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Executive Summary  
 

The HiPAir’s 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 intends to: 

 Increase the efficiency of Vocational and Education Training (VET) in the aviation sector;  

 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;  

 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 achieve the goal related to managers’ skills, HiPAir focuses on adopting High Performance 

Work Practices (HPWP) 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 HPWP, one of the main objectives of HiPAir’s project is to elaborate training 

curricula and training materials covering the most important aspects of HPWP implementation process 

in the companies. According to HiPAir’s objectives, training curricula and materials should explicitly 

be addressed to the aeronautics SMEs’ managers concerning HPWP. 

The development of the curricula for the implementation of HPWP among the aviation SMEs has 

followed a methodological approach that build upon the conclusions from HPWP survey and the 

lessons learnt from “Best Cases”.  It also performed a detailed analysis of user training needs 

regarding professional profiles and training curricula on HPWP and an assessment of HPWP training 

offer already available in European countries with strong aviation sector (as well as those existing in 

other countries where SMEs have a significant weight). All these inputs were used to identify the 

objectives to elaborate the "HPWP’s Curricula", their structures and also to develop the content, 

organization and training methods. 

This curriculum encompass a total package of learning activities, designed with a competency-based 

approach to guarantee the SME’s managers acquire the specific knowledge, skills and competencies 

they need to implement successfully HPWP at their companies. It is also a guide or handbook for the 

company’s managers that are looking for developing and implementing High Performance Work 

Practices in their organization. It agglutinates in one single document the overall knowledge and 

general concepts required at the managerial level, as well as the skills/competences and the specific 

training required for the implementation of a particular blunder of HPWP. 

The HPWP’s Curricula consist of two (2) main components or blocks. The first component (Block 

A: “General Concepts”) of the curricula integrates all the contents related with overall and general 

concepts that the company’s managers will need to know and master for the implementation of HPWP 
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in their companies. This one first component has been organised in 4 different modules that SME’s 

managers will attend progressively: 

 

 Module 1. Introduction. 

 Module 2. Self-Assessment. 

 Module 3. Selection of the most convenient set of HPWP. 

 Module 4. Evaluation of benefits or return of investment form HPWP. 

 

The module 1: “Introduction” has two main objectives: 

 Provide a primarily approach to Human Resources procedures and High Performance Work 

Practices (HPWP). 

 Set a framework for the trainees to understand the best practices to enhance companies’ 

performance through Human Capital potential improvement. 

The module 2: “Self-assessment” has two main objectives: 

 Guide company’s managers in the process of identifying and describing which HPWP are 

already applied at their company, including HPWP implementation process followed and the 

benefits obtained. 

 Guide company’s managers in the identification of company outcomes and performance 

improvement they could achieve, through the implementation of HPWP. 

The module 3: “Selection of the most convenient set of HPWP” has the following objectives: 

 Guide company’s managers in the definition of consistent and achievable objectives. Provide 

also a strategy regarding HPWP that takes into account the actual HPWP maturity level 

(knowledge and implementation) of the company and also the company’s outcomes and 

performance objectives. 

 Guide company’s managers in the process of identifying and selecting which HPWP will be 

more convenient for the achievement of the objectives previously defined.  

The module 4: “Evaluation of benefits or return of investment form HPWP”, has two main objectives: 

 Provide the SME’s managers with the overall knowledge required for the evaluation of the 

cost and benefits of their investment in HPWP. 

 Guide company’s managers in the process of implementing the ROI (Return Of Investment) 

within their organization, to measure the Return of the Investment of the implementation of 

HPWP. 

The 4 modules have been designed as a step by step process.  With the   accomplish of the learning 

activities of this 4 modules SMEs’ managers will end up with a practical knowledge of HPWP concept 

and a clear understanding of how they could adapt it to the particularities of its own company.  This 

practical knowledge includes a self-assessment of their maturity and goodness for implementing 

HPWP; the definition of a HPWP implementation strategy coherent with the SME’s business strategy; 

the identification of the set of practices that best suit this strategy and the tools to measure the return 

of their investment. 
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The objective of the second component (Block B: “Training for specific HPWPs 

Implementation”) is provide the interested companies with the necessary transversal skills, as well 

as the specific and technical knowledge, for a right and correct HPWP implementation inside the 

organizational structure.  It is divided into two big modules: 

 

 Module 5- Transversal skills and competencies. 

 Module 6- Training for specific practices implementation. 

The module 5 is intended to make easier the learning process and integration of HPWP into different 

sectors of the company through the empowerment of the HPWP’s skills and competences 

considered substantial to each category of HPWP. 

The module 6 identifies and proposes specific technical training for individual HPWP that might 

require, because its complexity, some ad-hoc training or tuning process before its implementation 

inside a company. 

The goal of the curricula is innovative and it is structured in a different way from the overall HR 

training programs available at the market and from the reduced HPWP training offer currently 

accessible for companies. 

Block A provides a structured answer to the needs identified by the SME’s managers, and has been 

defined to overcome the barriers identified as preventing effective HPWP implementation among 

aeronautical SMEs. It covers a set of knowledge and learning activates considered essential for those 

SME’s managers facing for the first time the challenge of the HPWP implementation.  

Block A has a very practical orientation, and it is organised as a set of workshops where SME’s 

managers will not only be presented with some HPWP material, but they will effectively acquire 

HPWP’s  knowledge and will applied it to their own business case. Through each of the 4 modules 

that integrate the first Block of the curricula, SME’s managers will receive a guide from the trainers 

and the support of the training materials and SW tools produced ad-hoc by HiPAir’s consortium. 

Neither the training materials nor the support SW tools are available currently among the VET 

community, and will be on proposed developed by the consortium to allow the execution of the 

training activities defined at the HPWP’s Curricula. 

Whereas block B of the curricula has a different orientation and responds to different user needs. It 

has been constructed as a compendium of the learning activities that might be reinforce at a company 

for the implementation of a particular practice or set of practices.  Block B covers those practices that 

HIPAir’s survey has identified among the aeronautical SMEs.  
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1. Introduction 

1.1 Objectives and scope of the document 
 

To effectively promote HPWP, HiPAir’s project aims to identify and describe best practices and Cases 

Studies 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 survey undertaken in the previous steps of HiPAir’s 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 identify practical examples 

of implementation results, difficulties and issues, seems essential for the adoption of this work forms 

by SMEs. 

Following these previous results, the project has produced a training curricula that contains specific 

knowledge and a pathway to help aviation companies to face the challenge of implementing HPWP. 

The purpose of this report is to describe the methodology followed by project partners in the design 

and development of the curriculum, and present the HPWP’s Curricula produced by the HiPAir’s 

project itself. 

Section 1 summarises the objective of the document. This section presents the intended outcomes 

of the HiPAir’s project, the main points and objectives and tries to identify the necessities that have 

led to the elaboration of the Curricula.  
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Section 2 presents the methodology followed by project partners in the design and development of 

the HPWP’s Curricula.  

Finally, Section 3 presents the HPWP’s Curricula produced by the HiPAir’s project itself. 

 

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

 

The HiPAir’s 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: 

 Increase the efficiency of Vocational and Education Training (VET) in the aviation sector;  

 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;  

 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, HiPAir 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 analyses and improves new skills on leadership and work organization associated with better 

use of human potential. In this matter, HiPAir has to develop and spread training programme/curricula 

of HPWP implementation among aviation SMEs. This training curricula should bring a sharper 

approach to the adequate management strategies for a more effective utilization of specialized 

workforce in the sector.  

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. 
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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; 

Furthermore, the consortium has identified also that to effectively promote HPWP and create 

awareness concerning their utilisation by SMEs is  crucial to identify best practices among aviation 

industry companies which have successfully implemented HPWP. Therefore, in order to effectively 

promote HPWP, the project has identified and described a total of 8 “case studies" or "success 

stories" 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 best-practice 

cases compiled in this study demonstrated that High Performance Work Practices (HPWP) can be 

tailored to suit the individual workplace context, and no other system looks the same.  

The gathered knowledge and lessons learnt from the best practices, have served also as a basis for 

the development of training curricula/materials addressed to the aeronautics SMEs managers to 

promote HPWP, in this step of the project. 

Taking care about all these inputs into account the consortium has worked on the elaboration of a 

HPWP’s Curricula, explicitly addressed to the aeronautics SMEs’, covering the most important aspects 

of HPWP implementation process. The methodological approach and the results of this work have 

been presented in this document. 
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2. Methodology 

2.1 Rationality behind the Curricula Development. 
 

As stated previously, one of the main objectives of HiPAir’s project is to elaborate training curricula 

and training materials covering the most important aspects of HPWP implementation process. 

According to HiPAir’s objectives, training curricula and materials should explicitly be addressed to the 

aeronautics SMEs managers concerning HPWP. 

The development of such training curricula and materials should take into account:  

 The knowledge gathered with the HPWP’s survey developed in the first stage of HiPAir’s 

project. Reflected in HiPAir deliverable O1 “HPWP Report: High Performance Work Practices 

in the Aviation Sector”.  

 The lessons learnt from the best practices described by the project at the HiPAir deliverable 

O2/D1 “HPWP Report: High Performance Work Practices best practices”. 

 Important aspects of HPWP user needs, professional profiles and training curricula on HPWP 

used in European countries with strong aviation sector, as well as those existing in other 

countries where SMEs have a significant weight. 

The HPWP’s Curricula will be a total package of learning activities designed to achieve the training 

objectives of HiPAir’s project. The project follows a competency-based approach for the development 

of the HPWP’s curricula. In a competency-based system the objective is that trainees will acquire the 

specific knowledge, skills and competencies they need to do their jobs. Therefore, the HPWP’s 

Curricula developed by HiPAir’s project will specify all (knowledge, skills and competencies) that SMEs 

managers will need to acquire for a successful implementation of HPWP in their companies. 

There are three main components to consider when developing any training curriculum. They are:  

 The content or information to transmit. Content includes the specific information, facts, 

attitudes and skills covered by the training program.  

 The organization of the curriculum, which includes structure, format and sequencing. 

Structure and format refer to the creation of individual units and the integration of the parts 

of the curriculum into a cohesive whole: design of each section to achieve objectives, the 

sequencing of sections and activities, the duration, and the support tools when required.  

 The training methods used. These will be the strategies used to transmit the content and to 

promote learning and retention. 

In a broader sense the HPWP’s Curricula pretends to be a general guide or handbook for the 

company’s managers, which are looking for developing and implementing High Performance Work 

Practices in their organization. This kind of handbook provides the features, knowledge, contents and 

skills that managers and workers need to master for a successful implementation of HPWP. In this 

sense the HPWP’s Curricula will organise all feature of knowledge and skills into an integrated whole. 

This way, one single document will identify and detail the overall knowledge and general concepts 

required at the managerial level, as well the skills/competences, and the specific training required for 

the implementation of a particular blunder of HPWP. 



O2/D2 Outline of HPWP Training package:  
Training Curricula for effective implementation of HPWP in aeronautical SMEs. 

   

15 
 

The HPWP’s Curricula will count with the contribution of all the HiPAir’s partners, and will be further 

circulated between the consortium for internal evaluation and consolidation. 

After that, the consortium will develop training materials covering the most relevant and newest 

objectives and content of the curricula.  Curricula and training materials will pass through an external 

evaluation, and the results will be reflected in the HiPAir’s deliverable “O2/D3: External evaluation 

report”. In addition, both, curricula and training materials will be translated into all partner languages. 

 

2.2  Overall Curricula development methodology. 
 

The development of the HiPAir’s project curricula for HPWP implementation among the aviation SMEs 

has followed a methodological approach that consist on several steps, as indicated hereafter. 

 Derivation of conclusions from HPWP’s survey in previous stages of the project. 

 Extraction of lessons learnt from “best cases of HPWP implementation”. 

 Identification of the objectives to the "HPWP’s Curricula". 

 Detailed analysis of user training needs regarding professional profiles and training curricula 

on HPWP. 

 Assessment of training offer on HPWP already available in European countries with strong 

aviation sector, as well as those existing in other countries where SMEs have a significant 

weight. 

 Design of the HPWP’s Curricula structure. 

 Development of the HPWP’s Curricula content, organization and training methods. 

 Evaluation of HPWP’s Curricula. 

 Translation of HPWPs’ Curricula into partners’ national languages. 

 Promotion of the HPWPs’ Curricula. 

Once the HPWPs’ Curricula will be provided to the consortium for internal evaluation and 

consolidation, the development of the corresponding training materials for the key aspects of the 

curricula will start. 
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Figure 1 - Methodology for "HPWPs’ Curricula" development 

The following sections details each one of the methodology stages presented before. 

 

2.2.1  Conclusions from the HPWP’s survey that influence the 

development of the HPWP’s Curricula. 
 

The objective of this first step in the methodology is to derive and integrate into the HPWP’s Curricula 

the main conclusions regarding the SMEs managers and workers training needs and expectations, as 

well as main conclusions regarding the characteristics of the available HPWP training offer and 

opportunities. These conclusions have been derived from the knowledge gathered in the HPWP’s 

survey developed in the first stage of the HiPAir’s project. 

 

The following paragraphs provide a brief summary about of the outcomes found in the survey 

elaborated in the first part of the HiPAir’s project. 

 

2.2.1.1 HPWP training needs 
 

The drawn conclusions show a certain group of key skills or training gaps identified as essential for 

the development of the project. They fix the direction of the following steps of the project, and 
consequently the HPWP’s Curricula should take them into account. 

The HPWP’s Curricula has to introduce and explain where new materials could be developed to help 

address skills and training gaps and has to respond to the identified necessities: 

1. The implementation of HPWP in business context is very low and particularly in SMEs 

environment. The HPWP’s Curricula should provide the interested companies with a set of 

instructions and guidelines to implement the different phases of the project with easiness and 

efficacy.  

•Conclusions from HPWP’s 
survey in previous stages 
of the project

•Lessons learnt from “best 
cases”

Identify “HPWP’s  
Curricula” objectives.

•Analysis of HPWP Training 
Users Needs

•Assessment of HPWP 
Training Offer

Analysis of needs and 
offer •HPWP’s  curricula content, 

organization and training 

Design HPWP’s 
Curricula Structure

•Translation           & 
promotion

Evaluation of HPWP’s  
curricula
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2. The HPWP’s Curricula will help managers, with simple and friendly materials, to reach 

outcomes of the academic research. The owners and managers should find easy access to 

information. 

3. There is a generalized impression that the implementation of HPWP in the business sector is 

expensive, difficult and takes too much resources. One of the goals of the HPWP’s Curricula 

is to refute this idea showing, through dissemination, that many practices have no significant 

cost implications. 

4. The HPWP are flexible and dynamic. By presenting first hand examples of firms already using 

new forms of work organization and HR programs, the managers could introduce these 

concepts to their organization.  

5. The implementation of HPWP is more effective if the application is common and coordinated 

between them. One HPWP does not work efficiently isolated, so it is important to adopt more 

than one practice or even better, groups of them. The curricula has to work on this idea and 

help the users to identify groups of HPWP that could fit better with the interests and goals of 

each organization. 

6. The content of the curricula is essential for a mature organizational structure to implement 

and support such practices, which require a wider involvement and compromise from all 

company’s staff.  

7. Part of the HPWP’s Curricula has to be destined to respond the necessity of reliable 

assessment tools in order to demonstrate the benefits of HPWP implementation.  

All the items exposed before should appear clearly in the structure of the curricula to make it attractive 

and useful for the companies. It is important to explain the contents of each module, lesson or tool; 

and introduce to the managers all the information to have a dissemination process more effective 

and a high grade of satisfaction after it.  

 

2.2.1.2  HPWP training offer 

 

The results obtained from the HPWP’s survey included in the D1 report help to understand the current 

condition of the training offer related to HPWP. The HPWP’s Curricula has to inform about which are 

the different options to help with the learning process of HPWP.  

In general terms, there is a lack of training regarding the subject of HPWP (only 17, 31 % of the 

polled companies knew something about training offer in HPWP). For example, Poland and Portugal 

had 90% of participants mentioning not to know any training offer. At Spain 50% of participants were 

aware of some kind of training concerning HPWP. Finally, none of the Turkish companies consulted 

was aware of any training offer. This mentioned training offer vary around countries, offering a wide 

range of modalities and formats: training, books and information, task and functions of staff 

development, high performance teams management courses or high education.  

It has been found that actually different VET companies offer training programs related to HPWP, 

although there is not any training program covering the needs detected by HiPAir’s project. There is 

enough training offer regarding soft skills development in general, but it is not addressed to HPWP 

implementation in particular. However, the training providers, trainers and HR specialist on this area 
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are mature enough and they could easily adapt the current skills/competence training to cover 

specificities of HPWP, on request. Therefore, regarding soft skills and competences development 

among employees and managers for HPWP implementation, there is no need to developed new 

training courses or material, but just to identify what of these skills and competences should be part 

of a HPWP’s curricula.  

The survey has also found that it is easy to find specialised courses on the market covering very 

specific practices that have a more complex process of implementation, such as coaching, Kaizen 

meetings, etc…  

Besides the lack of training, there is a high interest in having accessible training and materials 

regarding HPWP (between 75%-100%). Most of the participants considerate that there are a high 

number of job positions that could benefit from HPWP implementation.  

Moreover, it is important also to have a solid training offer because different aspects of tbhe 

employees’ performance are directly affected by these HPWP: work organization, resource planning, 

lean manufacturing, recruitment & selection, continuous improvement, organizational climate, 

training, management issues. 

 

2.2.2  Lessons learnt from “best cases”. 
 

The second step in the methodology aims to derive key elements and lessons learnt from the best 

cases gathered by the project in previous phases and to integrate these conclusions in the design of 

the curricula. 

The format and structure of the best cases responds to the requirements and expectations of the 

SMEs managers. In particular, best cases pretends to capture essential information in each case 

study: 

 HPWP applied at the company: 

o What practices are taking place currently? 

o Who is involved? 

o Which kind of employees will benefit them? 

 

 Information about the motivations leading HPWP implementation: 

o Why does the company want to apply them? 

o Which are their motivations? 

 

 Information About the HPWP implementation: 

o How were the HPWP developed? 

o Which resources were necessary for the implementation? 

o What period was required for the implementation? 
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 Obtained benefits: 

o What kind of benefits have HPWP brought to the company? 

o Did they change the perception of the workers? 

o How could the company measure the benefits derived? 

Contents inside the best cases match the training needs and expectation that should be covered by 

the HPWP’s Curricula. Therefore, they can be reused and integrated into the HPWP’s Curricula design 

as illustrated in the figure 2.  

 

 

Figure 2 - Use of lessons learnt from the best cases for the design of the HPWP’s Curricula. 

The information about the HPWP applied at each company will be part of an introductory module. 

This information will serve to illustrate the HPWP concept, the different practices and its foundation 

and significate examples of practices implemented at aeronautical companies. This part of the best 

cases can also be used to characterize companies that have already benefits from the application of 

HPWP. 

