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INTRODUCTION 

 

The HiPAir project is a strategic partnership co-funded by the ERASMUS+ programme of the European 

Commission, which started in September 2015, born from the international collaboration between 

entities from Poland, Portugal, Spain and Turkey. 

This project aims to develop skills and work practices, in particular for Small and Medium Enterprises 

(SMEs) in the aviation sector. It 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 project is to elaborate different 

materials and tolls enabling HPWP implementation process in the companies. The results of the 

project cover reports, best practices, training curricula and materials, tools as well as online platform   

which are to support different stakeholders interested in taking full advantage of knowledge, skills 

and competencies of employees.   

All HiPAir results are based on a methodological approach that build upon the conclusions from HPWP 

desk research and survey, then the lessons learnt from 8 identified and described Best Cases.  The 

Partnership performed an 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 elaborate different HPWP Curricula and also to develop the 

specific Training materials for 4 modules: INTRODUCTION, SELF-ASSESSMENT,  SELECTION and 

EVALUATION. The results consist of 2 helpful and innovative software tools (AHP Decision Making 

and ROI Calculator), which can be used by companies to identify the best bundle of HPWP and 

evaluate return of investment in human resource development. All results might be found on the 

project website www.hipair.eu as well as on HPWP Collaboration Platform www.hpwp.eu, where one 

can get support or discuss issues connected with human resource management.  

 

http://www.hipair.eu/
http://www.hpwp.eu/
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The primary goal of HPWP implementation processes is to increase employee productivity and to 

identify key areas where strategies can be implemented in the long run to improve the overall 

employee motivation and organisation productivity. In this approach, HR is no more only a “cost 

center” but a “strategic business partner”.  

This document is to serve as a guide facilitating SMEs managers and HR specialists to fully benefit 

from the HiPAir results. ROADMAP main goal is to shortly and clearly introduce the HPWP concept, 

then describe all the project results and the way how and when they can be used to support the 

process of HPWP implementation. It is divided in 4 main parts:  

1. INSPIRATION – when You need more info and examples of HPWP; 

 

2. IDENTIFICATION – when You want to identify the best solution for organisation;  

 

3. TRAINING – when You want to build skills within your company; 

  

4. COLLABORATION – when You want to discuss or look for support.  
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1. INSPIRATION  

1.1 The need for better skills in aviation sector    
 

The aviation sector is considered as one of the most innovative industries worldwide, with complexes 

and cutting edge technological processes and new materials, as well as regarding work organisation 

methods that ensure quality and safety.  

The most traditional forms of work organisation (standardise work tasks and inflexible workers’ 

specialisation) no longer match the challenges raised by the need to deliver flexible, innovative 

products and services, while keeping the quality standards. Rigid forms of work organisation do not 

allow meeting higher client’s demands in terms of product complexity and rapid implementation. 

In order to maintain the favourable position of the European Aerospace Industry, companies should 

pay special attention to HRM issues, since this technological sector integrate mostly high-qualified 

human capital. This aspect may be even more important for SMEs, struggling to make the most of 

the available resources. These companies face a number of challenges to remain competitive in 

aeronautics market, dominated by big players. The evidence in different countries indicates that SMEs 

do not have a great deal of internal capability and capacity in HR. Those enterprises often miss out 

on opportunities to improve efficiency and to innovate, as most of the expertise in this area lies 

outside of them, either in large companies, commercial consultancies or specialist government 

services.  

 

1.2  HPWPs in SMEs  
 

Human resources have become highly important as a source of competitive advantage in today's  

business environment. There are different sources of this fact, including globalisation, intensification 

of competition, changing form of production, multi skilling, shorter product life-cycles etc. In many 

cases and sectors, securing competitive advantage relies on the tacit skills and knowledge of its 

workers. This are the main rationales behind High Performance Work Practices concept development 

in recent years.  

HPWPs can be defined as modern  management practices aimed at stimulating employee 

and organisational performance. HPWPs help to create an environment within an organization 

where the employee has greater involvement and responsibility. The common factor of the 

understanding of HPWPs is implementation of a set of different practices, designed to enhance 

employees’ skills, efforts and participation. HPWPs are not exactly a new kind of practices, their 

novelty and added value comes from an organized, systematic and strategically planned 

implementation of a group or bundle of common practices.  

As most of the available reports show, the application of HPWPs is not widespread in small 

organisations, mostly because of the scarcity of resources, strategic decision-making based on the 

owner’s expertise and attitudes and the lack of easily accessible information sources about HPWP.  
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The survey and desk research undertaken in the first phase of HiPAir project has confirmed limited 

knowledge and application of HPWP among the consulted SME companies. This limited 

implementation is 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 HPWP;  

• 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 HPWP and create awareness.1 

All those need were addressed within the HiPAir project and its main results.  

