. 

In this way, it is possible to get the best of all the synergies and achieve the greatest challenge of all time ... Through People 

we can get the Best Results, embodying each client needs with a strong sense of efficiency and efficacy, feeling that every 
issue has the right solution, cautioning the necessary safety and security measures. Groundforce is, and we want it to keep 

going as thus, a fabulous melting pot of solvers, thinkers, doers, facilitators, energizers and visionaries. 

“We Handle People” and “make it happen”!” 

Message by the COO/CHRO 

BENEFITS 
Groundforce Portugal emphasises the big picture benefits of HPWPs.  
Specially, when it comes to know-how and expertise recognized by 
client airlines, certification bodies and international organizations.  
The company reaps the benefits of its long presence in Portuguese  
airport stations and also the excellent relationship with the representa- 
tives of the airlines, due to the quality of service provided (boosting  
the hard skills) and soft skills evidenced by the teams in the field,  
competing for the necessary loyalty. - Contracts (GHA) of significant  
duration and stability just highlights the fact that signed contracts with significant duration and stability, among other 
positive things, only reinforce the important role in the upstream, training, qualification and certification of human 
capital, and downstream, in the development of technical and functional competencies and transversal to meet the 
new challenges. The different certifications obtained by the company (ISAGO by IATA, EASA Part 145, IQCargo, ISO 
9001 / ISO 14001 / OHSAS 18001, IATA Accredited Training School, DGERT - National Authority for Training) created 
a standardization profile to our employees with a specific need to manage a relationship in a B2BC politics (clients: 
airline company / passengers), and at this time employees have a better notion of their role on this organisational 
process set up on a PDCA cycle of quality. Employees have now a better perception of the company, its directions, 
workflows, processes, procedures and are more satisfied with working conditions. Safety is our main focus and 
employees feel it top-down and everybody assesses the other ones in the same way. Employees also feel that 
technology has come to stay, revolutionizing forms and methods of work, internal communication and the 
relationship with different stakeholders. 
 

Given the fact that Groundforce Portugal is a labor-intensive 

aviation company – that works on shifts, responding to the 

different flows of the operation (by season, by operational peak, 

by day of the week, per day) and the inevitable irregularities 

resulting from an operation that is intended to be just in time – 

employees are mainly hired for operational areas located on 

Passenger, Ramp, Baggage Terminal and Cargo areas according to 

the specific job description with inherent soft skills. Different colour 

for high visibility vests that includes a different naming 

distinguishes more experienced operators or according to the 

specific job function (orange vests for Duty Managers, Supervisors, 

Ramp Agents and Team Leaders; and yellow vests for Passenger, 

Baggage Terminal and Cargo Agents and all Groundhandling 

Operators). Prior to their admission, there is a training paid 

package for each job function with eliminatory stages (according 

to IATA and ANAC procedures) that also includes on job training, 

with a binding opinion of a tutor (senior employee on airside 

operation). This training package allows the company to ensure 

the compliance with industry regulations and carrying out a first 

screening of operational talent in the organization. Soft skills are 

provided by external consultants that respond to strategic training 

aspects (leadership, communication, assertiveness, coaching, 

mentoring, etc).  

 

Other general training in Security, Airside Safety, 
Dangerous Goods Regulation, Human Factors and OSH 

(occupational safety and health) at work is given by 

internal trainers with that specified qualification. 

The professional path continues defined by a highly 
qualified and continuous process of training, qualification 

and certification, aligned in first instance with the 

Integrated Management System, and downstream with 
Competency Model and Job descriptions, whereby 

employees are also evaluated together with predefined 
objectives for the year in which performance evaluation 

will occur.  

However, the organization implements and energizes 

along with  Internal Communication processes, 
instruments and applications, organizational development 

programs (APOIAR - Corporate Social Responsibility for 

employees and families, APROXIMAR - creation of 
moments of internal communication that allow to 

strengthen the Company-Employees relationship and vice 
versa; TRANSFORMAR - a program consisting of several 

sub-initiatives which aim to achieve Change Management 

in the company, supported by new organizational roles: 
facilitator - mentor - coach; VALORIZAR - Redefinition of 

the company Values matrix) to achieve the need to "be 
closer" to "reach further" in a 360º methodology (top-

down - bottom-up and inter-peer).  

 

IMPLEMENTATION 

To live up to the motto "We Handle People!" the company 
must ensure, among other things, “to have resources with 
right qualification in the right time with the right quantity 
on the right location”.  