The information about the motivations that lead other companies to implement HPWP could be useful 

to help SMEs’ managers into the self-assessment process. Knowing the motivations of other 

companies will facilitate the SMEs managers to evaluate whether their company and employees really 

need and which can be the benefits from HPWP. Moreover, they could analyse if they are prepared 

or not to afford such a challenge. 

The information about HPWP implementation will help managers to select the most adequate blunder 

of practices for each company. Finally, the information about the obtained benefits will be useful to 

help managers to evaluate the return of the investment they have made. 

• What are the HPWP?

• Which are the different practices?
• In what are they based on?

• Are there companies which have applied them?

INTRODUCTION

HPWP which are applied:
What practices are in action 

currently?
Who is involved?

Which kind of employees will 
benefit them?

Information About the 
HPWP motivation:
Why does the company 
want to apply them?
Which are their 
motivations?

• Do we really have to implement this 
practices?

• Does our Company really need this 
progress?

• Do our employees demand them? 

SELF ASSESSMENT

• Tool: AHP Analytic Hierarchy 
Process

Selection of the most 
convenient set of HP

Information About the HPWP 
implementation:
How are the HPWP developed?
Necessary resources?
Period required?

• Tool: Return-on-Investment Calculator RIC

• Identifying criteria and priorities for designing an RIC for calculating 
the benefits and impact 

Evaluation of the impact and actual benefits Obtained benefits:
What kind of benefits has contributed to the company?
Did it change the perception of the workers?
How could the company measure the benefits?
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2.2.3  Identification of the objectives to the "HPWP’s Curricula". 
 

As stated previously, main outcomes of HiPAir’s project are training curricula and training materials 

covering the most important aspects of HPWP implementation process. The development of such 

training curricula and materials have been built upon the knowledge gathered with the HPWPs’ survey 

developed in the first stage of the HiPAir’s project, as well as on the lessons learnt from the best 

practices described by the project. 

The HPWP’s Curricula is intended to rise the efficiency of Vocational and Education Training (VET) in 

this area and to reduce mismatches of skills within managers of SMEs to lead to a more efficient 

management of the workforce. 

According to the conclusions of the previous steps in the project, the following objectives have been 

derived for the HPWP’s Curricula: 

Target audience: training curricula and materials should specifically be addressed to the aeronautics 

SMEs managers concerning HPWP. 

Main items of the Curricula: the mayor contribution of the curricula should be in those areas 

identified as barriers for the implementation of HPWP: 

1. Clear up the limited knowledge about HPWP and the lack of clarity about the HPWP’s concept, 

including a high number of designations and definitions. 

2. Create awareness concerning HPWP utilisation by SMEs.  

3. Clarify the time and resources to invest in these HR programs, as well as knowledge and 

beliefs about HR and work organisation programs 

4. Address misleading ideas about the cost and complexity of the implementation of HPWP.  

5. Provide simple and friendly materials and tools, useful to SMEs owners and managers about 

how to implement it in order to maximise company’s results 

6. Help owners and managers to design long-term strategic approaches to HPWP. 

7. Helps managers to select the most adequate set of practices according to the characteristics 

and objectives of their own companies. 

8. Illustrate flexibility in HPWP implementation. 

9. Demonstrate the benefits of HPWP, prove their value, and provide reliable assessment tools 

in order to demonstrate their benefits. 

10. Allow to learn from real experiences by sharing practical examples of implementation results, 

difficulties and issues concerning HPWP utilisation by SMEs. 

The HPWP’s Curricula should also identify and propose: 

1. Skills and competences that the companies should pursue among its employees for a proper 

HPWP implementation, and that SME’s managers will need to acquire for a successful 

implementation of HPWP in their companies 

2. Specific technical training for individual HPWP that might require, because its complexity, 

some ad-hoc training or tuning process before its implementation inside a company. 

The curricula development process should also discriminate where training is already available and 

identify those key items and areas not properly covered by the available formative offer. The training 

material of HiPAir should not duplicate what is available and accessible on the market. Instead, 
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training materials developed by the project will concentrate on those areas essential for the 

implementation of the HPWP that have not been covered by training providers until now. 

 

 

2.2.4  Detailed analysis HPWP Training User’s Needs regarding 

professional profiles and training curricula on HPWP. 
 

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’s training programs 

and what are their training needs, regarding each HPWP.  

The HiPAir’s consortium has run an external and internal consultation process to detect and analyse 

the user’s training needs regarding each HPWP identified in the project.  

This step consist on a detailed analysis of each HPWP identified in the project, intended to categorize 

the following elements: 

- Groups of the staff that should receive the training.  

- Features to be included in the courses. 

- Duration of the courses. 

- Transversal competences to be developed in the courses. 

 

Figure 3 - Elements addressed at the user’s training needs analyses. 

 

 

 

Target 
Group

Duration

HPWPs

Transversal 
Skills

Method 
& 

format
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To accomplish this analysis the project has developed a “user’s training needs  template” to gather 

all this information. This template is illustrated at figure 4. 

HR PRACTICES 
IDENTIFIED IN 

COMPANIES 

Target groups 
of the training 
program (1) 

Training 

needs (2) 

Transversal 

Skills (3) 

Duration 

(4) 

Method 
and 

Format 
(5) 

(…)      

(…)      

 

Figure 4 - Template for the user’s training needs analyses. 

(1) What different target groups should be considered when defining the training program  for the 
implementation of each HPWP?: Department/Division Director,  HHRR Manager,  Project Manager,  Team 
Leader,  Junior Employee , Senior Employee, Potential Employee , General, others, 
 (2) What are their specific needs? 
(3) What transversal skills could help company to choose/implement the most appropriate HPWP? 
(4) Training program duration: How long is adequate for this training course? 
(5)  Training courses delivery methods and formats: What is the best mode to receive this training? : E-learning 
, B-learning, Face-to-face classroom, Workshops, Conferences,  Immersion training, coaching, Training on 
demand, Self study programs, learning streams 
 

The external consultation process took place during the national events beginning 2016.  One 

example is the national event that has been held 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 for the design of the curricula. Attendances were divided in 5 groups. Each group was asked 

to jointly work to revise main categories of HPWP, select the most interesting practices and work in 

groups to fill the user’s training needs template and to try to identify for each HPWP: 

 Targets group to which the training program should be oriented.  

 Training needs. 

 Training method and format. 

 Required transversal skills. 

The internal consultation took place among the partners’ experts. The complete list of practices 

addresses is shown in the following table 

  

                                            
1 Survey at the Spanish National Dissemination event, on the 28th  of  April  
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TABLE  1 - HR IDENTIFIED IN COMPANIES 

Recruitment & 

Integration 

Interviews, theoretical tests; 

Welcome sessions; 

Induction programs (new-employees); 

Internship programmes; 

Search talented people in collaboration with universities and other training 

institutions; 

Preparation of job descriptions and selection procedures. 

Employees Involvement 

Functional flexibility program (mobility inter and intra-department); 

Suggestions Programs; 

Organisational Climate and Satisfaction Surveys; 

Employee Engagement Survey; 

Individual Development Plans; 

Employee Action Plans; 

Performance appraisal; 

Annual objectives for each employee, individual and/or global; 

KPI for teams; 

Continuous improvement system (Kaizen, TQM, etc.); 

Kaizen meetings (presentation of improvement projects which grant gift 

points); 

Excellence achievement programme. 

Internal 

Communication 

Communication packages for employees; 

Intranet; 

Webinars; 

Communication meetings (involving all the workers, who may present their 

opinions and suggestions to improve company’s procedures). 

Training (learning and 

education) 

Scholastic program; 

Post-graduate studies; 

Language courses; 

Training technical and non-technical (internal and external courses); 

Mentoring, Coaching, Tutoring; 

Talent identification and development plan (2/3 years); 

Talent development program to women-leadership in aeronautics industry; 

Specific training plans based on competences/skills matrix in order to answer 

to identified gaps and to support life-long learning processes. 

Reward and 

Commitment 

Compensations plans (production, administrative, management, etc.); 

Flexible working conditions; 

Rooms for nursing mothers; 

Retention policy; 

Standardized job roles; 

Compensation, bonuses related with objectives achievement; 

Salary increment related with objective review. 



O2/D2 Outline of HPWP Training package:  
Training Curricula for effective implementation of HPWP in aeronautical SMEs. 

   

24 
 

2.2.5  Analysis of the training. 
 

This step consists on the assessment of the HPWP training offer already available in European 

countries with strong aviation sector, as well as those existing in other countries where SMEs have a 

significant weight.  

The main objectives of this assessment were to complete the survey developed on the first step of 

the project, to discriminate what training is already available and to identify key items and areas not 

properly covered by the available formative offer. The elements considered during the assessment 

are identified in the next figure. 

 

Figure 5 - Template for the user offer analyses. 

 

2.2.6  Design of the HPWP’s Curricula structure. 
 

Following the previous inputs, the project partners have maintained several meetings and working 

sessions to define the overall structure of the HPWP’s Curricula. Due to this work the curricula has 

been organised in the two (2) main components. 

 

The first component (Block A) of the curricula integrates all the contents related with overall and 

general concepts that the company’s managers will need to know and master for the implementation 

of HPWP in their companies. This first component has been organised in 4 different modules that the 

managers will attend progressively: 

 

 Module 1. Introduction. 

 Module 2. Self-Assessment. 

 Module 3. Selection of the most convenient set of HPWP. 

 Module 4. Evaluation of benefits or return of investment form HPWP. 

 

The second component (block B) deals with training specific for HPWP implementation. It is divided 

into two big modules: 

Organization

• Country / Place

• Program Organizer

• Cost 

• Ideal group size

• Evaluation / Exam

• Certification / Diploma

Contents 

• Objectives

• Syllabus 

• Target Audience

• Schedule, 

• Duration

• Training format: face-to-
face, e-learning, 
workshop, in-house etc.
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 Module 5- Transversal skills and competencies. 

 Module 6- Training for specific practices implementation. 

 

Specifically, the first component establishes how to start HPWP implementation process in a global 

vision, while the second component deals with needed materials for each concrete High Performance 

Work Practice.  

Complete details of the curricula structure, aims and contents of each of the modules, and it 

justification is provided later on the document. 

 

2.2.7  Development of the HPWP’s Curricula content, organization and 

training methods. 
 

The purpose of developing module descriptions is to describe modules which are aimed at addressing 

skills gaps that have been identified by the project. A standard template was produced to enable 

some consistency in module design and to ensure that all the relevant areas considered are reported 

on.  

A module will typically be a based on a single subject of study and can be considered part of a larger 

course. The module description is a document that aims to provide information so that people 

considering study of a module are fully informed about all aspects of the content, study methods and 

assessment. 

The guidelines and rationale followed for a module description are presented hereafter, and 

summarized on figure 7.  

 

Figure 6 - Curricula content and organization. 

 

 

1

2

3

5

4

1. MODULE SUMMARY
- Aims and Target Groups
- Duration
- Required pre-requisite 

knowledge

2. TEACHING, LEARNING 
AND ASSESMENT

- Intended learning 
Outcomes

- Proposed teaching and 
learning methods (AHP, 
slides, on-line material…)

3. METHOD OF 
ASSESMENT

- Exams, tests, group 
activities…

4. ATTENDANCE 
REQUIREMENT

- % minimum attendance

5. INDICATIVE CONTENT
- Short brief 6

6. References
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0. Module Title  
1. Module summary  

a. Aims and Summary: This section contains a brief description of the course and its 
importance and relevance to the subject of HPWP. 

b. Target groups: It will describe the type of student that might benefit from this course 

and also what the student would achieve by studying it.  
c. Duration: This should include how many hours of study and what, if any, hours of self-

study are required by the student.  

d. Required pre-requisite knowledge: This section is to make clear the knowledge, 
experience or skills that the students already have before starting this course. If there 
is any entry qualifications required they will be listed.  

 
2. Teaching, learning and assessment.  

a. Intended Learning Outcomes: A numbered list of things that a student would be 

expected to learn. This would list what a student will be able to do having completed 
the module.  

b. Teaching and Learning: It will enumerate what teaching methods will be used, for 
example: presentations, practical work, computer sessions, etc,… It might provide 

details of the time be spent on lectures/tutorials/seminars etc.  
 

3. Method of Assessment: This section details the assessment types that will be set and how 

they combine to produce the total module mark.  
 

4. Attendance Requirement: Indicating, if required, what percentage of attendance is 

mandatory.  
 

5. Indicative contents: Some paragraphs or bullet list explaining what is actually studied in the 

course. What topics are covered and if there is any particular software or equipment used. 
 

6. References and additional resources: This is a list of any materials, websites or books that the 

student MUST read in order to be able to complete the course satisfactorily.  
  

2.2.8  "HPWP’s Curricula" external evaluation. 
 

Curricula will pass through an external evaluation, and the results of this external evaluation will be 

reflected in the HiPAir’s deliverable “O2/D3:  External evaluation report”.  

2.2.9  Translation into national languages of the "HPWP’s Curricula". 
 

The HPWP’s Curricula 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. 
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2.2.10 Promotion of the "HPWP’s Curricula". 
 

The promotion of the HPWP’s Curricula   will take place at the multiple activities and dissemination 

events foreseen in the project. 

This report is also available on the HiPAir’s project webpage, where it can be downloaded and 

consulted independently.  
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3. HPWP’s Curricula 

3.1 Overall structure of the HPWP’s Curricula. 
 

The HPWP’s Curricula developed by HiPAir’s project aims to elaborate training guidelines, which cover 

the most important aspects of HPWP implementation process in the companies, and it is explicitly, 

addressed to the aeronautics SMEs’ managers. 

This curriculum encompass a total package of learning activities, designed with a competency-based 

approach, to guarantee the SMEs managers acquire the specific knowledge, skills and competencies 

they need to implement successfully HPWP in their companies. It is also a guide or handbook for the 

company’s managers, which are looking for developing and implementing High Performance Work 

Practices in their organization. It agglutinates in one single document the overall knowledge, general 

concepts required at the managerial level, as well the skills/competences, and the specific training 

required for the implementation of a particular blunder of HPWP. 

The HPWP’s Curricula consist of two (2) main components or blocks, as illustrated in figure 7. 

 

The first component (Block A: “General Concepts”) of the curricula integrates all the contents 

related with overall and general concepts that the company’s managers will need to know and master 

for the implementation of HPWP in their companies. This first component has been organised in 4 

different modules that SMEs managers will attend progressively: 

 

 Module 1. Introduction. 

 Module 2- Self-Assessment. 

 Module 3- Selection of the most convenient set of HPWP. 

 Module 4- Evaluation of benefits or return of investment form HPWP. 

 

The second component (Block B: “Training for specific HPWP Implementation”) deals with 

training specific for HPWPs Implementation. It is divided into two big modules: 

 

 Module 5- Transversal skills and competencies. 

 Module 6- Training for specific practices implementation. 
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Figure 7 - Structure of the HPWP’s curricula. 

The approach of these curricula is innovative and it is structure different from the overall HR training 

programs available of the market and from the reduced HPWP training offer currently accessible for 

companies. 

Block A provides a structured answer to the needs identified by the SMEs Managers, and has been 

defined to overcome the barriers identified as preventing effective HPWP implementation among 

aeronautical SMEs. It covers a set of knowledge and learning activates considered essential for those 

SMEs managers facing for the first time HPWP implementation challenge.  

Block A has a very practical orientation, and it is organised as a set of workshops where SMEs 

managers will not only be presented with some HPWP material and knowledge which will be applied 

to their own business case. Through each of the 4 modules that integrates the first Block of the 

curricula, SMEs managers will receive guidance from the trainers and the support of the training 

materials and SW tools produced ad-hoc by HiPAir consortium. Neither the training materials nor the 

support SW tools area available currently among the VET community, and they will be developed by 

the consortium to allow the execution of the training activities defined at the HPWP’s Curricula. 

Whereas block B of the curricula has a different orientation and responds to different user needs. It 

has been constructed as a compendium of the learning activities that might be reinforced at a 

company for the implementation of a particular practice or set of practices. It is organise from the 

double perspective of:  

- The skills and competencies (named HPWP Skills) that workers and managers might underline 

in the company to help during HPWP implementation.  

- The training actions to acquire specific technical knowledge a HPWP might require. 

Block B covers those practices that HiPAir survey has identified among the aeronautical SMEs.  

After accomplishing the training for the Block A, SMEs might end with a broad variety of HPWP 

implementation strategies. Therefore, modules 5 and 6 in block B pretend to provide guidance to the 

SMEs’ managers and HRs’ responsible for configuring a bespoke training program that suits their own 

implementation program. Enough training courses and programs are available currently on the market 

covering the issues included in Block B. Additionally VET providers in these areas are flexible and 

mature enough to tune their current offer to the particular needs of each SMEs. Therefore, no 
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additional training materials will be developed by the HiPAir’s consortium to cover this part of the 

curricula. 
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3.2 Block A: General Concepts 
 

As stated before Block A: “General Concepts” of the curricula incorporates all the matters related with 

overall and general concepts that the company’s managers will need to know and master for the 

implementation of HPWP in their companies.  

Inside of the “General Concepts Block A”, the different contents are divided in the next four modules:  

 Module 1. Introduction. 

 Module 2- Self-Assessment. 

 Module 3- Selection of the most convenient set of HPWP. 

 Module 4- Evaluation of benefits or return of investment from HPWP. 

The module 1: “Introduction” has two main objectives: 

- Provide a primarily approach to Human Resources procedures and High Performance Work 

Practices (HPWP). 

- Set a framework for the trainees to understand the best practices to enhance companies’ 

performance through Human Capital potential improvement. 

The module 2: “Self-assessment” has two main objectives: 

- Guide company’s managers in the process of identifying and describing which HPWP are 

already applied at their company, including HPWP implementation process followed and the 

benefits obtained. 

- Guide company’s managers in the identification of company outcomes and performance 

improvement they could achieve, through the implementation of HPWP. 

The module 3: “Selection of the most convenient set of HPWP” has the following objectives: 

- Guide company’s managers in the definition of consistent and achievable objectives. Provide 

also a strategy regarding HPWP that takes into account the actual HPWP maturity level 

(knowledge and implementation) of the company and also the company’s outcomes and 

performance objectives. 

- Guide company’s managers in the process of identifying and selecting which HPWP will be 

more convenient for the achievement of the objectives previously defined.  

The module 4: “Evaluation of benefits or return of investment from HPWP”, has two main objectives: 

- Provide the SMEs managers with the overall knowledge require for the evaluation of the cost 

and benefits of their investment in HPWP. 

- Guide company’s managers in the process of implementing the ROI within their organization, 

to measure the Return Of the Investment from the implementation of HPWP. 

The 4 modules have been designed as a step by step process. With the accomplish of the learning 

activities of this 4 modules SMEs’ managers will end up with a practical knowledge of HPWP concept 

and a clear understanding of how they could adapt it to the particularities of its own company. This 

practical knowledge includes a self-assessment of their maturity and goodness for implementing 

HPWP; the definition of a HPWP implementation strategy coherent with the SNE’s business strategy; 
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the identification of the set of practices that best suit this strategy and the tools to measure the return 

of their investment. 

As illustrated by figure 8, these four modules are directly related one to each other, and they share 

a common driver: “best practices to enhance companies’ outcomes and performance through 

Human Capital potential improvement (HPWP)”. 