 

1.3  Best cases  
 

In order to effectively promote and inspire the use of  HPWP among aeronautical SMEs, HiPAir 

Partnership identified and described 8 best cases of companies which implemented various human 

resource practices in their activities.  

 

The eight case studies correspond to following companies2:  

1. SOUTHWEST (Dalllas, USA) 46.000 employees (Airline industry) 

2. MTU Aero Engines Polska (Poland) 580 employees (Aviation Business) 

3. Pratt & Whitney Rzeszów S.A (Poland) 3.500 employees (Aircraft Engine Manufacturers) 

4. Global Training & Aviation (Spain) +150 employees (Aviation Training Solutions) 

5. FerroNATS (Spain) +130 employees (Air Traffic Control Services) 

6. FTB Lisi Aerospace (Turkey) 555 employees (Fasteners for Airplanes) 

7. Groundforce (Portugal) 2.335 employees (Auxiliary activities to Air Transport-ground 

handling activities) 

8. Fokker Elmo (Turkey) 302 employees (Electrical Wiring Interconnection Systems)  

 

 

                                            
1 For more informat ion see the ‘‘HPWP Report - High Performance Work Pract ices in the aviat ion 

sector’’   to be dow nloaded from www .hipair.eu or ww w .hpw p.eu  
2 All 8 best cases might be downloaded from www.hipair.eu or www.hpwp.eu 

http://www.hipair.eu/
http://www.hpwp.eu/
http://www.hipair.eu/
http://www.hpwp.eu/
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Each case is presented in a structured way, describing 

company characteristic, its motivation, implementation 

process and main benefits of specific practice usage. 

All the cases proof that there is no “one solution” which 

suites all organisation and that HPWP need to be 

tailored to meet the individual workplace context.  For 

that reason, it is essential to recognize the strategic 

objectives of the company in order to choose the 

practices that can provide the desired outcomes. 

 

In most cases, companies confirm considerable gains in terms of efficiency, productivity, employee’s 

commitment and satisfaction, organizational reputation and customer satisfaction. Moreover, the 

results also influence the relationship with other partners as service providers, dealers, airports 

authorities or customers.  

 

The observations from the case studies provide general direction for other organisations interested 

in pursuing a more long-term strategic approach to HPWPs, minimising implementation risks.  

 

 

1.4  Measuring HPWPs effectiveness – ROI Calculator 
 

As it was already mentioned, implementation of professional HRM may 

have different tangible and intangible effects. The most common 

problem is the ability to measure the effectiveness of the investment 

in HPWP.  There are different approaches and techniques of HR 

investment evaluation, but one of the most appreciated by company 

managers is Return on Investment (ROI) which can directly 

demonstrate the business value of the HR function in monetary terms. 

ROI helps to measure  the economic returns generated from HPWPs 

and investment in a certain area, based on true cost of the program to 

determine an average annual rate of return of the initial investment.  

According to the HiPAirs analyses, there were no tools available on the  

market, helping to calculate the tangible and intangible HR investment 

effects in monetary terms. That is why experts from Universidad 

Politécnica de Madrid (UPM) developed ROI Calculator, an application 

which might be helpful in defining the ROI of HR investments.  

 

 

http://www.upm.es/internacional
http://www.upm.es/internacional
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Some returns can be easily measured (such 

an increase in sales after a training program) 

but others (such as customer/employee 

satisfaction or turnover rate) can present 

some complications. That is why, the ROI 

calculator might be a very helpful tool on the 

early stage of HPWP implementation, 

supporting the decision process.  

 

The ROI Calculator tool is well described in the Module 4 of Training materials, in which one can find 

some theory as well as cases showing the usage of this helpful software. The tool is also available 

for download on project web page and on HPWP Cooperation Portal. 
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2. IDENTIFICATION 

2.1  Different types of HPWPs  
 

There are many differences in HPWPs definitions, terminologies and categorization models, which 

allows big flexibility regarding the approach towards them. In the HiPAir project, HPWPs were divided 

into 5 different groups depicting most important processes in human resource management. 

G1. RECRUITMENT & INTEGRATION   

Practices that are focused on identification of the most convenient employees for the employment offers of 

the company. Using those practices should add to the current recruitment process the ability to identify 

talented and skilled people and facilitate them the introduction into the company organisation culture.  

 Interviews, theoretical tests  

 Welcome sessions  

 Introduction programs (new-employees) 

 Internship programmes  

 Search talented people (universities, training 

institutions)  

 Preparation of job descriptions and selection 

procedures  

G2. EMPLOYEES INVOLVEMENT  

Practices that are focused on increase of the involvement and commitment of the employees inside the 

company. They can help in evaluation and improvement of workers performance as well as achievement of 

excellence in specific areas.  