The Company, in a logic of assimilation of its new organic 
structure, which aims to "be closer, to get further", has 
been, and will continue, to redesign processes - in order to 
obtain efficiency gains in its relation with the different 
Areas and services, but above all with the People, in a 
management perspective oriented to internal customer 
satisfaction - to optimize solutions and to undertake 
innovative actions that enable it to follow the trends of 
increasing computerization of its activity and necessary 
integration of relevant technical information For the entire 
universe of People of the Company. 
In this sense, the HRD is increasing in its different areas of 
intervention, focusing on the current year and 2017 as 
well, feedback procedures to the employee, now 
automatically, via a human resources management system 
and with a high apport tool (Roster - Inform), via e-mail, 
via surveys (National Human Resources Observatory), now 
also in a face-to-face basis, creating personalized front-
office (HRD) mechanisms that will be able to add more 
value to the Policy HR in effect: "We Handle People". 

Integrated 
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3.9 Best Case 8: Fokker Elmo 
Fokker Elmo is a company that works with electrical wiring interconnection systems. It was 
established in 2007 in Izmir (Turkey) and currently 302 employees work in the organization. The Best 
Case aims to show the process of HPWP implementation. 



 

 

 

 

 

 

 

 

 

 

 

 

HIGH PERFORMANCE  

WORKING PRACTICES  
 

Golden Idea System is one of the initiatives that aim to 

continuously improve all functions and involve all 

employees. The purpose of the system is to humanize the 

workplace, eliminate overly hard work and teach people 

how to perform experiments on their work using 

the scientific method and how to learn to spot and 

eliminate waste in business processes. 

 To train all company about Leap Tools  

 Explaining Add on value 

 Explaining Methot of reducing waste 

 İmplemeting Problem Solving Methods 

 5S Visiual managenet ofwork araes 

 Smed ,   

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

  

 

 

AIMS of Golden Idea System  

 Involvement of everyone in the organization from top to bottom 
 Developing an understanding of breaking up the problems into smaller pieces  and making 

them easily resolvable 

 Sharing knowledge and experience, creating a shared “Information and Experience Archive” in 

the organization 

 Integrating an Individual Suggestion System to achieve actual results 

CASE STUDY: Fokker Elmo Turkey 

COMPANY CHARACTERISTICS 

Size: 302 employees Established: Year 2007 

Products: Electrical Wiring Interconnection Systems   

Location: Izmir, TURKEY Ownership:  GKN Group 

 

www.hipair.eu        

Golden Idea System provides immediate results. Instead of focusing on large scale 

improvements, which involve capital intensive, Kaizen focuses on creative investments that 

continually solve large numbers of small problems. 

This system involves every employee in process of change - mostly in small, incremental 

changes. It focuses on identifying problems at their own source, solving them at their own 

source, and changing standards to ensure the problem stays solved. 

 

 

 Golden Idea Principles 

 Stages of the PDCA (Plan-Do-Check-Act) Cycle must be thoroughly implemented 

 Quality, Efficiency and Occupational Safety must always be in the foreground and the 

outcomes of the Kaizens must not have an adverse effect on any of them 

 Scientific facts must always be the baseline 

 “Next process is the customer” approach must be in place  

 

Benefits of Golden Idea System 
 Less waste – inventory is used more efficiently as are employee skills. 

 People are more satisfied – they have a direct impact on the way things are done. 

 Improved commitment – team members have more of a stake in their job and are more 

inclined to commit to doing a good job. 

 Improved competitiveness – increases in efficiency tend to contribute to higher quality 

products 

 Improved customer satisfaction – coming from higher quality products with fewer faults. 

 Improved problem solving – looking at processes from a solutions perspective allows 

employees to solve problems continuously. 

 Improved teams – working together to solve problems helps build and strengthen existing 

teams. 

 
  

 
 

https://en.wikipedia.org/wiki/Continual_improvement_process
https://en.wikipedia.org/wiki/Scientific_method
http://www.hipair.eu/
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4. Conclusions and 
recommendations 

This report has been elaborated in order to put together the information related to the companies 
involved in the process of the Best Cases elaboration. The different cases previously cited illustrate 
with examples which are the real consequences of the HPWP implementation. As it can be seen, the 
outcomes achieved after the implementation set a combination of advantages in certain areas of the 
company: employees’ commitment and performance, organizational reputation, customer 
satisfaction, communication, managers and director involvement, labor contracts or the enterprise 
yield. 

Different phases have been involved in the creation of the Best Cases. First of all, it has been 
necessary to define the necessities of the project and the pattern guide. Presenting the information 
that wants to be transmitted in the appropriate form is essential in order to arrive to the potential 
customers and other interested companies. Thus, it is necessary to compile all the information related 
to the HPWP and present it in an attractive manner. The first part of this document gathers all the 
information described before and establishes the conceptual elements related to the project: what is 
HiPAir, which are the key elements, where it is working and what are the main objectives. 