The result obtained from each module serves as an input for the next one, so following the various 

steps, the company achieves a customized HPWP system which is tailored to its needs.  

 

 

Figure 8 - Common driver through modules 1 to 4 at Block A. 

 

Figure 9 indicates the optimal time planning for the 4 four modules of Block A. 

 

 

Figure 9 - Optimal time planning for the 4 four modules of Block A 
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In this general training, all of the modules are directed to the same target groups: Companies 

Management Groups, Top Management or Company’s Responsible/Owner (SMEs). 

Furthermore, in relation with the contents of these modules and the kind of people who is going to 

receive the training, a pre-requisite knowledge has not been identified. Due to these target groups, 

some methods of assessment like exams or tests are not too appropriated, and the assessment will 

be focused in some surveys which will test the level of quality and impact of the received training.  

Following sections of this document, the four modules: introduction, self-assessment, the HPWP’s 

selection and the HPWP’s benefits evaluation.  
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3.2.1 Module 1: Introduction to HPWP. 
 

This module intends to provide a primarily approach to Human Resources procedures and High 

Performance Work Practices, setting a context for the trainees to understand the best practices to 
enhance companies’ performance through Human Capital potential improvement. 

The concept and definition of HPWP have a great relevance in this module, always complemented 

with practical examples, allowing participants to identified suitable practices. 

In “Introduction” module, trainees will understand the flexibility in HPWP utilisation, and that most of 
this practices do not require great investments in terms of financial budget, time and people. 

The trainees should be able to understand that simple practices may turn into much positive benefits 
for the companies’ performance and workers’ welfare.  

Through the HiPAir’s Best Cases analysis, all the theoretical concepts should be illustrated in practical 

situations, allowing participants to extrapolate some examples for their own enterprises. 

Therefore, the module 1: “Introduction” has two main objectives: 

- Provide a primarily approach to Human Resources procedures and High Performance Work 

Practices (HPWP). 

- Set a framework for the trainees to understand the best practices to enhance companies’ 

performance through Human Capital potential improvement. 

 

A. Duration 

 
 Duration of the module will be around 4 Hours 

 

B. Intended Outcomes 

Upon successful completion of this module, trainees should be able to understand: 

 The importance and advantages of developing organised HR procedures in SMEs. 

 Specific HR needs for the aviation industry. 

 The concept of HPWP and its integration in HR management procedures. 

 Examples of HPWP and the need to develop specific practices adapted to the company. 

 The benefits of implementing simple HPWP and its flexibility. 

 HPWP should be selected considering the company’s characteristics and present a wide range 

of budgets and time needed for its implementation. 

 The possibility to evaluate HR tools impact within the company. 

 The difference between “Motivation Systems” and HPWP. 

 How to access information concerning HPWP. 
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C. Proposed Teaching and Learning Materials 
 

The module will be orchestrated as a workshop where students will be fundamentally guide by 

the trainers trough a practical and interactive process to assess themselves in the terms stated 

by the module objectives. Therefore, the materials used in this module will include only a few 

theoretical slides or text for definition of critical concepts or ideas, and a set of instruments 

designed to help the practitioners to exercise themselves through the process of self-assessment.  

 

Teaching will be delivered through a combination of traditional classroom lectures and case/study 

discussion with trainees experience sharing. 

This lectures will be supported by: 

 Testimonial Videos. 

 Best Cases. 

 

D. Indicative Content 
 

1. HR Management in Aviation SMEs 

A general introduction concerning Aviation SMEs European context and the importance of having 

organised HR departments, with adequate tools, for a better performance in SMEs.  

a. The importance of organised HR practices in SMEs. 

b. Human Resources integration with companies strategy. 

c. Specific HR needs on the aviation industry. 

2. HPWP Concept and Definition 

Short HPWP theoretical concept and definition, providing a framework for HPWP examples. 

a. HPWP definition – theoretical approach. 

b. The benefits of HPWP. 

c. Flexibility in HPWP’s bundles. 

d. Demystifying HPWP – time and budget requirements. 

3. HPWP Applied Approach  

Presentation of the HiPAir’s Best Cases, analysing the chosen practices, implementation 

requisites, dangers, and benefits, illustrating the concepts presented on Content 2. This content, 

should be driven by participant’s practical experience sharing, and Brain Storming in the Best 

Cases analysis. 

a. Best Cases analysis. 

b. Identification of HPWP through best case examples. 

c. Companies’ characteristics evaluation. 

d. Choosing the most adequate practices. 

e. The differences between “Motivation Systems” and HPWP. 

f. Participants Brain-Storm concerning HPWP identification and adequacy in real context. 
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E. Additional Materials & References 

Materials: 

 HiPAir Best Cases; 
 HiPAir Testimonial Videos. 
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3.2.2  Module 2: Self-Assessment 
 

The self-assessment module is a first step in the process of identifying and selecting the blunder 

of most convenient and profitable High Performance Work Practices (HPWP), according to 

characteristics, needs and objectives of the company.  

During the self-assessment module, company’s managers will have the opportunity to: 

i) Rate themselves and their companies in terms of knowledge and application of HPWP.  

ii) Identify and plan the improvements they intend to achieve at their companies through the 

implementation of HPWP. 

Research studies have demonstrated the relationship among HPWP and the improvement of certain 

outcomes and performances of the companies, such as productivity, profitability, increased sales and 

increased market value for shareholders, employee satisfaction, commitment and development of 

trust in work relations, lower levels of turnover of employees, higher levels of skills, etc. 

The consideration of how a company can benefit from the application of HPWP has to do with the 

objectives the company will like to achieve in terms of outcomes and performance improvement. 

Moreover, the adequate blunder of practices will be closely related to the expected future outcomes 

and performance improvements.  

This module will help  managers to establish the connection among the company medium and long-

term strategy and objectives and its strategy for HPWP implementation. 

Therefore, the self-assessment module has two main objectives: 

1. Guide company’s managers in the process of identifying and describing which HPWP are 

already applied at their company, including HPWP implementation process followed and the 

benefits obtained. 

 

2. Guide company’s managers in the identification of company outcomes and performance 

improvement they could achieve, through the implementation of HPWP. 

The self-assessment consist of two main parts. The first part, using ad-hoc self-assessment 

questionnaires, will consist in the study of the extent and use of HPWP in the various companies 

participating in the training session. The second part will help the company’s managers to figure 

out what benefits, in terms of company outcomes and performance improvements, they would like 

to achieve, and which ones they could effectively achieve through the implementation of the HPWP. 

The assessment process will involve different questions addressed to the managers or persons in 

charge of the concerned enterprise, particularly in the areas of strategy and human resources.  

During the first part of the assessment, in order to evaluate the level of knowledge of the 

company in terms of HPWP and the current level of implementation of those practices, attendances 

would be asked about: 

 What HPWP, from a predefined list, are actually applied at their  organization, i.e. which 

recruitment and integration practices, employees’ involvement practices, employees' skills 
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development practices, compensation plans, work organization practices, etc… are 

implemented at their companies. 

 Motivations, needs and difficulties experienced during the implementation process. 

 Benefits derived from the application of these practices. 

Moreover, is important to identify also if this practices have a simultaneous and jointly application 

between them or not, because as it has been said in the introduction module, the effectiveness of 

one HPWP isolated is very low. The level of HPWP adopted could be finally rated through simply 

counting how many of these practices have been reported by each organisation. 

One of the distinctive features of this self-assessment process is to exploit the link between HPWP 

and a range of organisational outcomes, over and above that of financial performance. Therefore, in 

the second part, trainers will help the company’s representatives to figure out about the 

improvements in terms of outcomes and performance they would like to achieve at the end of the 

HPWP implementation process. This will allow to evaluate whether the company is an adequate 

candidate for the implementation of HPWP or not, and to select, in the next steps, the adequate 

blunder of HPWP in the next training module.  

The second part of the self-assessment pretends to help the practitioner to identify which company 

outcomes and performances could be improved trough the implementation of HPWP. To establish 

these, the self-assessment questionnaire will include questions on “how well the respondent thought 

his/her organisation had achieved a range of outcomes”. These will include how effective they had 

been creating organisational flexibility, how well they managed change, how well they had created 

employee involvement, how well they had met organisational goals and so on. In general, this type 

of questions will use a five point self-rated scale, ranging from ‘unsatisfactory’ to ‘excellent’ to 

measure these outcomes. Additionally, those items not measured by the scale: staff turnover rate, 

% of staff earning less than a reference minimum income threshold and % of staff earning more than 

a reference minimum income threshold, will be reported as percentages. 

Once this reference rating in term of the company’s outcomes and performance has been established 

the company’s managers will be asked to settle medium term objectives in any of the outcomes and 

performances area analysed. To do that, they will be asked “how effective they would like to be in 

the medium and long term” regarding the outcomes and performances previously analysed.  This last 

part of the self-assessment module put the emphasis on the plans of the companies for the future: 

in what position they would like to be in a future, the performance areas they will like to improve, 

and therefore which will be the Best HPWP’s strategy. 

Figure 9 summarises the main areas and key questions covered by the self-assessment process. 
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Figure 10 - Main areas and key questions covered by the self-assessment process. 

 

A. Duration 

 
 Duration of the module will be around 4 Hours 

 

B. Intended Outcomes 

By the end of the module, the managers of the companies attending the training session should 

be able to: 

 Identify and describe which HPWP already implemented at their company. 

 Identify and describe HPWP implementation process they have followed, including: the 

motivations for the implementation of HPWP, the decision making process that lead them to 

implement HPWP, the steps followed to put in place the various HPWP, etc. 

 Understand the benefits of those HPWP already implemented have reported to their company.  

 Qualify his or her own maturity level regarding HPWP knowledge and application or 

implementation.  

 

 Identify and known performance areas in their company that could benefit from the 

implementation of HPWP. 

 Define medium and long term strategies and objectives, regarding the performance areas of 

their business that could obtain benefits from the implementation of HPWP.  

 Understand “where” they are in relation to the previously defined performance objective, and 

if they have to improve in some aspects to achieve them. 

 Understand how HPWP relate to their company business objectives and strategies. 
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 Evaluate if the situation of the company, objectives and strategies make them a good 

candidate for the implementation of HPWP. 

 Identify, by learning from best cases and by putting in common their experiences with 

managers from other companies, which other HPWP could be easily implemented (without 

high costs nor efforts) to complete and reinforce the positive effects of the ones already 

implemented. 

 

C. Proposed Teaching and Learning Materials 
 

The module will be orchestrated as a workshop where students will be fundamentally guide 

by the trainers trough a practical and interactive process to assess themselves in the terms 

stated by the module objectives. Therefore, the materials used in this module will include only 

a few theoretical slides or text for definition of critical concepts or ideas, and a set of 

instruments designed to help the practitioners to exercise themselves through the process of 

self-assessment.  

 

This module considers the development of the following possible training materials: 

 

 Slides or text for definition of critical concepts or ideas. Videos or animations could be also 

used to explain these critical concepts.  

 Self-assessment questionnaires. The self-assessment questioners will cover two different 

subjects or objectives: first the identification of  the HPWP are already implemented at their 

company; second questions to evaluate how the company is and would like to be in achieving 

a range of outcomes and performances outputs. 

 Maturity level classification schemes regarding the level of HPWP knowledge of the company 

and the level of HPWP implementation. 

 Best cases and case studies to illustrate how HPWP have been implemented in other 

companies.  

 Material to show and illustrate the impact of HPWP on company performance. This material 

could take a wide variety of formats, such as: tables or classification schemes showing the 

relationships among HPWP and company performance areas; examples of quantitative 

research showing the strong link between HPWP and enhanced performance inside different 

companies, using quantitative indicators such as productivity, profitability, etc… 

 Questionnaires and forms to help and guide alumni on the various introspective process 

included in the module, such as the identification of the performance areas in their company 

that could benefit from the implementation of HPWP, or the definition of medium and long-

term strategies and objectives. 

 

D. Indicative Content 

The self-assessment consist of two main parts.  

1. The first part, using ad-hoc self-assessment questionnaires, will study the extension and the 

use of HPWP in several companies that participate in the training session. 
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2. The second part will help the company’s managers to figure out what benefits, in terms of 

company outcomes and performance improvements, they would like to achieve, and which 

ones they could effectively achieve through the implementation of the HPWPs. 

 

E. Additional Materials & References  

Materials: 

 HiPAir’s Best Cases; 

 HiPAir’s Testimonial Videos. 
 HiPAir’s “HPWP Report” (2016)  

References: 

1. Human resource management rapid assessment tool for public – and private – sector health 

organizations (Management Sciences for Health, 2005) 

2. Lertxundi, A. & Landeta, J. (2011). Competitive Strategy and High Performance Work Systems. 

Revista Europea de Dirección y Economía de la Empresa, 20(2), pp.73-86. 
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3.2.3  Module 3: Selection of the most adequate blunder of HPWP. 
 

The “selection module” is the third step in the tailored process of identifying and selecting the blunder 

of most convenient and profitable High Performance Work Practices (HPWP) according to 

characteristics, needs and objectives of the company.  

This step is driven from the data obtained in the previous phases, particularly in the self-assessment. 

The outcomes provided by the managers of the enterprises during the self-assessments, will be feed 

in this module as parts of the selection process.  

As explained in previous sections, during the self-assessment, through the analysis and subsequent 

response to the different surveys and questions, the company’s managers should have done a self-

evaluation in order to detect the requirements and needs of their company, the areas where some 

changes and investments are needed and the existing procedures and HPWP correctly developed and 

implemented. The selection module will provide the enterprises with the information and guidelines 

required to conclude the process of selection of practices.  

During the selection module, the company’s managers will have the opportunity to: 

i) Prioritise the company’s objectives in term of company outcomes and performance and in 

terms of HPWP implementation. 

ii) Define a strategy for the implementation of HPWP, coherent and aligned with the objectives 

previously defined. 

iii) Select the set /blunder of practises that best feet its objectives in term of company outcomes 

and performance. 

Two main elements will influence the process of HPWP selection. On one side the level of maturity of 

the company regarding the HPWP, i.e. level of knowledge of the company in terms of HPWP and the 

current level of implementation of those practices in the company. This will define the starting point 

of each company and it will influence closely its strategy for HPWP. On the other side the link between 

HPWP and the range of organisational outcomes, over and above that of financial performance that 

the company pretends to improve through the implementation of HPWP. 

Therefore, the selection module has the following objectives: 

1. Guide company’s managers in the definition of consistent and achievable objectives. Provide 

also a strategy regarding HPWP that takes into account the actual HPWP maturity level 

(knowledge and implementation) of the company and also the company’s outcomes and 

performance objectives. 

 

2. Guide company’s managers in the process of identifying and selecting which HPWP will be 

more convenient for the achievement of the objectives previously defined.  

From the information obtained at the self-assessment, two scenarios and courses of action appears 

in the selection process.  
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Figure 11 - Scenarios in the HPWP’s selection process. 

The first scenario implies companies that are somehow familiarised with the concept of HPWP, have 

already implemented a few HPWP and obtained some benefits in different areas of performance of 

the enterprise. These enterprises know about the concept of HPWP, the positive effects of applying 

them and they might be interested in establish a relationship between the currently existing ones and 

the new practices that could help them to obtain higher benefits. The second scenario implies 

companies that have not any HPWP already implemented. HPWP’s strategy might be slightly different 

on both scenarios. 

In the first case, the company might want to reinforce and complement the blunder of HPWP already 

at the company. Setting the relationship between new and existing HPWP, and identify additional 

HPWP that reinforce company strategy without big extra costs, might be essential in this scenario. 

While on the second case, the company will face the challenge of implementing HPWP from the 

scratch, with the aim of achieving certain outcomes and performance improvements. Provide 

orientation on the set of HPWP more appropriate to the objectives and characteristics of the company 

becomes critical in this scenario.. 

To make proper decision managers need to understand how HPWP might influence different areas of 

performance of the company. This training module will illustrate these influences with success stories, 

best cases and conclusion from research studies as appropriate. 

The selection of the appropriate set of HPWP is a multi-criteria decision making problem that might 
involve many intangibles that need to be traded off. These intangible has to do with the outcomes 

and performance that are important for the company, as well with the resources available and the 
overall situation of the company.  
 

To decide which HPWP implement, SMEs managers have to set decision criteria and priorities, and 
evaluate the possible blunders of HPWP against such criteria and priorities. Decision-making will 
involve many criteria and sub criteria used to rank the alternatives of the decision. Not only do the 

company’s managers need to create priorities for the alternatives with respect to the criteria or 
subcriteria in terms of which they need to be evaluated, but also for the criteria in terms of a higher 
goal, or if they depend on the alternatives, then in terms of the alternatives themselves. It is important 
to mark that, since some of the criteria could be contrasting, it is not true in general that the best 

option is the one which optimizes each single criterion, rather the one which achieves the most 
suitable trade-off among the different criteria. Therefore, selecting the bespoke set of HPWP, 
according to the characteristics of the company becomes a complex multi-criteria problem, where 

both, subject and objective aspects could affect the result of the decision. 

•Additional HPWP without a high extra cost.

•Set relationship between new and old 
HPWP.

1st scenario:

HPWP already 
implemented

•Implementation of the most suitable 
HPWPs from the scratch

•Consider the objectives, characteristics and 
resources of the company. 

2nd scenario:

HPWP not yet 
implemented
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To support SMEs managers in this decision-making process the HiPAir’s project relays on the use of 

AHP. The Analytic Hierarchy Process (AHP), introduced by Thomas Saaty (1980), is an effective tool 
for dealing with complex decision-making, and may aid the decision maker to set priorities and make 
the best decision. By reducing complex decisions to a series of pairwise comparisons, and then 

synthesizing the results, the AHP helps to capture both subjective and objective aspects of a decision. 
In addition, the AHP incorporates a useful technique for checking the consistency decision of the 
maker’s evaluations, thus reducing the bias in the decision making process.  

 
The project will develop a SW tool, named “HPWP-AHP decision maker”, based on AHP application 
to help SMEs Managers in the decision of selection the set of HPWP to be implemented at their 

companies. This tool will consider a set of evaluation criteria, and a set of alternative options among 
which the best decision is to be made. Evaluation criteria will be related to the outcomes and 
performances the SMEs’ managers want to improve in their company and the set of alternative 

options to be evaluated will be the possible blunders or combinations of HPWP.  
 
The HPWP-AHP decision maker will generate a weight for each evaluation criterion according to the 
decision of the maker’s pairwise comparisons of the criteria. The higher weight, the more important 

corresponding criterion will be. Next, for a fixed criterion, the HPWP-AHP decision maker will assign 
a score to each option according to the decision maker’s pairwise comparisons of the options based 
on that criterion. The higher score, the better the performance of the option with respect to the 

considered criterion will be. Finally, the HPWP-AHP decision maker will combine the criteria weights 
and the options scores, thus determining a global score for each option, and a consequent ranking. 
The global score for a given option is a weighted sum of the scores it obtained with respect to all the 

criteria.  
 
The HPWP-AHP decision maker becomes a very flexible and powerful tool because the scores, and 

therefore the final ranking, are obtained on the basis of the pair wise relative evaluations of both the 
criteria and the options provided by the user. The computations made by the HPWP-AHP decision 
maker will always be guided by the decision of the maker’s experience, and the AHP can thus be 

considered as a tool that is able to translate the evaluations (both qualitative and quantitative) made 
by the decision maker into a multicriteria ranking. In addition, the HPWP-AHP decision maker will be 
simple because there is no need of building a complex expert system with the decision of the maker’s 

knowledge embedded in it.  
 

A. Duration 
 Duration of the module will be around 4 Hours. 

 

B. Intended Outcomes 

By the end of the module, the managers of the companies attending the training session should be 

able to: 

 Understand how HPWP influence different areas of performance of the company 

 Figure out the benefit they could obtain from the implementation of different set of practices. 

 Identify which low cost practices could be used to reinforce their current HPSP strategy, if it 

exists already one in progress. 

 Priorities the objectives of the company in term of company outcomes and performance and 

in terms of HPWP implementation. 

 Formulate the selection of HPWP as a business multi-criteria decision making process. 
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 Understand how multi-criteria decisions can be taken in their company.  

 Understand the principle of AHP for complex multi-criteria decisions 

 Apply the HPWP-AHPS decision maker, as supporting tool in the process of selecting HPWP. 

 Define consistent and achievable objectives and strategy for the implementation of HPWP, 

coherent and aligned with the objectives previously defined. 

 Identify which HPWP will be more convenient for the achievement of the objectives previously 

defined.  

 Select the set /blunder of practises that fit better with best their objectives in term of company 

outcomes and performance. 

 

C. Proposed Teaching and Learning Materials 
 

The module will be orchestrated as a workshop where students will be fundamentally guide by the 

trainers trough a practical and interactive process to assess themselves in the terms stated by the 

module objectives. Therefore, the materials used in this module will include only a few theoretical 

slides or text for definition of critical concepts or ideas, and a set of instruments designed to help the 

practitioners to exercise themselves through the process of self-assessment.  

 

This module considers the development of the following possible training materials: 

 

 HPWP-AHP decision maker tool 

- A brief introductory presentation based on a Power Point will be presented to the assistants 
in order to explain to them, which is the functioning of the tool. 

- The AHP tool should be provided to the managers. For using the AHP is necessary to have a 

computer available. 
- A brief survey/questionnaire will be done at the end in order to ask the assistants which things 

have impressed them and if the results that they have obtained are the expected ones. 

 

 Best Cases examples 

- Leaflets with the Best Cases analysed should be provided to the assistants. 
- If there is the opportunity, meetings and workshops with the managers and directors of some 

companies of the Best Cases analysed could be organized. 

- Auxiliary materials as videos or correspondence courses can be used also. 
 

 Prezi/Power Point presentations 

- The theoretical concepts and the background of the project could be presented to the 

assistants through this type of tool which is more dynamic and flexible. 
- In order to position the assistants, the content of the Prezi/Power Point presentations should 

include: the objective and definition of the HiPAir’s project, structure of the documents, 

methodology to obtain the information, results of the surveys and the conclusions extracted 
till the moment.  

 

 Concept map 

- The concept maps will help the managers or directors of interested companies to resume all 

the information and extract more concise conclusions. 
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 HPWP taxonomy:   

- List of HPWP as a reference guide to recognize, distinguish and identify the HPWP. It can 
provide assistance whenever the enterprise has to choose which HPWP wants to apply. The 
variety of possibilities that HPWP can cover will be seen with clarity thanks to this schema. 
One key concept must be remarked again during the exposition: the application of isolated 

HPWP is not as useful as the application of the practices in groups.  
 
 

D. Indicative Content 

The following sections and contents are envisaged in this module.  

1. Learning how best practices have benefit other companies. Research studies and Best 

Cases will be used to show enterprises where the implementation of HPWP has been 

successful, to show the average of advantages and benefits of the implementation of HPWP 

as well as to demonstrate the structure of the implementation in real cases is the intended 

outcome in this first chapter.  

 

2. Establish a relationship between certain practices and the results obtained by the 

company.  The objective of this topic is to show the relationships between certain practices 

or group of practices and the direct effect in the enterprise’s outcomes and performances. 

Different studies have come out direct relations between practices and positive or negative 

influences in aspects related with the performance of the employees or commitment; and also 

relationship between the application of certain group of practices and changes in the strategy 

of the enterprise. Outcomes of scientific and research studies will be used as reference to hold 

up the theoretical concepts and the relationship between HPWP and effects in human 

performance of the company. Depending on the characteristics of the enterprise or the 

objectives that the company wants to achieve, it can focus on implementation of practices to 

influence certain aspects of employees activity or influence the global strategy.  

 

The following relationships can be presented as part of this topic: 

 

a) Relationship between HPWP and different competitive strategies of the company: suits cost 

leadership 2, enterprise leadership3 and enterprise  standpoint strategies4.  

                                            
2The strategy of costs leadership is focused on the production of cheaper goods and services in order to compete with the other enterprises 
of the economic sector. The objective is minimize the costs of the enterprise, including the human resources department. The key points 
of the HPWP implementation according to this strategy might be: Outsourcing the recruiting and selection of employees; Reduce the costs 
associated to employees training and development; Simplify and automate employees work; Incentives and salary  based on the produced 
quantity; Strict and continued supervision. 
3 The distinction strategy is focused on the production of goods and services with unique characteristics and with the final purpose of 
distinguish the company products from the other enterprises. The key points of the HPWP implementation might  be: Favour the 
implementation of HPWP oriented to promotion of quality, innovation and active communication; Systematic recruitment and selection; 
Continuous training and development; Competitive salary; Performance evaluation. 
4 The standpoint and perspective strategy is focused in the design and production of goods and services with a certain level of complexity, 
quickly adaptable to changes in the consumers demand and centred in the necessities of specific market niches. The key points of HPWP 
implementation might be: Resolution of problems based on work groups; Employees commitment around objectives thoroughly defined; 
Flexibility and proximity to customer necessities; Base the HPWP implementation on creativity, cooperation, assumption of risks and active 
communication; invest in employees innovation and experimentation (reduce the pressure in front of occasional failures); Performance 
evaluation. 
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b) How the implementation of HPWP could help the same enterprise to achieve the benefits 

related with more than one competitive strategy5.  

c) Effect on labour rotation and productivity of personnel hiring, performance management 

system, rewards and incentives, training, employees’ commitment. 

d) Effect on organizational performance of training. 

e) Effect on market performance of personnel hiring. 
f) Effect on operational and financial performance of internal work-culture and HR practices. 
g) Effect on talented personnel commitment(staff retention) of team work, healthy 

relationship between collaborators, training, development of opportunities, salary (financial 
incentives) 

h) Effect on employee commitment and involvement/turnover intentions of  salary (financial 

incentives), job enrichment (opportunity of having a widest range of tasks and autonomy), 
job stability, staff association and cross-function teams, Kaizen – specific efforts on 
continuous improvement in work systems, self-managed or self-directed teams, flexible job 

descriptions and working (hours, locations, non-pay benefits like free meals or gifts…) 
i) Effect on learning and development capacity of multi-skill and continuous training and link 

promotion to attitude aspects (flexibility, cooperation…) 

j) Effect on personal selection and integration of selection criteria based on learning culture 
process, long term and stability contracts, welcome sessions and introduction programs 
(provide direction to the strategies of the enterprise and work people do), internal staff 

surveys, formal assessment tools for recruitment 
k) Effect on training and development skills of  annual review of employees training needs, 

training to perform multiple jobs, continuous skills development programmes, structured 

induction training, mentoring, coaching, tutoring, work design for improved performance 
 

3. Discussion about HPWP selection. The discussion should consist on an exchange of 

opinions of different companies about which could be the most important practices to apply 

considering the target objectives. Another important fact is motivate the participants to 

analyse which could be the HPWP that without a high cost represent the best option for 

the company considering the current activity and established procedures.  This part belongs 

to the first option explained before, with HPWP implemented and with the necessity to identify 

those that without a high extra cost can represent an important benefit. 

 

4. Prioritization of criteria and selection of practices. The end of the training process is 

the use of the HPWP-AHP decision maker tool to prioritize which are the criteria for the 
selection of HPWP. This final phase should be done once all the content and information about 

                                            
5 Is possible also to implement these practices in order to follow more than one strategy at the same time, however is important to notice 

that the relationship of each strategy with the HPWP implementation is not the same. The enterprise distinction and standpoint strategies 

have a positive relation with HPWP practices, so they promote the employees commitment, development and best practices. On the other 

hand, there is the cost strategy leadership that has a negative relationship with HPWP implementation because is focused on minimize the 

costs of the human resource department. Nevertheless, is possible to minimize also the costs using certain number of HPWP depending on 

the characteristics of the enterprise and the objectives it wants to achieve. The key point is find the implementation of these HPWP that 

does not represent a high extra cost and a big effort for the company. 

Finally, is important to remark again that there could be more than these three strategies presented before and the same enterprise can 

follow different ones at the same time. The idea is try to find the best option for each company combining the HPWP implementation in 

order to find these ones that fit better in company’s goals. 
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HPWP and its benefits has been taken into account. The correct identification of weaknesses 
and areas of improvement in the company imply a major benefit when the AHP tool is used.  

 
 

E. Additional Materials & References 

Materials: 

 HiPAir’s Report 
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3.2.4  Module 4: Evaluation of benefits.   
 

The “evaluation of benefits module” is the last step in the tailored process of identifying and 

selecting the blunder of most convenient and profitable High Performance Working Practices 

(HPWP) according to characteristics, needs and objectives of the company.  

This module responds to one of the main concerns of SMEs managers, as stated by the HPWP’s 

survey: the need for reliable assessment tools in order to demonstrate and measure the benefits of 

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

During this module, the company’s managers will have the opportunity to: 

i) Become familiar with different qualitative and quantitative approaches to measuring HPWP 

return /accountability, and with the top metrics used to measure the return form the 

investment in human resources programs. 

ii) Prepare themselves for measuring the benefits of HPWP implementation by performing a 

Return Of the Investment analysis of the implementation of HPWP. 

Quantitative evaluation and measurement of the benefits from investments in Human Resources 

programs has always been a point of controversy and debate. Fortunately, the HR profession has 

made much progress with measurement and evaluation. Since the 1960s, several measurement 

schemes have been used and the approaches have changed over time.  

For selected HR programs, sometimes an ultimate level of accountability is needed. That will be the 

case of HPWP’s programs, where senior managers, as well as other stakeholders, needs to understand 

the payoff of the HPWP, especially the ones that are mission critical, strategic, and consume many 

resources.  A cost benefit analysis, such as ROI, is highly recommended to be used in a very selective 

way, to allow the SME’s managers understand and evaluate the benefits they obtain from the 

implantation of HPWP. 

Therefore, the evaluation module has two main objectives: 

1. Provide the SME’s managers with the overall knowledge require for the evaluation of the cost 

and benefits of their investment in HPWP. 

2. Guide company’s managers in the process of implementing the ROI within their organization, 

to measure the Return of the Investment of the implementation of HPWP. 

In order to develop properly the evaluation of benefits derived at each company from the 

implementation of a set of HPWP, SME’s managers and HR responsible needs gain a deep 

understanding of how the benefits from different HR initiatives can be measured and evaluated 

properly. They need to get familiar with the various techniques and indicators currently used to 

evaluate results in areas such as overall workforce productivity, recruiting, retention, manager 

satisfaction, employee commitment and relations, etc,… 

They will also need to understand the rationality for implementing the ROI in the company and the 

step-by-step procedure for developing the actual ROI calculation. ROI steps involve:  
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i) To develop appropriate objectives for the HPWP initiative. These range from developing 
objectives for satisfaction, to developing an objective for the ROI;  

ii) To develop a detailed evaluation plan and a ROI analysis plan. The data collection plan 
indicates the type of data collected, the method for data collection, data sources, the 
timing of collection, and the various responsibilities for collection. The ROI analysis plan 

details how the HPWP initiative is isolated from other influences, how data are converted 
to monetary values, the appropriate cost categories, the expected intangible measures, 
and the anticipated target audience for communication. 

iii) Data collection during and after the implementation of the program. 
iv) Data analysis , including to isolate the effects of the program, convert data to monetary 

values, capture the program costs,  calculate the return on investment and identify 

intangible measures. 
 
Managers that have attended the previous of  HPWP training modules will be familiar with the first 

steps of the ROI process, as the definition of objectives and strategies has already been tackle in 

module 2: Self-assessment. 

To support SME’s Managers in this process HiPAir’s project will develop a SW tool, the HPWP ROI 

calculator, to guide the manager through the ROI analysis, particularly during the gathering and 

processing of the required information. The tool will contain the necessary elements to help the user 

to identify which have been the benefits obtained from HPWP implementation. In particular, for the 

first step of the ROI process (develop appropriate objectives for the HPWP initiative) the tool will 

incorporate results from the self-assessment module, where the managers had already identify what 

company outcomes and performance improvement they could achieve through the implementation 

of HPWP. The measuring of the benefit of the enterprise after HPWP implementation is based on the 

development of the ROI tool in the strict sense. Is necessary to collect the necessary data to be able 

to tabulate the cost of the HPWP’s program and then identify the tangible benefits. Moreover, 

intangible benefits could be found here considering other factors like surveys and in some cases 

another quick self-assessment process in order to identify in which areas the process have not had 

success. The concept of ROI and its application will be exercised by the usage of this HPWP ROI 

calculator. 

Finally, SMEs’ managers will need to perform a comparison between the situations of the company 

before and after the HPWP’s application has to be done.  

 

A. Duration 

 Duration of the module will be around 4 Hours 

 

B. Intended Outcomes 

 

By the end of the module, the managers of the companies attending the training session should 

be able to: 

 Known the most common tools, approaches, indicators and metrics for measuring the benefits 

from HR programs using a set of studies, articles and processes already implemented as a 

theoretical background.  

 Understand and implement the ROI process in their organisations. 
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 Develop appropriate objectives for the HPWP initiative, as part of the ROI process.  

 Develop a detailed evaluation plan and a ROI analysis plan.  

 Collect data required for the ROI analysis during and after the implementation of the program. 

 Perform the analysis of data required for the ROI evaluation. 

 Use the HPWP-ROI calculator for the evaluation of the benefits derived from the HPWP 

implementation. 

 Measure the differences between the situation in the company before and after HPWP 

implementation. 

 

C. Proposed Teaching and Learning Materials 

 

The module will be orchestrated as a workshop where students will be fundamentally guide by 

the trainers trough a practical and interactive process to assess themselves in the terms stated 

by the module objectives. Therefore, the materials used in this module will include only a few 

theoretical slides or text for definition of critical concepts or ideas, and a set of instruments 

designed to help the practitioners to exercise themselves through the process of self-assessment.  

 

This module considers the development of the following possible training materials: 

 

 Prezi/Power Point presentations 

- The theoretical concepts and the background of the project could be presented to the 

assistants through this type of tool which is more dynamic and flexible. 

- Slides or text for definition of critical concepts or ideas. Videos or animations could be also 

used to explain these critical concepts  

 

 Concept map: The concept maps will help the managers or directors of interested companies 

to resume all the information and extract more concise conclusions. 

 Surveys and examples of another approaches already elaborated. 

 Leaflets with compiled results and conclusions of another processes analysed through a ROI 

procedure. 

 Videos and documents/leaflets with gathered conclusions of enterprises which have 

implemented HPWP successfully.  

 HPWP-ROI calculator 

- A brief introductory presentation based on a Power Point will be presented to the assistants 

in order to explain to them which is the functioning of the tool. 

- The ROI tool should be provided to the managers. For using the ROI is necessary to have 

a computer available. 

- A brief survey/questionnaire will be done at the end in order to ask the assistants which 

things have impressed them and if the results that they have obtained are the expected 

ones. 
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D. Indicative Content 

The following sections and contents are envisaged in this module.  

1. Approaches to measuring HPWP (HR) return /accountability: 

- Qualitative vs Quantitative approaches. 

- Introductions to typical approaches: Employee Attitude Surveys , Case Studies, Auditing, Key 

Indicators, Cost Monitoring, Benchmarking, Profit Centre, Effectiveness Index, Performance 

index, Human Capital Measurement, and Return on Investment 

- Top metrics to measure HR ROI:  

- Workforce productivity: employee ROI (total dollar amount spent on labour costs/total 

revenue); Revenue per employee (total revenue/number of employees),… 

- Dollar-impact metrics: direct dollar impact of specific actions; revenue increase of reducing 

“position vacancy days” for revenue-generating jobs; revenue of actions to reduce 

turnover among top performers (assumed to increase revenue by three times their salary), 

etc,… 

- Top problem metric (biggest workforce “hot issue” and a metric for it): Recruiting and 

measure the quality of hire; Retention and measure the turnover rate of top-rated 

employees; Leadership and survey satisfaction of executive team, 

- Manager/employee satisfaction:  yearly satisfaction survey 

- Strategic metrics, easy to understand and populate. Dr Sulivan list of First-Tier metrics 

and Second- Tiers metrics. 

 

2. Selection of approaches. 

 

3. Qualitative approach assessment of performances. 

- Performance area identification. Indicators and metrics. Link with HPWP. 

- Designing a survey. 

- Processing data. 

- Extracting conclusions. 

 

4. Rationale for developing ROI: Client demands. Resource allocation. Desire to be leading edge. 

Consequences of ineffective HR practices. The need for balanced measures. Top executive 

requirement for HR contribution. Linkage of HR to strategic initiatives. 

 

5. Developing the ROI process: Evaluation planning, collecting data, tabulating the cost of the HR 

program, identifying intangible benefits,… 

 

6. Implementation of the ROI Process. Barriers to the ROI process & benefits of the ROI Process. 

Symptoms of the need for ROI. 

 

7. Development of a tool for qualitative /quantitative evaluation of the HPWP return: HPWPs ROI. 

 

8. ROI Operating Standards: Guiding principles for application of the HPWP ROI: A case study. 
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Materials: 
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3.3 Bock B: Training for HPWP implementation 
 

One of the main objectives of the HipAir’s project is provide the interested enterprises with a set of 

training materials and documents that could help the organizational managers to improve the activity 

of the company and gain some advantage respect the principal competitors. The emergence of 

multinational companies of notorious importance, together with the high level of competitiveness 

reinforce the vital importance of acquiring an advantage over other companies regarding the 

performance of the employees and commitment. The objective of the following Block B is provide the 

interested companies with the necessary transversal skills, as well as the specific and technical 

knowledge, for a right and correct HPWP implementation inside the organizational structure.  

Block B of the HPWP’s Curricula is organised in two modules that address specific training needs of 

HPWP: 

 Module 5- Transversal skills and competencies:  It identifies and proposes  skills and 

competences that the companies should pursue among its employees for a proper HPWP 

implementation, and that SME’s managers will need to acquire for a successful implementation 

of HPWP in their companies 

 

 Module 6- Training for specific practices implementation:  It identifies and proposes specific 

technical training for individual HPWP that might require, because its complexity, some ad-

hoc training or tuning process before its implementation inside a company. 