Once the project has been defined and delimitated, the second part of the report describes how the 
Best Cases information has been compiled and obtained from the involved companies. The appendix 
of the document shows the “survey for the Best Cases description” used in the National Events 
organized by the project. However, more mechanisms have been used like personal interviews with 
the managers, surveys with employees, videos and webpages analysis, workshops… This part has 
been one of the most important because the Best Cases sheets have been filled with the information 
obtained of that materials. The Best Cases sheets are the documents that show the real part of HPWP 
implementation and at the end, the potential customers want to see the benefits obtained from the 
follow up of the project. The format and the content of the sheets has to be attractive and clear. 

Finally, the Best Cases sheets presentation. Eight companies with different characteristics and 
established in different countries have formed the set of enterprises that have shared their strategies 
and techniques for achieving a high qualified human resources program. There is a general pattern 
with benefits in areas of performance, commitment and communications; then, each enterprise has 
found specific benefits in its particular areas of business.  

1) HPWPs identified 

Depending on the company studied, the HPWPs applied can form part of specific human resources 
programs (LEAP Project, Golden Idea System…) or not. These programmes are driven, motivated 
and developed by the own enterprise and the objective is to gather the 
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necessary information in order to motivate and increase the employees’ commitment and efficiency. 
With these kind of programs, which are adapted to the necessities of each company, the managers 
increase the communication with the employees and help them have a better adaptation and 
development on work and tasks inside the company.  

There are also other HPWPs that can be applied apart from the mentioned specific human resources 
programs above. In general terms, the major part of enterprises look forward to increase the 
involvement, commitment, and the skills and abilities of their employees. The communication process 
is essential in addition to the existence of flexible working conditions and compensation plans.  

It is important to remark the flexible and dynamic character of identified HPWP. One HPWP could be 
useful in one company and inside a certain context but the same one could be disastrous in another 
context and different enterprise. For that reason, recognizing the objectives and necessities of the 
company in order to choose the practices that can provide the best profit is essential. The “Best 
Cases” are intended to give a certain guidance along the implementation process and provide 
managers with a compilation of good ideas or actions that in general terms are useful basing the 
study in real implementation cases. Since then, each company must find the best combination 
considering the objectives that it wants to achieve and the existing resources. 

2) Motivation 

The major part of the motivational factors were focused on increasing the employees’ commitment. 
However, there are also other motivational factors related to the better usage of resources, the 
technological improvement or the necessity of having certain number of employees with a high level 
of skills and abilities. Moreover, some of the mentioned enterprises try to gain reputation and 
organizational outcomes with these high qualified human resources programs. In conclusion, the 
general motivations are shared between the eight case studies.  

3) Implementation 

The implementation is referred to the different processes that each enterprise has found in order to 
try to acquire the motivational factors of HPWP implementation. First, HPWP should be identified and 
the employees have to be motivated for achieving more flexible working conditions or certain benefits 
that allow them to work with major efficiency and according to the company objectives. Then the 
responsible positions of the enterprise must find a way to implement, control and validate the different 
sections and phases of company’s human resources program that work with HPWP. It can be seen 
that a major number of companies bet on active communication between the organization and the 
employees through the involvement of General Directors or managers on HPWP development, 
monthly and weekly meetings and feedback procedures. There are also specific training programs 
and courses which intend to improve the use of resources and change those standards that are not 
functioning properly and finally, there is the introduction of new technologies and tools which are 
essential for the proper management of information and the innovative trends. 
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4) Benefits  

The application of mentioned HPWP imply a general improvement of different capacities and areas 
of the enterprise. It can be seen that the major part of the companies involved in the process have 
achieved considerable gains in terms of efficiency, productivity, employee’s commitment and 
satisfaction, organizational reputation and customer satisfaction. 

Another important thing that must be highlighted is that apart from the own benefits that each 
company achieves with the HPWP implementation, there is also an upgrade in the relationship with 
other partners as service providers, dealers, airports authorities or customers. This is one of the most 
important benefits because due to the increase of employee’s efficiency and commitment, the service 
provided by the enterprise is better and the organizational reputation and performance improves. 

 

As a conclusion of this report, it can be said that the utility of HPWP has been demonstrated 
throughout real cases of application and from this moment, all interested enterprises have a general 
guideline in order to implement the materials of the HiPAir project in its human resources department.  

The project will be more successful if more enterprises are able to participate in it. The training 
materials, the main conclusions and all the compiled information will be useful and can have a future 
interest for the new attending organizations. For that reason, the proper development of the project 
and the cooperation between different partners is necessary. 

The future steps are focused on the elaboration of different training materials in order to help new 
enterprises implement the most useful HPWP for their objectives. The information related to all of 
these materials will be seen in future reports of the project. 
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5. Appendix 
 

5.1 Survey for the Best Cases description 
NATIONAL EVENT- WORKSHOP SURVEY 

 The HiPAir project is a strategic partnership co-funded by the ERASMUS+ programme of the 
European Commission. The project started in September 2015 and gathers partners from Poland 
(coordinator), Portugal, Spain and Turkey, in the development of skills and work practices especially 
for SMEs of the aeronautics sector. National events organised at each of the partner’s countries seek 
to present the HiPAir project and its major outcomes up until now, but also intends to get some 
feedback from the attendees regarding key issues that will be addressed by the project in the coming 
months.   