The structure and contents included in component B of the HPWP’s curricula are proposed based 

upon the results of the detailed analysis of the training users needs and training offer of HPWP, 

undertook in steps 4 and 5 of the methodology for the development of the HPWP’s Curricula). These 

steps consisted of an external and internal consultation process to detect and analyse the training 

needs and the training offer of the user regarding each HPWP identified in the project. 

 

3.3.1  Module 5: HPWP’s skills and competences 
 

 

This module of the curricula is intended to facilitate the learning process and integration of HPWP 

into different sectors of the company through the empowerment of the HPWP’s skills and 

competences considered substantial to each category of HPWP.  

HPWP’s skills and competencies can be defined as the cross and essential abilities and talents that 

the employees should in order to implement correctly the HPWP. The whole staff has to recognize 

this skills over different levels and positions inside the company for achieving the maximum level of 

efficiency in the learning process. That means core skills, basic skills or soft skills that becomes the 

cornerstone in the personal development of managers and employees to favour the successful 

implementation of HPWP. These transversal skills would help the managers and the responsible of 

the HPWP implementation to understand better what is needed for achieve a high level of 

performance. 
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Figure 12 - HPWP’ skills & competences. 

As a result of the survey performed in the first part of the HiPAir’s project, the most common HPWP 

applied in the aviation sector were gathered and classified. A list of five groups of practices has been 

elaborated, standing out the differences between each one of them. This classification will help to 

understand better what is needed to get a high level of performance in certain areas of activity. 

Therefore, the assessment of the HPWP’s skills and competences follows the same classification: 

 Selection and integration practices. 

 The involvement of the employees. 

 Internal communication. 

 Training. 

 Reward and commitment. 

The content of the sections presented right after identifies which skills and competences have been 

considered essential to each of the previous five group of practices, so that the interested 

organizations taken them into account in their skills/competences development programs.  

 

3.3.1.1  Selection and integration 

 

The selection and integration process is the first key factor to obtain a good development and 

performance of the company. A good integration within the philosophy and main goals of the 

enterprise, as well as inside of the work methodology will help to achieve a good efficiency and 

decrease the employee turnover.  

Practices like interviews, theoretical tests, welcome sessions or internship programs are actually used 

by different companies in order to establish along their staff a high employee commitment and a 

certain level of knowledge to ensure good work practices and performance.  

The following skills and competences have been found substantial for the application of selection and 

integration practices. 

 

 

HPWP 
practices 

identified in  
companies

Target groups HPWP's  SKILLS 
& 

COMPETENCES

Highlights

•Correct implementation

•Achieve the intended 
outcomes

•Comprehension of the 
content of each practice



O2/D2 Outline of HPWP Training package:  
Training Curricula for effective implementation of HPWP in aeronautical SMEs. 

   

56 
 

 

 

3.3.1.2  Employees involvement 

 

A high involvement of the employees in the different activities of the company, as well as its values, 

mission and objectives will help to reduce the turnover intentions. A high involvement can be achieved 

providing the employee with different flexibility programs related with labour conditions, engagement 

surveys in order to know the level of satisfaction or programs that promote innovation and personal 

and collective enrichment as KPI or formation meetings.  

The commitment with the enterprise will increase notoriously if the employees feel comfortable with 

their work conditions and the annual targets are achievable. Another important factor is the personal 

fulfilment inside the company and the feeling of each employee about the importance of their 

activities inside the targets of the enterprise. Job enrichment is important in order to provide each 

person with different activities and goals to accomplish and because of that, increase the engagement 

with the company. 

The following skills and competences have been found substantial for the application in the 

involvement of the employees practices. 

  

TABLE 2 - SELECTION AND INTEGRATION HPWP’s 
SKILLS AND COMPETENCES 

Ability to identify problems 
and their causes 

The company must to know its weaknesses and why the 
performance is not effective. 

Knowledge to propose 
solutions 

Self-knowledge is essential to use the tools and strengths of 
the company to propose solutions. 

Monitoring ability There should be a certain control in all the processes and 

activities in order to guide the employees to the expected 
outcomes. 

Results assessment 

 

The enterprise must analyze the results together with the 

employees and check if the results obtained are the expected 
ones.  

Ability to identify 

companies’ HR needs 
 

The HR department should be connected with the other 

departments in order to identify better the requirements and 
needs. 
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TABLE 3 - EMPLOYEES INVOLVEMENT HPWP’s SKILLS 
AND COMPETENCES  

Ability to identify problems 

and improvement needs 
(lacks, resources, 

causes…) 

The company must identify the problems related with the 

performance of the employees and the principal causes. A 
deep analysis of the lacks and weaknesses of the 
organization and its goals should be done also. 

Knowledge and capacity 
to propose solutions 

 

Self-knowledge is essential to use the tools and strengths 
of the company to propose solutions. Continuous and 
proactive communication with employees is essential. 

Autonomous and 
proactive 

 

The employee must have the initiative and capacity to solve 
the problems and prevent the future events. The capacity 

to get ahead the company objectives is essential. 

Monitoring ability 
 

There should be a certain control in all the processes and 
activities in order to guide the employees to the expected 

outcomes.  

Planning 
 

Establish periodic goals, objectives and reviews in order to 
control, motivate and make and assessment of the process. 

Communication skills 
 

Communicate the main ideas, procedures and techniques 
with easiness and in a direct and explicit way. 

Accountability 

 

Have the responsibility to lead, control and review the 

different processes established related to employees 
commitment. Trust in tools and staff of the company. 

Leadership and discipline 

 
 

Acquire the essential qualities to develop important tasks: 

confidence, organization, discipline, anticipation… 
 

Flexibility and dialogue Trust in the relationship with employees. Have an open and 

trustfully communication. Identify the individual needs of 
the employee and relate them with the HR needs and goals 
of the organization. 

Ability to lead with the 
customers/suppliers ‘s 

goals 

Identify the needs of the users and be able to accomplish 
the expectations and give value to enterprise activity lead 
by the employees of different areas.  

Results assessment 
 

The enterprise must analyze the results together with the 
employees and check if the results obtained are the 
expected ones. Use assessment tools in the process of 

employees annual review evaluation. 
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3.3.1.3  Internal communication 

 

The communication between different sectors of the enterprise is necessary in order to have a 

coordinate action among the different departments that permits the company to lead its activities 

under the same model of performance and towards the same targets and established goals.  

The proactive and dynamic communication with employees using different channels (communication 

packages, meetings, intranet, questionnaires…) will help to upgrade the level of trustfulness between 

the company and the staff. The continuous communication will permit to identify better the lacks, 

problems or needs and necessities of improvement. The employees will find a better response in front 

of their necessities and demands and that will influence in a positive way in their work efficiency and 

obtained results. It is necessary to have a certain range of transversal skills that allow the enterprise 

to maintain and elaborate good channels of communication. 

The following skills and competences have been found substantial for the application of internal 

communication practices. 

 

 

  

TABLE 4 - INTERNAL COMMUNICATION HPWP’s SKILLS 
AND COMPETENCES  

Freely communication 

 
 

That skill will increase effectiveness of communication 

between employees and the organization. The relationship 
between senior staff and employees must be close enough 
to favour the exchange of information. 

Knowledge to build and 
maintain an internal system 

of communication 

 

Use the internal system as a communication tool to increase 
the knowledge of the employees about the organization and 
their level of the identification with the enterprise. 

Empathy and 
communication skills 

 

Have an active channel of freely communication about ideas 
for the projects, lacks of the enterprise, needs, proposals… 

Everyone should feel comfortable to express different points 
of view.  

Detailed analysis of 

different options 
 

Ability to collect different key information and reach an 

agreement between different proposals. Listen other 
participants and their contributions in order to find the best 
option.  
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3.3.1.4  Training 

 

Training for employees is essential in order to have a good performance and activity of the company. 

The employees of different areas should have certain knowledge in order to be able to work in 

different fields. The dynamism and sustained training will help to have an enterprise with different 

possibilities and with a range of employees that could work for diverse objectives.  

Once the employee is inside the company, the training process should not be stopped. It is important 

to provide the staff with challenges, incentives or plans for development of specific skills and 

competences. Moreover, promote talent and give facilities to employees to continuous their formation 

through courses or studies programs will stimulate the good performance and work. Commitment for 

women promotion and work equality will help to obtain sensitivity in front of the gender equality 

issue. 

The following skills and competences have been found substantial for the application of training 

practices. 

 

TABLE 5 - TRAINING HPWP SKILLS AND COMPETENCES 

 

 
Gender equality 

 

Sensitivity to gender equality issue. Avoid salary discriminations 
and trust in women’s capacities to leader projects and guide a 

group of employees. 

Knowledge and 
capacity to propose 

solutions 
 

Self-knowledge is essential to use the tools and strengths of the 
company to propose solutions. These solutions must response 

to the needs and requirements of the training processes 
(development plans, coaching, mentoring, tutoring, specific 
skills...) 

Monitoring Objectives 
 
 

There should be a certain control in all the processes and 
activities in order to guide the employees to the expected 
outcomes. 

 

Identify the key talents 
 

Spot talents during the recruitment, selection and assessment 
processes. Manage the competences of the employees during 

the team forming for enhancement of the team performance. 

Enthusiasm  
 

Have enough motivation to assume the challenges proposed by 
the company. 

Discipline 
 

Acquire the essential qualities to develop important tasks: 
confidence, organization, discipline, anticipation… 

Autonomous and 
Proactive 

 

The employee must have the initiative and interest to acquire 
the knowledge to help the enterprise to achieve the proposed 

objectives. 

Communicate adequate 

information 
 

The content of the courses or training programs must be 

focused on the sectors or areas of knowledge where the 
enterprise wants to improve. 
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3.3.1.5 Reward and commitment 

 
There are multiple ways to reward the employees for the accomplishment of the objectives and the 
fulfilment of the expected performance. Depending on the strategy of the company, the rewards may 

be given as a salary rise or as forming programs, working flexibility, compensation, bonuses... 
 
The rewards are important inside the philosophy of the company because they help to increase the 

employee commitment due to the work convenience, salary incentives and flexibility to mix the labour 

life with personal life. Compensation plans lied to production, flexible work conditions, bonus related 

with objectives achievement or salary increments are some examples of typical rewards that can be 

provided to employees. 

The following skills and competences have been found substantial for the application of reward and 

commitment practices. 

 

 

  

TABLE 6 - REWARD AND COMMITMENT HPWP SKILLS 
AND COMPETENCES 

Ability to identify 
companies and 

Employees needs 

 

The company must identify the problems related with the 
commitment of the employees and the principal causes. A deep 
analysis of the causes and where it would be the best solution 

must be done. 

Motivation and 
leadership 

Is necessary to motivate the employees in order they have 
interest to course the proposed training programs. 

Knowledge and 
Capacity to propose 

solutions 

Self-knowledge is essential to use the tools and strengths of 
the company to propose solutions 

Monitoring ability 
 

There should be a certain control in all the processes and 
activities in order to guide the employees to the expected 
outcomes. 

Results assessment The enterprise must analyze the results together with the 
employees and check if the results obtained are the expected 
ones.  
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3.3.2  Module 6: Training for the implementation of specific HPWPs. 
 

This module of the curricula covers the training requirements of those HPWP that might require, 

because of its complexity, some ad-hoc training or tuning process before its implementation inside a 

company. The following sections provide, for the most common HPWP at aviation SMEs, detailed 

guidance about the: 

 Target groups of the training program.  

 Training needs and objectives. 

 Required skills and competences. 

 Estimated duration. 

 Recommended training method and format. 

 Pre-requisites for participants. 

Depending on the complexity of each HPWP, the information provided could be more or less 

extensive, but in all the cases, it institutes ad-hoc curricula for each one of the analysed practises. 

 

3.3.2.1  Selection and integration 

 

Ad-hoc curricula are presented in this section for the following HPWP: 

 Interviews, theoretical tests. 

 Welcome sessions. 

 Introduction programs (new-employees). 

 Internship programs. 

 Search of talented people in collaboration with universities and other training institutions. 

 Preparation of job description and selection procedures. 

 IPT (Integrated Production Team Structure) 

 Company suggestion system 

 Structured orientation program for newly On-boarded employees 
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TABLE 7 - INTERVIEWS, THEORETICAL TESTS 

 

HR PRACTICES 

IDENTIFIED IN 
COMPANIES 

Target groups 

of the training 
program  

Training needs Transversal Skills 
Duration  

Method and Format  

 

 
Requirements 
from 
participants  

 

Interviews, 
theoretical tests 

 HR Managers 

 Team/Group 

Leaders 
 Business 

owner / 

Executive 
Director 

 

 Structure and 

design of 
functional profiles 

 Work Planning 
 RH Policy 

 Team’s Aptitudes 
(1) 

 Team’s 
Attitude(2) 

 Possibility of 

action in the team 
(3) 

 Ability to follow 
the methodology 
(4) 

 Ability to identify 
companies HR 
needs 

 Knowledge and 
Capacity to 

propose 
solutions 

 Autonomy and 

Proactivity 
 Monitoring ability 

 Results 
assessment 

25 hours 

 

It is divided into four 
parts: 
 First Module:  

HR Techniques 
 Second Module: 

Recruitment and 
selection phases 

 Third Module: 

Staff Admission 
 Fourth Module: 

Personnel 
Database 

 

 
 
 

 
 
 

N/A 

 
(1) It is understood by “person’s aptitude” having adequate knowledge about technical aspects and having the ability to use them. (KNOW + KNOW-

HOW = APTITUDE)  
(2) It is understood that although a person had huge aptitude, it is necessary to have willingness to obtain maximum performance. We have to assure 

people also want to “know-how” (PREDISPOSITION) 

(3) It is understood that people who have the best aptitude and attitude should be allowed to take part in the tasks, not leaving them without doing 
anything. Usually  factors which make difficult the work activity are outside influences like the team leader’s behaviour.  

(4) It is understood that although the team is composed by high quality people, it may fail due to lack of the method. A method which has been accepted 
by all  members will help to keep the attention in the problem.   
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TABLE 8 - WELCOME SESSIONS 
 

HR PRACTICES 

IDENTIFIED IN 
COMPANIES 

Target groups of 

the training 
program  

Training needs Transversal Skills 
Duration  

Method and Format  

 

 
Requirements 
from 

participants  
 

Welcome 
sessions 

 HR Managers 

 Team/Group 
Leaders 

 Business owner 
/ Executive 

Director 

 

 
 

 Structure and 

design of 
functional 

profiles 
 

 Work Planning 

 
 RH Policy 

 
 Team’s 

aptitudes, 

attitudes, 
possibility of 
action in the 

team and ability 
to follow the 
methodology.  

 

 Ability to identify 
companies HR 

needs  
 

 Knowledge and 

Capacity to 
propose solutions 

 
 Autonomy and 

Proactivity 

 
 Monitoring ability 

 
 Results 

assessment 

50 hours 

 

 

It is divided into four 
parts: 
 

 First Module:  HR 
Technical 
management 

 
 Second Module: 

HR Techniques 
 
 Third Module:  

RH Internal 
training 

 
  Fourth Module: 

RH Administrative 

procedures 
 

 
 
 

 
 
 

 
 

N/A 
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TABLE 9 - INTRODUCTION PROGRAMS (NEW-EMPLOYEES) 
 

HR PRACTICES 
IDENTIFIED IN 
COMPANIES 

Target groups 
of the training 
program  

Training needs Transversal Skills 
Duration 

Method and Format  

 

Requirements 
from 
participants 

 

Introduction 
programs 

(new-

employees) 

 HR Managers 
 Team/Group 

Leaders 
 Business 

owner / 
Executive 
Director 

 

 

 Structure and 
design of 

functional 
profiles 
 

 Work Planning 
 
 RH Policy 

 
 Team’s 

aptitudes, 
attitudes, 
possibility of 

action in the 
team and ability  
to follow the 

methodology.  

 

 
 Ability to identify 

companies HR 
needs  
 

 Knowledge and 
Capacity to 

propose 
solutions 

 

 Autonomy and 
Proactivity 

 

 Monitoring ability 
 

 Results 
assessment 
 

50 hours 

 

 

It is divided into four 
parts: 
 

 First Module:  
HR Technical 

management 
 

 Second Module: 

HR Techniques 
 
 Third Module:  

RH Internal 
training 

 
  Fourth Module: 

RH Administrative 

procedures 
 

 

 
 
 

 
 
 

 
 
 

N/A 
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TABLE 10 - INTERNSHIP PROGRAMMES 
 

HR PRACTICES 
IDENTIFIED IN 

COMPANIES 

Target 
groups of the 

training 
program  

Training needs  Transversal Skills  
Duration  

Method and Format  

 

Requirements 
from 
participants  

 

Internship 
programmes 

 HR Managers 
 Team/Group 

Leaders 
 Business 

owner / 
Executive 
Director 

 

 Structure and 

design of 
functional profiles 
 

 Work Planning 
 
 RH Policy 

 
 Team’s aptitudes, 

attitudes, 
possibility of action 

in the team and 
ability to follow the 
methodology.  

 

 

 Ability to identify 
companies HR 

needs 
 
 Knowledge and 

Capacity to 
propose 
solutions 

 
 Autonomy and 

Proactivity 
 
 Monitoring 

ability 
 
 Results 

assessment 
 

50 hours 

 

 

It is divided into four 
parts: 
 First Module:  

HR Technical  
Management 

 
 Second Module: 

HR Techniques 

 
 Third Module: 

RH Internal 
training 

 

 Fourth Module: 
RH Administrative 

procedures 
 

 

 

 
 
 

 
 
 

 
N/A 
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TABLE 11 - SEARCH OF TALENTED PEOPLE IN COLLABORATION WITH UNIVERSITIES AND 
OTHER TRAINING INSTITUTIONS 

 

HR PRACTICES 
IDENTIFIED IN 

COMPANIES 

Target groups 

of the 
training 
program 

Training needs Transversal Skills 
Duration  

Method and 
Format  

 
 

Requirements 
from 
participants  

 

Search talented 

people in 
collaboration 

with universities 

and other 
training 

institutions 

 RH Direction 

/Managers 
 Team/Group 

Leaders 
 R&D Director/ 

Manager 
 Business 

owner / 
Executive 
Director 

 

 

 Structure and 
design of 

functional profiles 
 

 Work Planning 

 
 RH Policy 

 
 Team’s aptitudes, 

attitudes, 
possibility of 
action in the team 
and ability to 

follow the 
methodology.  

 

 Ability to identify 

companies HR 
needs  
 

 Knowledge and 
Capacity to 

propose 
solutions 

 

 Autonomy and 
Proactivity 

 
 Monitoring 

ability 

 
 Results 

assessment 

25 hours 

 

 
It is divided into four 

parts: 
 First Module:  

HR Techniques 
  

 Second 

Module: 
Recruitment and 
selection phases 

 
 Third Module:  

Staff Admission 
 

  Fourth 

Module:  
Personnel 
Database 

 

 
 

 
 
 

 
 

N/A 
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TABLE 12 - PREPARATION OF JOB DESCRIPTIONS AND SELECTION PROCEDURES 
 

HR PRACTICES 
IDENTIFIED IN 

COMPANIES 

Target groups 
of the training 

program  

Training needs  
Transversal 

Skills 
Duration  Method and Format  

 
Requirements 
from 

participants  

 

Preparation of 
job descriptions 

and selection 

procedures. 

 HR Managers 
 Team/Group 

Leaders 
 Businessmen 

 

 Structure and 

design of 
functional 
profiles 

 
 Work Planning 

 
 RH Policy 

 

 

 Ability to 
identify 
companies HR 

needs  
 

 Knowledge to 

propose 
solutions 

 

 Results 

assessment 

50 hours 

 

It is divided into two 
parts: 
 First Module: 

Session or 
Classroom Level 

(Based on 
relationship and 
communication 

skills) 
 

 Second Module: 

Practice at the 
work place (Based 
on analysing 

technical and 
methodological 
aspects) 

 

 

 
 
 

 
 
 

 
N/A 
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TABLE 13 - INTEGRATED PRODUCTION TEAM STRUCTURE 
 

HR PRACTICES 
IDENTIFIED IN 

COMPANIES 

Target groups of the 
training program 

Training needs  Transversal Skills  Duration  
Method and 

Format 

 

Requirements 
from 
participants 

 

IPT 

(Integrated 
Production 

Team) 
Structure 

 General Manager/ 

Managers 
 HR managers  

 HR specialists 
 HR department 

employees 

 
 

 Multidisciplinary - 

all team 
members/functions 
working together 

towards a common 
goal. 
 

 Integrated, 
concurrent 

decision-making 
 

 

 Planned integration 
among teams 
towards company 

goals 
 

 
 Special 

communication 
skills due to the 
different profiles 

and 
backgrounds of 
organization 

members  
 

 Being able to 

work as a team 
towards a 
common 

objective 

 

2 days 

 Seminar 
 

 In class 
training 

 
 

 Learning 

tools 

 
 
 

 
 
 

N/A 
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TABLE 14 - COMPANY SUGGESTION SYSTEM 

 

HR PRACTICES 
IDENTIFIED IN 

COMPANIES 

Target groups of the 
training program 

 

Training needs 
Transversal 

Skills 
Duration 

Method and 
Format 

Requirements 
from 

participants 

Company 
Suggestion 

System 

 HR managers  
 HR specialists 

 HR department 
employees 

 

 Application of 
communication 

tools and methods 
for increasing 
organizational 

performance. 
 

 Improvement of 

employee’s 
awareness at 
company level 

 
 

 Improvement of 

safety 
 

 

 Self-awareness 

 
 Ability to 

identify 
problems and 
points 

susceptible to 
improvement  

 

 
 Thinking 

outside the box 

1 day 

 Slides 
 

 Real cases 
application 

 

 
 
 

 
 

N/A 
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TABLE 15 - STRUCTURED ORIENTATION PROGRAM FOR NEWLY ON-BOARDED EMPLOYEES 

 

HR PRACTICES 
IDENTIFIED IN 
COMPANIES 

Target groups of the 
training program 

 

Training needs Transversal skills Duration 
Method and 

Format 

Requirements 
from 
participants 

Structured 
Orientation 

Program for 
Newly On-
boarded 

Employees 

 HR managers 
 HR specialists 

 
 

 Team building 
programs 

according to the 
office/factory 
culture 
 

 Transferring 
relevant and 

sufficient 
information to 
new employees  

 
 

 To be able to 

motivate 
 

 To be able to 

summarize a 
big amount of 

information 
 

 

 Empathy  

1 day 

 Seminar 
 

 Best practice 

sharing 
sessions 

 
 

 
 
N/A 

 

 



 O2/D2 Outline of HPWP Training package:  
              Training Curricula for effective implementation of HPWP in aeronautical SMEs  
 

71  

3.3.2.2  Employee’s involvement. 

 

Ad-hoc curricula are presented in this section for the following HPWP: 

 Functional flexibility program (mobility inter and intra-department). 

 Suggestion programs. 

 Organisational climate and satisfaction survey. 

 Employee engagement survey. 

 Individual development plan. 

 Performance appraisal. 

 KPI for teams. 

 Annual objectives for each employee, individual and/or global. 

 Kaizen meetings (presentation of improvement projects, which grant gift points). 

 Continuous improvement system (Kaizen, TQM, etc). 

 

3.3.2.2.1 Functional Flexibility Programs. 

 

Functional Flexibility Programs allow employees to combine skills and competencies in order to 

increase their mobility across the various production channels or different departments of the 

company. 

Adopting a strategic approach to flexibility ensures it is viewed as an important organisational issue. 

When issues are seen as organisational, rather than individual, it is understood that they need to be 

dealt comprehensively, taking into account every part of the organisation.  

Research shows that functional flexibility is a key driver of employment decisions and job 

performance. For organisations, there is an immediate opportunity to improve their overall position 

by offering flexible working arrangements: 

- Flexibility has significant potential to improve attraction and retention 
- Flexibility can significantly improve productivity 

- Flexibility can result in cost base reduction  
 

Functional Flexibility is not only a benefit to business, it also benefits employees who can experience 

less stress, improved job satisfaction and better health outcomes. However, this could not be 

achieved if the systems, structures and workplace culture did not adequately support functional 

flexibility.   

Furthermore, this strategic approach enables internal decision makers to make choices that support 

the overall business direction. This is one of the roles of a functional flexibility program, so as to 

enable decision making as well as support implementation more broadly.  

Functional flexibility relies on extensive training and thus it is likely to be pursued when there is no 

longer a stable relationship between employees and organisation.  
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During the training day, the target groups of the training program will learn how to develop a 

Functional Flexibility Program: 

 

Figure 13 - Functional flexibility programs 
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Flexibility 
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TABLE 16 - FUNCTIONAL FLEXIBILITY PROGRAM 

HR PRACTICES 

IDENTIFIED IN 
COMPANIES 

Target groups of 

the training 
program 

Training needs Transversal Skills Duration 
Method and 

Format 

 
Requirements 

from 
participants 

 

Functional 

Flexibility 
Program 

 HR Managers 

 HR Specialists 
 HR Department 

Employees  

 Skills, abilities 

and 
competencies of 

the employees 
selected to the 
program 
 

 Tasks which are 
developed in 

each department 

 
 

 Ability to verify if it 
is necessary to 
apply this Functional 

Flexibility Program 
 

 Ability to 

communicate with 
the employees in an 

open and trustfully 
way 

 

 
  Capacity of using 

the assessment 

tools in processes of 
Functional Flexibility 
Programs 

 
 

1 day 
Workshop 

  Slides  

 
 Power Point 

Presentations 
 
 Real Cases of 

application 

 
 

 
 
 

 
 
 

 
 

    N/A 
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TABLE 17 - SUGGESTION PROGRAMS 

 

HR PRACTICES 
IDENTIFIED IN 
COMPANIES 

 

Target groups of 

the training 
program 

Training needs Transversal Skills 
Duration 

Method and Format 

 
Requirements 

from 
participants 

 

Suggestions 

Programs 

 RH Managers 
 Team/Group 

Leaders 
 Business owner 

/ Executive 
Director 

 All employees  

 

 
 

 Structure and 
design of 
functional 

programmes 
 

 Work Planning 

 
 RH Policy 

 
 Team’s 

aptitudes, 
attitudes, 
possibility of 

action in the 
team and ability 
to follow the 

methodology.  

 

 
 Ability to identify 

Problems and 
Improvement 
needs  

 
 Knowledge and 

Capacity to 
propose 
solutions 

 

 Autonomy and 
Proactivity 

 
 Monitoring 

ability 
 
 Results 

assessment 
 

50 hours 

 

 

It is divided into four 
parts: 
 First Module:  

HR Techniques 
  

 Second Module:  

HR Technical 
management 

 
 Third Module:  

RH Internal and 

External training 
 

  Fourth Module:  

RH Administrative 
procedures 

 

 
 

 
 
 

 
 
 

      
N/A 
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TABLE 18 - ORGANIZATIONAL CLIMATE AND SATISFACTION SURVEYS 
 

HR PRACTICES 

IDENTIFIED IN 
COMPANIES 

 

Target groups 
of the 
training 

program  
 

Training needs 
Transversal 
Skills Duration 

Method and Format 

 

Requirements 
from 

participants 

 

Organizational 
Climate and 
Satisfaction 

Surveys 

 HR Managers 

 Team/Group 
Leaders 

 Business owner 

/ Executive 
Director 

 All employees  
 

 

 

 Structure and 
design of 

functional 
profiles 
 

 Work Planning 
 
 RH Policy 

 
 Team’s 

aptitudes, 
attitudes, 

possibility of 
action in the 
team and ability 
to follow the 

methodology.  

 

 
 Ability to 

identify 
Problems and 
Improvement 

needs  
 

 Knowledge and 

Capacity to 
propose 
solutions 

 
 Autonomy and 

Proactivity 
 Monitoring 

ability 

 
 Results 

assessment 
 

 

50 hours 

 

 

It is divided into four 
parts: 
 First Module:  

HR Techniques 
  

 Second Module: 
HR Technical 
management 

 
 Third Module:  

RH Internal and 
External training 
 

  Fourth Module:  
RH Administrative 
procedures 

 

 
 
 

 
 
 

 
 
 

N/A 
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TABLE 19 - EMPLOYEE ENGAGEMENT SURVEY 
 

HR PRACTICES 

IDENTIFIED 
IN 

COMPANIES 

 

Target 
groups of the 

training 
program  

Training needs  
Transversal 

Skills  Duration  
Method and Format 

 

Requirements 
from 

participants 

 

Employee 

Engagement 
Survey 

 HR Managers 

 Team/Group 
Leaders 

 Business 
owner / 

Executive 
Director 

 All employees  

 

 

 Structure and 

design of 
functional profiles 

 
 Work Planning 
 

 RH Policy 
 

 
 Team’s aptitudes, 

attitudes, 

possibility of 
action in the 
team and ability 

to follow the 
methodology.  

 Ability to identify 
Problems and 
Improvement 

needs  
 

 Knowledge and 

Capacity to 
propose 

solutions 
 
 Autonomy and 

Proactivity 
 
 Monitoring ability 

 
 Results 

assessment 

50 hours 

 

 

It is divided into four 
parts: 
 

 First Module:  HR 
Techniques  

 
 Second Module: 

HR Technical 

management 
 
 Third Module:  

RH Internal and 
External training 

 
  Fourth Module:  

RH Administrative 

procedures 
 

 

 
 
 

        
 
                                                                                                                                                                                                                                                                          

 
N/A 
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TABLE 20 - INDIVIDUAL DEVELOPMENT PLAN 

 

HR PRACTICES 
IDENTIFIED 

IN 
COMPANIES 

Target groups 
of the training 

program 
Training needs Transversal Skills 

Duration 
Method and 

Format 

 

Requirements 
from 

participants 
 

Individual 
development 

plan 

 HR Managers 
 Team/Group 

Leaders 
 Business 

owner / 
Executive 
Director 

 All employees  

 

 Structure and 

design of 
functional profiles 
 

 Work and 
personal Planning 

 
 

 Team’s aptitudes, 

attitudes, 
possibility of 
action in the team 

and ability to 
follow the 
methodology.  

 

 Ability to identify 
Problems and 

Improvement 
needs  
 

 Knowledge and 
Capacity to 

propose solutions 
 
 Autonomy and 

Proactivity 
 
 Monitoring ability 

 
 Results 

assessment 

50 hours 

 

 
It is divided into four 

parts: 
 
 First Module:  

HR Techniques  
 

 Second 
Module: HR 
Technical 

management 
 
 Third Module:  

RH Internal and 
External training 

 
  Fourth 

Module:  

RH 
Administrative 
procedures 

 

 
 

 
 
 

 
 
 

 
 

N/A 
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3.3.2.2.2 Performance appraisal. 

 

The HPWP called performance appraisal is based on completing performance reviews by different 

employees of the company (all levels); then,establish an annual performance review conversation. 

Formal performance reviews are a crucial part of the ongoing dialogue between managers and their 

employees. The objectives of the review are to make sure that employee and manager share a clear 

definition of the job, an understanding of performance expectations for the position, and an 

assessment of the employee's performance.  

This performance appraisal must use a multi-rater review. This kind of review which includes feedback 

from employee's customers and coworkers can be particularly helpful. While compiling the data from 

a multi‐rater review requires some additional time from the manager, these reviews may identify 

excellent performance or improvement areas which are not visible to the manager.  

A multi-rater performance review is developed in 4 steps: 

1. Establish a set of three or four simple questions (or any other format listed in the next table) 
to be sent to the employee’s customers, coworkers, and/or direct reports. Or, with the aim 
ofa more collaborative process, ask the employee to suggest some possible review questions. 

2. Identify specific individuals to be asked for feedback, and give the employee the opportunity 
to suggest names as well. Due to some multi-raters may not be able to participate, feedback 
should be requested from 3 to 5 individuals in each category (e.g. customers, coworkers, 

direct reports…). This ensure that there will be ample feedback and comments can be 
consolidated for reporting without attribution.  

3. Send requests for feedback no later than 3 weeks before the review conversation, asking for 

completion within 2 weeks. This gives the manager one week to prepare for the performance 
review conversation.  

4.  Send all feedback directly to the manager so the comments can be compiled without 
attribution. To encourage candor, remind raters that their feedback will be presented to the 

employee without attribution.   
 

 

Figure 14 - Performance Appraisal. 
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Example of questionnaire for multi-rater reviews:  

For Coworkers 

 What would you say are (person's name) areas of expertise? 
 What skills/attributes does (person's name) bring to the team/area? Are there things you wish 

he/she would do less of or do differently? 
 How would you comment on (person's name) professional development over the past year? 

 If you were creating a development plan for (person's name) what would you include? 
 

For Customers 

 What are the two or three most helpful things (person's name) has done in his/her work with 
your area/group? 

 What do you wish he/she had done/would do more of? 
 What do you wish he/she had done/would do less of, or do differently? 

 If you were doing this person's review, what might you recommend for his/her professional 
development? 

 
For Direct Reports 

 What are the two or three most helpful things (person's name) has done to contribute to your 

successful work? 
 What do you wish he/she had done/would do more of? 

 What do you wish he/she had done/would do less of, or do differently? 
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TABLE 21 - PERFORMANCE APPRAISAL 

 

HR PRACTICES 
IDENTIFIED IN 

COMPANIES 

Target groups of the 

training program 

Training 

needs 
Transversal Skills Duration 

Method and 

Format 

 

Requirements 
from 

participants 

 

Performance 
Appraisal 

 Administration 

 Team/Group Leaders 
 All employees (All-E) 

 Customers 
 Coworkers        

 Team’s 
Aptitudes 

  
 Team’s 

Attitude  

 

 Communication 

skills 
 

 Accountability 

 
 Monitoring 

ability 

*See the chart 
in the previous 

page 

 

 
 Multi-rater 

review 
 

 Questionnaires 

 
 Performance 

Test 
 
 Essay 

evaluation 
 
 Ranking 

 
 Checklist 

 
 

 

 
 
 

 
 
 

 
N/A 
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3.3.2.2.3 KPI for teams. 

 

Key Performance Indicators play an indispensable role in project management and aid in measuring 

the success or failure of project activities. Understanding KPIs and selecting the ones that are best-

suited to measuring a specific project team’s performance is not always easy. Key Performance 

Indicators (KPIs) serve an essential role as a key measure of how effectively a project has performed 

in relation to identified, required and agreed-upon strategic objectives.  Determining the success of 

projects and project activities without KPIs turns into a guessing game where goal attainment cannot 

be quantified.  

The type of KPIs vary depending on Critical Success Factors (CSF) like industry, product or 

service, and stakeholder business and operational strategies. Nonetheless, KPIs must be clearly 

identified, achievable, and quantifiable in an appropriate form and within specified parameters in 

order to be completely suitable for a given project. For example, if one CFS of a new software business 

is to develop a Web-based portal in which a specified number of new customers will sign up for a 

monthly subscription service, then a relevant KPI could be quantitative in nature – e.g.numbers of 

new subscribers. When deciding on what KPIs are to be used, first, you should clearly and accurately 

define critical success factors, and then identify which KPIs are more accurately and directly tied to 

the CSFs. 

KPIs measuring team’s performance will likely be more qualitative in nature. But a process or 

quantitative metric could also be used to evaluate teams – depending on the nature of the project, 

product service or industry – since team and individual activities may involve the utilization of specific 

processes or quantifiable activities to accomplish goals.  

 

 Figure 15 - KPI for teams. 
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TABLE 22 - KPI FOR TEAMS 

HR PRACTICES 
IDENTIFIED IN 

COMPANIES 

Target groups 
of the training 

program 

Training needs Transversal Skills Duration 
Method and 

Format 

Requirements 
from 

participants 

KPI for Teams 

 HR Managers 

 HR Specialists 
 HR 

Department 
Employees 

 Team/Group 

Leaders 
  

 
 

 Support of the 

team’s members 
to develop the 

KPIs. 
 

 Enhancement of 

the effectiveness 
of the project 
and processes.  

 
 Team Leaders 

aptitude  
 
 Team Leaders 

attitude  
 

 

 

 Ability to analyse 
team members’ 
resources, lacks, 

needs, abilities… 
 

 The skill Ability to 

analyse project’s 
resources, lacks, 

needs… 
 
 Ability to 

communicate and 
collect the adequate 
information. 

 
 Accountability 

 
 
 Monitoring ability 

 

3 hours 

 
(3 blocks)  

 

 

 Slides 
 

 Power Point 
Presentation 

 

 
 
 

 
 
 

 
    N/A 
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TABLE 23 - ANNUAL OBJECTIVES FOR EACH EMPLOYEE, INDIVIDUAL AND/OR GLOBAL 

 

HR PRACTICES 
IDENTIFIED IN 

COMPANIES 

Target groups 
of the training 

program 

Training 

needs 
Transversal 

Skills 
Duration 

Method and 

Format 

Requirements from participants 

Annual 
objectives 

for each 
employee, 
individual 

and/or  
global 

 HR 
managers 

 HR 
specialists 

 HR 
department 

employees 
 Managers6 

 Assessment 
of the 

employees 
from the 
organization 

performance 
perspective. 

 

 Use of the 
employee’s 

assessment 
as a base of 
their 
remuneration 

 

 

 Ability to verify if 

the employees 
achieve their 

organizational 
goals. 

 

 Ability to 
communicate 
with the 

employees in an 
open and 
trustfully way, 

giving them the 
feeling of safety. 

 

 The skill of using 
the assessment 

tools in processes 
of employees 
annual 

evaluation. 

3 days 

Workshop with 

PowerPoint 
presentation.  

Participants will 

get to know the 
criteria and 
methods of the 

employee’s 
assessment, and 
how to interpret 

its results in 
order to 
evaluate the 

team, 
organization and 
individual 

performance. 

Aptitudes: General knowledge about the 
organization and its structure. 
Knowledge and understanding of the 

organization’s HR strategy and the role 
of the employee’s assessment in it. 
Knowledge and skills to conduct the 

assessment. 