Please find hereafter some topics discussed during the event - workshop about which we would 
appreciate to receive your feedback. 

PART A. PROMOTING BEST PRACTICES (to be answered individually by all attendees) 

In order to identify and disseminate High Performance Work best practices/ best cases we must use 
effective communication techniques to promote and strengthen the use of HPWP. Knowing WHAT to 
say and HOW to present the information about HPWP best practices and success stories becomes 
essential.  

1. What would be the most effective way to promote and give out best High Performance 
Work Practices for SMEs? 
------------------------------------------------------------------------------------------------------------
------------------------------------------------------------------------------------------------------------
------------------------------------------------------------------------------------------------------------
------------------------------------------------------------------------------------------------------------
------------------------------------------------------------------------------------------------------------
------------------------------------------------------------------------------------------------------------
----------- 

2. Could you indicate what information about the HPWP should be included in the description 
/ explanation of a best practice/ best case (mark the options you consider appropriate) : 

 Situation before the implementation of the HPWPs: 
o What didn’t work well at the company? 
o What was the goal to achieve?  
o What was indented to improve?  
o Why the use of HPWP?  
o What prompted the change?  

 Information about the HPWP implementation.  
o What practices were applied?  
o Period required for implementation?  
o Necessary resources? 

 Benefits obtained. 
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o What kind of benefits have contributed to the company?  
o Have they been short, medium or long term?  
o Did they change the perception of the workers? 

 
3. What additional contents should be part of the description of the HPWP Best Cases? 

------------------------------------------------------------------------------------------------------------
------------------------------------------------------------------------------------------------------------
------------------------------------------------------------------------------------------------------------
------------------------------------------------------------------------------------------------------------
------------------------------------------------------------------------------------------------------------
------------------------------------------------------------------------------------------------------------
------------------------------------------------------------------- 

4. Which format would be more appropriate for the disclosure of the best practices? 

o Detailed technical report 
o Two-page newsletter  
o Little blurb with schematic information. 
o Video. 
o Interview. 
o Others (Please specify) ----------------------------------------------------------------------

---------------------------------------------------------------------------------------------------
---------------------------------------------------------------------------------------------------
---------------------------------------------------------------------------------------------------
------------------------ 

  

PART B. DEVELOPMENT OF TRAINING PROGRAMS & QUALIFIED INSTRUCTORS (To be 
work in groups) 

 
In order to reduce human resources skills gaps in the field of aeronautics, especially those related to 
SME managers, it is necessary to identify who are the target groups of the HPWP training programs 
and what are their training needs, regarding each HPWP. The project has identified up to now a set 
of HPWPs most commonly used by aeronautical companies. 
 
Attendances will be divided into 5 groups. Each group will work together to revise one of the following 
tables addressing main categories of HPWPs, and will try to identify or each HPWP : 

 target group to which the training program should be oriented,  
 training needs,   
 training method and format, 
 required transversal skills. 
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5.2 Result of the consultation process 
 

• Most companies are interested in the situation before the implementation of the HPWPs. 

• They also show interest in the benefits obtained, with special interest in how to measure 
them. 

• Companies consider that it is not necesary to show detailed information about the 
implementation process. 

• Regarding the format of the better practices presentation, companies would prefer a video or 
an interview.  

• Companies don’t like information to be presented in an esquematic review or in a detailed 
report. 

 

What information about HPWP should be included in the description/explanation of a better 
practice/better case?  

 

 

 

 

 

 

 

 

 

TABLE 11 - Situation before the implementation of the HPWP 

What didn’t work 
well at the 
company?  

What was the 
goal to 
achieve? 

What was 
intended to 
improve?  

Why use of 
HPWP? 

What did 
prompt the 
change?  

60 % 60 % 40 % 30 %  45 % 
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TABLE 13 - Obtained benefits 

What kind of benefits 
have contributed to 
the company? 

Have they been short, 
medium or long term?  

Did change the perception of the workers? 

65 % 30 % 70 % 

 

 

 

 

 

TABLE 12 - Information about the HPWP implementation 

What practices were 
applied?  

Period required for the 
implementation?  

Necessary resources? 

75 % 65 % 70 % 
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Which format will be more appropriate for the disclosure of a bets practice  

 

TABLE 14 - Format 

Detailed 
technical 
report  

Two-page 
newsletter 

Little review with 
schematic 
information  

Video Interview Others*  

20 % 45 % 10 % 50 % 40 % 45 % 

 

*Including: meetings, congresses, conferences…  
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