Attitude: openness, trustworthiness, 
carefulness about people. 

 Empowerment: position of the HR 
manager, specialist or being a part of the 
team conducting assessment practices 

in organization. 

Ability to follow the methodology: HR 
activity are important and properly 

estimated in organization by the board 
and the employees, results of the 
assessment are crucial for the 

remuneration policy in the organization 
and the next HR practices offered to the 
employee. 

                                            
6 It depends on who is the person responsible for the employees assessment, it may only be the HR department or  it may be done with the manager of the 

employee 
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3.3.2.2.4 Kaizen meetings (presentation of improvement projects which grant gift points). 

 

Kaizen is a Japanese work philosophy which essentially means “continuous improvement”. Kaizen 

events or Kaizen meetings aim to harness the ideas and creativity of the company workforce in 

creating a steady improvement in a specific area.  

Successfully implemented, a good kaizen event can make major improvements. Typical events are 

generating 20% to 100% improvements in areas such as efficiency, quality and delivery performance. 

In addition, it often generates significant savings.  

Kaizen meetings are appropriate when there is an urgent need for solution (competitive crisis, high 

customer dissatisfaction…), there are big impact projects (significant impact on sales and profits, 

bottlenecks…) and when something cannot tolerate prolonged disruption. In general terms, Kaizen 

meetings should happen on a regular basis and whenever there is a problem or a change which needs 

to be addressed in the organisation. 

Kaizen meetings bring together small groups of people in the company with the aim of addressing a 

particular work area. The attendees generally include a team of both workers and managers who 

work together to find effective solutions to identified problems. Essentially, a Kaizen team is 

comprised of participants, a leadership team and a Kaizen facilitator. 

Kaizen meetings are often planned using “value stream mapping” (VSM) so as to target the right 

areas for improvement. By means of a lean exercise, participants are able to see and understand the 

flow of material and information through the value stream. However, Kaizen events cannot solve any 

problem within an organization by just preparing a meeting. It is necessary to apply some analysis 

methods in these Kaizen sessions (some are listed in “Method and Format” section of the next tables).  

 Facilitator: 

 
Will be need someone to lead and facilitate the Kaizen event in order to make it successful. It should 

be someone experienced in lean techniques and philosophies for running these types of events. A 

good facilitator can help the team to stay on track and pull them in the right directions to achieve the 

best possible results.  

Failing in choosing the facilitator can lead to events in which nothing is achieved and attendees will 

become confused and disheartened with the process. As a consequence, it could be useful to choose 

external aid by a consultant.  

The Kaizen facilitator is 100 percent dedicated to planning and executing kaizen meetings. He or she 

drives the lean initiative in the company and keeps management accountable for providing the 

support needed. Between his or her tasks, it is found: 

- Responsible for encouraging the Kaizen team to discuss critical issues openly. 

- Choose the right lean management tools which would provide solutions to the critical issue.  
- Define the subject of the brainstorming session and write it down for the team to see.  
- Facilitate, organize and moderate the discussions.  

- Responsible for making sure that the Kaizen team keeps focus on the issue and follows the 
problem solving process. 

http://www.brighthubpm.com/resource-management/71640-what-does-kaizen-mean/
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- Responsible for reaching conclusions.  
 

For all these reasons, if the company decides to develop this role internally, a concrete worker or the 

leader of the selected area for the event must receive a specific training:  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

TABLE 24 - KAIZEN FACILITATOR 
 

HR PRACTICES 

IDENTIFIED IN 
COMPANIES 

Target 
groups of 

the training 

program 

Training 
needs 

Transversal 
Skills 

Duratio
n 

Method 
and Format 

KAIZEN 

FACILITATOR 

 

 Team/Gro
up Leader 

of the 
selected 
area 

 
 Manager 

(Concrete 

worker)  
 

 

 Team’s 

Aptitudes  
 

 Team’s 
Attitude  

 

 Planning 

 
 Communicatio

n skills 
 
 Accountability 

 
 Monitoring 

ability 

Depends 
on the 
course 

 Coaching 

 
 Specific 

Course 

Offered 
by a 
consultan

cy  
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 Other Kaizen Members: 

The rest of the members who will attend the Kaizen Event should receive a general information about 

this HPWP. They must know which the objectives of this event are, how it will develop, which the 

different phases are, how long it will take…  

 

 Kaizen Meeting Duration 

 

Previous to Kaizen event, it is necessary to identify three aspects which are critical for a good 

development of this HPWP: 

 

1. Selecting an area: during the company’s operation, it may have identified several high-priority 
Kaizen opportunities through Value Stream Mapping. Some additional selection ideas which  might 
be used for a first Kaizen event are: 

- Select an area which has a relatively sound process and a high likelihood of success. It is 
important to quickly succeed in the first Kaizen event to build momentum for the subsequent 
events.  

- Select an area that will be good for visibly demonstrating improvement to the rest of the 
organization.  

- Select an area that is small and self-contained.  

-  
2. Select Team Members: a good Kaizen team, which ranges from 6 to about 12 members, should 

include the following: 

- Workers from the selection area (about 50%) 
- Maintenance person 
- People from: production control, quality, design engineering, manufacturing engineering, 

warehouse… 
- Customers, suppliers and consultants as needed 

TABLE 25 - KAIZEN MEETINGS 
 

HR 

PRACTICES 
IDENTIFIED 

IN 

COMPANIES 

Target groups 
of the training 

program 

Training 

needs 

Transversal 

Skills 
Duration 

Method 
and 

Format 

KAIZEN 
MEETINGS 

 

 Team/Group 
Leader of the 
selected area 

 
 Selected 

Workers of 
the area 

 

 

 Team’s 
Aptitudes 

  
 Team’s 

Attitude  
 

 
 Planning 

 
 Communication 

skills 
 
 Accountability 

Monitoring 
ability 

30-60 
minutes 

 Short 

Meeting 
with 

Slides  
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- Kaizen Facilitator (Kaizen event leader, who should not be from the particular area selected. 
In the first few Kaizen events it is recommended to be professionally conducted, select a 

consultant that has experience conducting such events). At the end of this document it is 
deeply reflected which are the tasks of this roll.  
 

3. Preparing the area: it is necessary to gather all the information related with the selected area for 
the Kaizen event: layouts or drawings, flow charts, procedures...  It should be collected the data 
provided by the KPI (Key Performance Indicators) and the VOC (Voice Of the Customer) as well 

as statistics, outgoings and results.  
In addition, specific supplies will depend on the area in which the Kaizen event is being done.  

 

 DAY 1: CURRENT STATE DOCUMENTATION  
- Inform the participants (objectives of the Kaizen event and individual responsibilities) 

- Kaizen process should be physically viewed (observing procedures, VOC synthesis, identify 
elements of waste and future conditions that will create additional changes…) 

- Create first draft of the detailed VSM 

 

 DAY 2: CURRENT STATE EVALUATION 

- Quantify the impact of the waste in term of processes’ metrics 
- Take time studies, identify and prioritize bottlenecks 
- Update VSM 

- Begin “root cause analysis” (Cause & Effect Making, Failure Made and Effect Analysis (FMEA)) 
-  For example, in relation with manufacturing, the OEE (Overall Equipment Effectiveness) metric 

should be discomposed to understand the losses in the line capacity and identify important 

losses to be eliminated or reduced.  

All these tasks should be done by applying different methods and formats: brainstorming, Six-

Sigma Type Analysis, TQM (Total Quality Management), Re-engineering, Statistics, Time series 

charts and Pareto charts, Histograms… This day represents a critical input in the Kaizen Meeting.  

 DAY 3: CHARACTIZE FUTURE STATE, PLAN IMPLEMENTATION  

- Develop and prioritize solutions, plans, changes… 
- Develop new scenarios with new standard work combinations  

- Define resources and timing 
- Develop the future state of the VSM to illustrate the impact of the changes 
- Begin the solution implementation 

 

 DAY 4: IMPLEMENT FUTURE STATE 

- Intense focus on implementing the changes with minimal impact on the operation  
- Pilot the new process  
- Coordinate the resources and equipment  

 

 DAY 5: OPERATIONALIZE FUTURE STATE AND DEBRIEF   

- Launch the new process for regular processing of demand  
- Prepare a report based on the results achieved on this day  
- Prepare final documentation and approvals  

- Conduct a post-mortem event, capturing best practices and learnings to be applied in future 
Kaizen Meetings 
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** In a more specific way, the main tasks which should be developed in each day are shown some 

pages below. 

Figure 16 - Kaizen meetings training duration
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TABLE 26 - CONTINUOUS IMPROVEMENT SYSTEM (KAIZEN, TQM…) 

 

HR PRACTICES 
IDENTIFIED IN 

COMPANIES 

Target groups of 
the training 

program 
Training needs 

Transversal 

Skills 
Duration Method and Format 

Requirements 
from 

participants 

Continuous 
Improvement 

System (Kaizen, 
TQM…) 

 Direction 

 Administration 
 Team/Group 

Leaders 
 All employees 

(All-E) 

 
 Team’s 

Aptitudes  
 

 Team’s 

Attitude  
 
 Possibility of 

Action in the 
team  

 
 Ability to 

follow the 
methodology  

 
 

 Ability to 

identify 
problems and 
their causes 

 
 Knowledge to 

propose 

solutions 
 
 Monitoring 

ability 
 

 Results 
assessment 

5 days 

 

It is divided into two parts: 
 
 First Module: 

Session or 
Classroom Level 
(Based on relationship 

and communication 
skills) 
 

 Second Module: 
Practice at the work 

place (Based on 
analysing technical 
and methodological 

aspects) 
 

 

 
 
 

 
 
 

 
        N/A 
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3.3.2.3  Internal communication. 

 

Ad-hoc curricula are presented in this section for the following HPWP: 

 Communication packages for employees. 

 Intranet. 

 Webinars. 

 Communication meetings (involving all the workers, who may present their options and 

suggestions to improve company’s procedures). 
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TABLE 27 - COMMUNICATION PACKAGES FOR EMPLOYEES 

 

HR PRACTICES 
IDENTIFIED IN 

COMPANIES 

 
Target 

groups of 

the training 
program  

Training needs 
Transversal 

Skills Duration 
Method and 

Format 

Requirements from 
participants 

Communication 

packages for 
employees 

 HR 

managers  
 HR 

specialists 
 HR 

department 
employees 

 Application of 

communication 
tools and 

methods in a 
process of 
increasing 

organization 
performance. 
 

 Growing 
employee’s level 
of the 

identification 
with the 
organization. 

 
 

 Improvement of 

the 
communication 
processes in 

organization. 

 
 Ability to build 

the internal 
system of 
communication. 

 
 Ability to use 

communication 
processes to 
increase 

employee’s 
knowledge  

 
 

 Ability to build 
employer 

brands through 
communication 
processes. 

1 day 
The 

workshop 

Aptitudes: general knowledge about 
the organization and its structure. 
Knowledge and understanding of 

the organization’s communication 
strategy and instruments. 

Attitude: openness. 

Empowerment: position of the HR 
manager, specialist or being a part 
of the team responsible for the 

communication system and 
practices in organization. 

Ability to follow the methodology: 

communication system is important 
and properly estimated in 
organization by the board and the 

employees, procedures of 
communication within the 
organization exist and are realized 
through organizational policy. 
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TABLE 28 - INTRANET 
 

HR PRACTICES 
IDENTIFIED IN 

COMPANIES 

 

Target groups 
of the training 

program 

Training 
needs 

Transversal 
Skills 

Duration Method and Format 

Requirements from 

participants 

Intranet 

 IT specialists  

 All 

employees 

Using the 

internal 
communicat
ion system 

in 
organization 

Ability to use the 

Intranet and 
thanks to that 
increase 

effectiveness of 
communication 
between 

employees and 
organization and 
between 

employees 
because of that 

Course for IT 

specialist- 3 
days. 

Course for 

employees- 2 
days 

The course has 
technical character.  

I part is recommended 

for IT specialists who 
learn firstly: how to 
administrate the 

Intranet and how to 
solve technical 
problems with it; 

secondly, how to teach 
the other employees to 
use the intranet. 

II part is dedicated to 
all employees within 
organization. It is 

conducted by the 
internal IT specialists 
who teach how to use 
the Intranet. 

Aptitudes: General knowledge 
about the organization and its 

structure, knowledge and 
understanding of organization’s 
communication strategy and 

communication instruments. 
Basic knowledge about how to 
run the computer hardware. 

Attitude: openness, willingness 
to gain some new skills and 
knowledge. 

Possibility of Action in the team 
(empowerment): Intranet is 
available and useful in 

employee’s everyday work. 

Ability to follow the 
methodology: having proper 

tools to communicate and use 
the Intranet (e.g. laptop, 
access to the Intranet etc) 
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TABLE 29 - WEBINARS 

 

HR 

PRACTICES 
IDENTIFIED 

IN 

COMPANIES 
 

Target 
groups of 

the 
training 
program 

Training 
needs 

Transversal 
Skills 

Duration Method and Format 

 

Requirements from participants 

Webinars 

 IT 

specialists  

 All 

employees 

Use of  IT 
tools in the 
effective 
enhancement 

of the 
knowledge 
management 

process and 
communication 
in the 

organization. 

Use the 
Webinars by 
employees 

and get the 
knowledge 
they need. 

I block. 

Course for 
the IT 
specialists- 
2 days 

II block.  
Course for 
the rest of 

the 
employees- 
2 days. 

III block.  
Course for 
the all 

employees- 
1 day. 

The course has technical 
character. 

I part is dedicated to the 
IT specialists, who learn 
how to organize, 
administrate Webinars and 

how to solve the problems 
with it. They gain also the 
knowledge about ways to 

teach the rest of the 
employees. 

II part is dedicated to the 

rest of the employees. 
Conducted by the IT 
specialists who teach how 

to use Webinars. 

III part is led by external 
trainers 

Aptitudes: General knowledge about the 
organization and its structure, knowledge 
and understanding of organization’s 

communication strategy and 
communication instruments. Basic 
knowledge about how to run the 
computer hardware.  

Attitude: openness, willingness to gain 
some new skills and knowledge. 

Empowerment: Webinars are available 

and useful in employee’s dayly work. 

Follow the methodology: communication 
system and knowledge management are 

important and properly estimated in 
organization by the board and the 
employees, knowledge management 

strategy is integrated with the 
communication system. Employees have 
proper tools to communicate and use 

Webinars. 
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3.3.2.3.1 Communication meetings. 

 

We become part of groups in order to satisfy needs that we cannot meet on our own. By gathering 

with others, we pool our knowledge and experience to make decisions and accomplish tasks more 

efficiently than we could do individually. 

Good staff communication is essential to business success and consistent, regular staff meetings are 

beneficial to all. Holding regular scheduled communication meetings with employees in the workplace 

will greatly enhance the communication efforts. Employees who can count on constantly meetings 

with fellow co-workers and their manager will feel more ownership of the work they do. Furthermore, 

these employees will feel a sense of trust from a leader which includes them in the planning and 

processes.  

Different types of communication meetings have different goals. The purpose of an informational 

meeting is to disseminate information to the meeting participants. In discussion-oriented meetings, 

participants provide input to solve a problem. Motivational meetings are mean to improve the morale 

and attitude of employees, so that they can make changes and meet the goals the business is trying 

to accomplish…  

 

Figure 17 - Communication meetings. 

WORKSHOP
The target groups of this training program will learn:

•Make sure your message is heard

•Listen to your employees and the rest of the members

•Create feedback mechanisms

•Prepare and Design Agenda

•Professionalism

•Decide the place of the meeting

•Time & Timing

•Use the knowledge gathered

•(...)
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TABLE 30 - COMMUNICATION MEETINGS 
 

HR PRACTICES 

IDENTIFIED IN 
COMPANIES 

Target groups 

of the training 
program 

Training needs Transversal Skills Duration 
Method and 

Format 

Requirements 

for 
participants 

Communication 
Meetings  

 HR Managers 
 Company 

CEOs 
 Department 

Heads 
 Team/Group 

Leaders 

 All employees 
  

 Support of the 
team’s members to 

develop the 
meetings. 
 

 Enhancement of 
the effectiveness 
of the project, 

processes, general 
operation, 
company...  

 
 Team Leaders and 

employees 
aptitude  

 
 Team Leaders and 

employees attitude  

 

 Ability to freely 
communicate 

ideas, lacks, 
needs, 
proposals…  

 
 Ability to analyse 

the different 
options and 
collect the key 
information 

 
 Ability to reach 

an agreement 
with the other 
members 

 
 Ability to listen to 

the other 

participants and 
their 
contributions 

 
Workshop  
5 hours 

 
 

 Slides 
 

 Power Point 
Presentations 

 
 Discussions  

 

 
 
 

 
 
 

 
 
 

 
   N/A 
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3.3.2.4 Training. 

 

Ad-hoc curricula are presented in this section for the following HPWP: 

 Mentoring, coaching and tutoring. 

 Talent development program to women-leadership in aeronautics industry. 

 Specific training plans based on competences/skills matrix in order to answer identified gaps 

and support lifelong learning processes. 

 Scholastic program. 

 Post-graduate studies. 

 Language courses. 

 Training technical and non-technical (internal and external courses). 

 Excellence achievement programme. 

 Employee action plan. 

 Talent identification and development plan (2/3 years). 

 Leadership development program 
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3.3.2.4.1 Coaching, mentoring & Tutoring. 

 

Organizations are realizing the benefits of developing talent through coaching, mentoring and tutoring 

programs. These programs harness the value of internal employee resources to develop others, which 

saves time, cost and increases overall employee satisfaction. They can produce improved 

relationships and teamwork between staff at different levels. Employees increase job satisfaction, 

which improves productivity and quality, and there is an overall improved use of people, skills and 

resources, as well as greater flexibility and adaptability to change.  

Coaching, mentoring and tutoring are part of educational training to develop people in the 

professions. There are several similarities and differences in the main issues involved in these three 

types. They are related to self-development, professional growth and career development of the 

coachee/mentee/tutoree.  

 

 

Figure 18 - Coaching, mentoring & Tutoring. 
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TABLE 31 - COACHING, MENTORING & TUTORING 
 

HR PRACTICES 

IDENTIFIED IN 
COMPANIES 

Target 
groups of the 

training 

program 

Training 
needs 

Transversal Skills Duration 

Method 

and 
Format 

Requirements 
for 

participants 

Coaching, 

Mentoring & 
Tutoring 

 HR 
Specialists 

 Senior 
employees 

 Coach/ 

Mentor/ 
Tutor 

 Departmen
t Heads 

 Team/Grou

p Leaders 
  

 
 Ability with 

relationships 
 

 Coach/Ment

or/Tutor’s 
aptitude  

 
 Coach/Ment

or/Tutor’s 
attitude  

 Enthusiasm 

 Ability to stimulate 

people and 
encourage a 
positive attitude to 

learn 
 Ability to 

communicate the 

adequate 
information. 

 Ability to analyse 

the coachee 
/mentee/ tutoree’s 

lacks, needs, 
abilities…  

 Accountability 

 Discipline 
 Monitoring ability 

 

3 BLOCKS 
(1 DAY) 

 

They are 
dedicated to 

learn the three 

types of 
relationships 

 

 
 
 

 
 
 
 

 
 
 

 Slides 

 
 Power 

Point 

Presenta
tions  

 

 
 
 

 
 
 

 
 
 

    N/A 1 BLOCK 

COACH-

COACHEE  

2 BLOCK 

MENTOR-

MENTEE  

3 BLOCK 

TUTOR-

TUTOREE  
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TABLE 32 - TALENT DEVELOPMENT PROGRAM TO WOMEN LEADERSHIP  

 

HR PRACTICES 
IDENTIFIED IN 

COMPANIES 

Target groups 

of the 
training 
program 

Training needs 
Transversal 

Skills Duration 
Method and 

Format 

 

Requirements 
for 

participants 

Talent 

development 
program to 

women-leadership 

in aeronautics 
industry 

 HR 
Managers 

 Team or 

Group 
Leaders 

 Business 
owner 

 

 Structure and 

design of 
functional 
programs 

 
 Work Planning 

 
 RH Policy 
 

 Team’s aptitudes, 
attitudes, 

possibility of 
action in the team 
and ability to 

follow the 
methodology  

 
 Sensitivity to 

gender equality 
issue 
 

 Knowledge and 
Capacity to 
propose 

solutions 
 
 Monitoring 

Objectives 
 

 Knowledge 
about 
Aeronautic 

Industry  
 
 Results 

assessment 
 

50 hours 

 

It is divided into four 
parts: 
 

 First Module: HR 
Techniques 

  
 Second Module: 

Basic concepts of 
management 
control 

 
 Third Module: 

Budget 

Implementation 
and budgetary 
control  

 
 Fourth Module:  

Internal control 
systems 

 

 
 
 

 
 
 

 
 
 

 
N/A 
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TABLE 33 - SPECIFIC TRAINING PLANS BASED ON COMPETENCES/SKILLS MATRIX IN ORDER TO 

ANSWER TO IDENTIFIED GAPS AND TO SUPPORT LIFE-LONG LEARNING PROCESSES 
 

HR PRACTICES 

IDENTIFIED IN 
COMPANIES 

Target 
groups of the 

training 

program 

Training needs 
Transversal 

Skills Duration 
Method and 

Format 

Requirements 
for 

participants 

Specific training plans 
based on 

competences/skills 

matrix in order to answer 
to identified gaps and to 
support life-long learning 

processes 

 HR 
Managers 

 Team or 
Group 

Leaders 
 Business 

owner 

 

 
 

 Structure and 
design of 

functional 
programs 
 

 Work Planning 
 
 RH Policy 

 

 Team’s 

aptitudes, 
attitudes, 

possibility of 
action in the 
team and 

ability to 
follow the 
methodology  

 

 Ability to 

identify 
companies and 

Employees 
needs 
 

 Knowledge and 
Capacity to 
propose 

solutions 
 
 Monitoring 

ability 
 

 Results 
assessment 

50 hours 

 

It is divided into four 
parts: 

 
 First Module: HR 

Techniques 
  
 Second Module: 

Basic concepts of 
management 
control 

 
 Third Module: 

Budget 
Implementation 
and budgetary 

control  
 
 Fourth Module:  

Internal control 
systems 
 

 
 

 
 
 

 
 
 

 
 
 

         N/A 
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TABLE 34 - TALENT IDENTIFICATION AND DEVELOPMENT PLAN (2/3 YEARS) 
 

HR 
PRACTICES 

IDENTIFIED 
IN 
COMPANIES 

 

Target 
groups of 
the 

training 
program  

Training 
needs  

Transversal Skills Duration  

Method 

and 
Format  

 

Requirements from participants  

Talent 

identification 
and 

development 

plan (2/3 
years) 

 HR 

managers  

 HR 

specialists 

 HR 

department 

employees 

Enhancement 

of the 
effectiveness 
of the talent 

management 
process. 

 Ability to identify the key 

talents for the 
organization and the 
talents shortage. 

 
 Ability to spot talents 

during the recruitment, 

selection and assessment 
process. 
 

 Ability to manage 

employee’s competences 
during the team formation 

for enhancement of the 
team performance. 
 

 Ability to choose the 
proper strategy and 

actions for developing the 
competences of the 
employees 

3 days 
The 

workshop 

Aptitudes: General knowledge about 
the organization and its structure, 
knowledge and understanding of 

organization’s HR strategy. General HR 
knowledge and psychological skills to 
support the employees in their 

vocational development. 

Attitude: openness, trustworthiness, 
carefulness about people. 

Empowerment: position of the HR 
manager, specialist or being a part of 
the team conducting developmental 

practices in organization. 

Ability to follow the methodology: HR 
activity is important and properly 

estimated in organization by the board 
and the employees, developmental 
practices are part of the realized 
organizational policy. 



O2/D2 Outline of HPWP Training package:  
Training Curricula for effective implementation of HPWP in aeronautical SMEs. 

   

102 
 

 

TABLE 35 - EMPLOYEE ACTION PLAN 

HR 
PRACTICES 
IDENTIFIED 

IN 
COMPANIES 

Target 

groups of 
the training 

program 

Training needs Transversal Skills Duration Method and Format 

 

Requirements from 
participants 

Employee 
Action Plan  

 HR 

managers  
 HR 

specialists 
 HR 

departmen
t 
employees 

 Building and 
using 
Employee 

Action Plan as 
a part of 
individual 

development 
plan, 
complementary 

to the HR 
strategy of the 
organization. 

 
 Support of the 

employees in 

their vocational 
development.  

 Ability to analyze 
the employee’s 
resources, lacks, 

needs and 
development. 
 

 Ability to 
communicate, 

collect the 
adequate 
information and 

build trust in the 
relationship with 
the employee. 

 
 

 Ability to match 
the proper 

developmental 
actions with the 
identified 

individual needs.  

 

3 blocks 

 
Several 
months of 

evaluation 
and 
monitoring  

I block, 2 days: 
organization-employee 
contact and 

communication. 
Identification of 
employee’s skills, 

competences and lacks, 
how to use the 
diagnostics tools. 

II block, 1 day: 
Employee Action Plan, 
key information, how to 

build it. 

III block, 2 days:  
Psychological aspects of 

the change.  How to 
identify the employee’s 
key skills and make it part 

of the Employee Action 
Plan. 

Aptitudes: General knowledge 
about the organization, its 
structure and HR strategy. 

General knowledge of 
psychological skills to support 
the employees in their 
vocational development. 

Attitude: openness, 
trustworthiness, carefulness. 

Empowerment: position of the 

HR manager, specialist or being 
a part of the team conducting 
developmental practices in 

organization. 

Follow the methodology: HR 
activity is important and 

properly estimated in 
organization by the board and 
the employees  
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3.3.2.4.2 Excellence achievement program. 

 

Achieving Excellence is a dynamic supply management strategy that provides a framework for the 

employees to follow so they can be sure they are pursuing a shared vision and commitment. The 

Excellence Achievement Program is based on a cycle which begins with the setting and 

communication of goals with the customers of the company. The second phase of the program 

involves giving performance feedback to the customers, so they can identify specific performance 

gaps. In the next phase of the cycle, a plan is developed so as to achieve necessary improvement. 

In the final phase, the company recognizes and rewards the customers for constantly meeting or 

exceeding goals. 

All this cycle could be implemented with others participants of the company too: suppliers, advisers, 

carriers, shareholders… 

Excellence Achievement Programs are designed to nurture successful relationships through a 

consistent evaluation process that promotes communication and continuous improvement. 

Involvement, commitment, trust, cooperation, and teamwork are the basic principles of this kind of 

programs.  
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TABLE 36 - TRAINING TECHNICAL AND NON-TECHNICAL  

HR PRACTICES 
IDENTIFIED IN 

COMPANIES 

Target groups 
of the training 

program 
Training needs 

Transversal 

Skills 
Duration Method and Format 

Requirements 
from 

participants 

Training 
technical and 
non-technical 

(internal and 
external 
courses) 

 
 Managers 

 Team/Group 
Leaders 

 All employees  
 

 

 Team’s 
aptitudes, 

attitudes, 
possibility of 
action in the 

team and 
ability to 
follow the 
methodology  

 
 

 Ability to 
identify 
Problems and 

Improvement 
needs  
 

 Knowledge and 
Capacity to 

propose 
solutions 

 

 Autonomy and 
Proactivity 

 

 Monitoring 
ability 

 
 Results 

assessment 
 

 

50 hours 

 

 
It is divided into four 
parts: 

 
 First Module:  HR 

Techniques  
 

 Second Module: 

HR Technical 
management 

 

 Third Module:  
RH Internal and 

External training 
 
  Fourth Module:  

RH Administrative 
procedures 
 

 
 

 
 
 

 
 
 

 
 
 

N/A 
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TABLE 37 - LEADERSHIP DEVELOPMENT PROGRAM 

 

HR PRACTICES 
IDENTIFIED IN 

COMPANIES 

Target groups of 

the training 
program 

 

Training needs 
Transversal 

Skills 
Duration 

Method and 
Format 

 

Requirements 
from 

participants 

Leadership 
Development 

Program 

 Managers 

 HR Managers 

 HR specialists 

 

 Empower the 

company by 
upskilling the future 
leaders (leaders and 

seniors). 
 

 Necessary tool for 

recruitment 
 

 

 Spotting talents 

during the 
recruitment, 
selection and 

assessment 
processes. 
 

 Being able to 
assess, analyse and 

foresee company’s 
future expectation. 
 

 Leadership 

 
 Teamwork 

 
 

 Motivation 

  
 Communication 

 
 

 Self-awareness 
 

 Reasoned 
decision-

making 
 

 

 Self-discipline 

 
 Ability to learn 

 

50 hours 

 Slides 
 

 Workshop 
 

 

 Real cases 
application 
 

 In class 
application 

 

 

 

 

 

N/A 
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3.3.2.5  Reward and commitment. 

 

Ad-hoc curricula are presented in this section for the following HPWP: 

 Compensation plans (production, administrative, management…). 

 Flexible working conditions. 

 Rooms for nursing mothers. 

 Retention policy. 

 Standardized job roles. 

 Compensation bonuses related with objectives achievement. 

 Salary increment related to/with objective review. 

 Employment relations 
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TABLE 38 - COMPENSATION PLANS 
 

HR PRACTICES 
IDENTIFIED IN 

COMPANIES 

Target groups 
of the training 

program 
Training needs 

Transversal 

Skills Duration 
Method and 

Format 

 
Requirements 

from 
participants 

Compensations 
plans 

(production, 
administrative, 
management, 

etc.) 

 HR Managers 

 Team/Group 

Leaders 
 Business 

owner / 

Executive 
Director 

 

 Structure and 
design of 

functional profiles 
 Work Planning 
 RH Policy 

 Team’s aptitudes, 

attitudes, 
possibility of 
action in the team 

and ability to 
follow the 
methodology  

 Ability to 

identify 
companies 

and 
Employees 
needs 

 Knowledge 
and Capacity 
to propose 

solutions 
 Monitoring 

ability 
 Results 

assessment 

50 hours 

 

 

It is divided into four 
parts: 
 

 First Module: 
HR Techniques  

 
 Second 

Module: Basic 

concepts of 
management 
control 

 
 Third Module: 

Budget 
Implementation 
and budgetary 

control  
 
 Fourth Module: 

Internal control 
systems 

 

 

 
 
 

 
 
 

 
 

N/A 
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TABLE 39 - FLEXIBLE WORKING CONDITIONS 

HR 
PRACTICES 

IDENTIFIED 
IN 

COMPANIES 

Target groups 

of the training 
program 

Training needs Transversal Skills 
Duration 

Method and 
Format 

 
Requirements 

from 
participants 

Flexible 
working 

conditions 

 HR Managers 

 Team/Group 
Leaders 

 Business 
owner / 
Executive 

Director 

 

 Structure and 

design of functional 
profiles 
 

 Work Planning 
 
 RH Policy 

 

 Team’s aptitudes, 

attitudes, possibility 
of action in the 

team and ability to 
follow the 
methodology  

 Ability to identify 

companies and 
Employees needs 

 
 Knowledge and 

Capacity to 

propose solutions 
 
 Monitoring ability 

 
 Results 

assessment 

50 hours 

 

 
It is divided into four 
parts: 

 
 First Module:  HR 

Techniques  
 
 Second Module: 

Basic concepts of 
management 
control 

 
 Third Module:  

Budget: 
Implementation 
and budgetary 

control  
 
 Fourth Module: 

Internal control 
systems 

 

 
 
 

 
 
 

 
 
 

 
N/A 
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TABLE 40 - ROOMS FOR NURSING MOTHERS 

HR PRACTICES 
IDENTIFIED IN 

COMPANIES 

Target groups of 
the training 

program 
Training needs Transversal Skills 

Duration 
Method and Format 

 
Requirements 

from 
participants 

Rooms for 
nursing mothers 

 HR Managers 
 Team/Group 

Leaders 
 Business owner 

/ Executive 
Director 

 All Employees  

 

 Structure and 

design of 
functional 
profiles 

 
 Work Planning 
 

 RH Policy 
 

 
 Team’s 

aptitudes, 
attitudes, 
possibility of 

action in the 
team and ability 
to follow the 
methodology  

 Ability to 

identify 
Employees 
needs  

 
 Knowledge and 

Capacity to 

propose 
solutions 

 

 Monitoring 
ability 

 
 Results 

assessment 

50 hours 

 

 

It is divided into four 
parts: 
 

 First Module:  HR 
Techniques  

 
 Second Module: 

Basic concepts of 

management 
control 

 

 Third Module:  
Budget 

Implementation 
and budgetary 
control  

 
 Fourth Module: 

Internal control 

systems 
 

 

 
 
 

 
 
 

 
 
 

N/A 
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TABLE 41 - RETENTION POLICY 
 

HR PRACTICES 
IDENTIFIED IN 

COMPANIES 

Target groups 
of the training 

program 

Training needs 
Transversal 

Skills Duration 
Method and 

Format 

 

Requirements 
from 

participants 

Retention 
policy 

 HR Managers 

 Team/Group 
Leaders 

 Business 

owner / 
Executive 

Director 
 All 

Employees  

 

 Structure and 
design of functional 

profiles 
 

 Work Planning 

 
 RH Policy 

 
 

 Team’s aptitudes, 

attitudes, possibility 
of action in the 
team and ability to 

follow the 
methodology  

 Ability to 

identify 
companies and 
Employees 

needs 
 

 Knowledge and 

Capacity to 
propose 
solutions 

 
 Monitoring 

ability 
 
 Results 

assessment 

50 hours 

 

 
It is divided into 

four parts: 
 
 First Module: HR 

Techniques  
 

 Second Module: 
Basic concepts 
of management 

control 
 
 Third Module: 

Budget 
Implementation 

and budgetary 
control  

 
 Fourth Module: 

Internal control 
systems 

 

 
 

 
 
 

 
 
 

 
 

N/A 
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TABLE 42 - BONUSES RELATED WITH OBJECTIVES ACHIEVEMENT 

 

HR PRACTICES 
IDENTIFIED IN 

COMPANIES 

Target groups 
of the training 

program 

Training needs 
Transversal 

Skills Duration 
Method and 

Format 

 
Requirements 

from 

participants 
 

Compensation, 
bonuses related 
with objectives 

achievement 

 HR Managers 
 Team/Group 

Leaders 
 Business 

owner / 
Executive 
Director 

 

 Structure and 

design of functional 
profiles 

 
 Work Planning 
 

 RH Policy 
 

 Team’s aptitudes, 

attitudes, 
possibility of action 

in the team and 
ability to follow the 
methodology  

 
 Ability to 

identify 
companies HR 

needs  
 

 Knowledge 

and Capacity 
to propose 
solutions 

 
 Autonomy 

and 
Proactivity 

 

 Monitoring 
ability 

 

 Results 
assessment 

 

50 hours 

 

 
It is divided into 
four parts: 
 

 First Module:  
HR Technical 

management 
 

 Second 

Module: HR 
Techniques 
 

 Third 
Module:  

RH Internal 
training 
 

 Fourth 
Module: RH 

Administrative 
procedures 
 

 
 
 
 

 
 
 

 
 
 

N/A 
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TABLE 43 - EMPLOYMENT RELATIONS 

 

HR PRACTICES 
IDENTIFIED IN 

COMPANIES 

Target groups 
of the training 

program 

Training needs 
Transversal 

Skills Duration 
Method and 

Format 

 

Requirements 
from 

participants 

 

Employment 
relations 

 Managers 

 HR Managers 

 HR specialists 

 
 Harmonised maternity & 

sick leave 
 Formalised grievance 

system 
 Harmonised holiday 

entitlement 
 Common pay scheme 
 Regular social 

gatherings 
 Common pension 

scheme 
 Formal reviews for 

appraisal/salary 
 Relations with trade 

union 
 Recognize union for 

collective bargaining 

 Consultation committee 
 

 Communication 

 
 Self-awareness 

 
 

 Fairness 

 
 Team Work 

30 hours 

 Slides 
 

 Real cases 
application 

 
 

 In class 
application 

 

 

 

 

 

N/A 
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4. Future steps 

HiPAir’s consortium has worked on the elaboration of this HPWP’s Curricula that is explicitly addressed 

to the aeronautics SMEs’ in order to cover the most important aspects of HPWP implementation 

process. Future steps will be focused on achieving the objectives that have been described throughout 

the document. 

The HPWP’s Curricula pretends to be a total package of learning activities designed to achieve the 

training objectives of HiPAir’s project and serve as a general guide or handbook for the company’s 

managers, which are looking for developing and implementing High Performance Work Practices in 

their organization. Once the HPWP’s Curricula has been evaluated by the consortium and then further 

circulated for its dissemination and promotion, the following stages will be able to start. 

Future steps will be focused on developing training materials covering the most relevant and newest 

objectives and content of the curricula. These training materials will cover the first component of the 

HPWP’s Curricula, which integrates all the information related with overall and general concepts that 

the company’s managers will need to know and master for the implementation of HPWP in their 

companies. As it has been presented before, this block is composed by four parts which cover 

different aspects of the implementation process: introduction, self-assessment, selection module and 

evaluation of benefit. Each part will gather the appropriate tools and materials to effectively 

understand the concepts exposed.  

The second part of the HiPAir’s Curricula that provides information about those practices that HiPAir 

survey has identified among the aeronautical SMEs will not have an extensive development of training 

materials. Enough training courses and programs are available currently on the market covering the 

issues included in Block B of the curricula. Additionally, VET providers in these areas are flexible and 

mature enough to tune their current offer to the particular needs of each SMEs. Therefore, no 

additional training materials will be developed by the HiPAir’s consortium to cover this part of the 

curricula. 

The training materials will be used by the interested enterprises along the implementation process. 

HiPAir’s project will help the managers of the company with a “training week” when this third part 

will be finalized in order to get to know the utility of the developed tools and materials and help with 

the dissemination and promotion of the HPWP. 
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