  Functional flexibility program  

 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  

 Excellence achievement programme  

G3. INTERNAL COMMUNICATION  

Practices that promote the efficient communication inside the company. Active communication between 

employees, managers and associated partners is crucial for implementation of every business strategy and 

managing change.    

 Communication packages for employees  

 Intranet  

 Webinars  

 Communication meetings  

G4. TRAINING 

Practices aiming at improvement and development of the skills and competences of the company employees, 

needed for the specific company goals.   

 Scholastic program  

 Post-graduate studies  

 Language courses  

 Training technical and non-technical (internal and 

external courses)  

 Mentoring, Coaching, Tutoring  

 Talent identification and development plan 

 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 
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G5. REWARD & COMMITMENT  

Practices focused on facilitating a greater sense of belonging to the specific organisation. Financial and non-

financial incentives establish a sense of stake-holding within the company, having  long term positive impact 

on employees.  

 Compensation plans (production, administrative, 

administrative, etc.)  

 Flexible working conditions  

 Rooms for nursing mothers  

 Retention policy  

 Standardized job roles  

 Compensation, bonuses related with objectives  

 Salary increment related with objectives review  

 

 

As one can see, many of the practices referred as high performance are commonly used by many 

organizations (such as financial incentives, training, skills development programs etc.), however there 

is very little knowledge about HPWP. This concept stresses the need for integrated implementation 

of practices bundles, designed specifically to effectively enhance employees’ skills, efforts and 

participation in specific organization environment. Regardless the number of practices which may be 

implemented, it is crucial that these practices are strategically selected and combined in a suitable 

process. 

 

2.2 HPWPs outcomes  
 

All different reports and research works analysed by HiPAir Partnership proof, that increased 

implementation of HPWPs results in better performing organisations in terms of operational, financial 

and employee outcomes. There are many best cases showing various tangible and intangible results 

of HPWP in different areas of the company performance.  

One of the project ambitions was to identify, clarify and categorise different outcomes in order to 

show the main areas in which HPWP can contribute. Below is the table showing possible outputs in 

5 main groups: JOB ENRICHMENT, JOB STABILITY , BUSINESS EFECTIVENESS, 

COMMITMENT/LOYALTY and COST EFFECTIVENESS.  

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

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

Moreover, the adequate bundle of practices must be closely related to the expected future outcomes 

and performance improvements. Unfortunately, it is not an easy task to choose the nest group of 

practices which will help to achieve specific results.  
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2.3 AHP tool  
 

It is crystal clear that HPWPs adopted by companies differ from company to company and that 

practices that work in one organization may not necessarily work in others. That is why, it is important 

to choose the best combination of HPWP, tailored to the specific environment and goals of the 

company.  

AHP tool developed within the HiPAir project 

might be very helpful in this process. It uses the 

sound methodical approach, based on Analytic 

Hierarchy Process, enabling decision process 

during HPWP implementation process.  

The grate advantage offered by this tool is the 

possibility to find  a relation between the 5 

groups of HPWP and  5 groups of outcomes. This 

relation will be presented with practical examples 

of companies that have already achieved good 

levels of performance thanks to this HPWPs 

implementation. 

JOB 

ENRICHMENT 
JOB  STABILITY 

BUSINESS 

EFECTIVENESS 

COMMITMENT/ 

LOYALTY 

COST 

EFFECTIVENESS 

Providing career 
opportunities 

Providing job 
security 

Meeting 
business/organisati

onal goals 

Job satisfaction 
among staff 

% of employees 
earning less than 
avg. for country 

Ensuring 
workforce diversity 

Staff turnover rate Competitiveness 
Employee 

commitment 

% of employees 
earning more than 
avg. for country 

Adequate training 
and development 

provision 

Providing quality 
leadership 

Maintaining good 
industrial relations 

Creating employee 
engagement 

Costs reduction 

Differentiation 
Effective 

communication 
Production Motivating staff 

Minimizing 
employee stress 

Creating 
organisational 

flexibility 
Effective teamwork 

Ensuring work life 
balance 

Creating support 
for staff 

Managing change 

https://en.wikipedia.org/wiki/Analytic_hierarchy_process_%E2%80%93_car_example
https://en.wikipedia.org/wiki/Analytic_hierarchy_process_%E2%80%93_car_example
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The AHP tool is based on the process of prioritisation and ponderation of outcomes done by the 

representative of the company. In this way company determines the level of importance of each 

outcome against the other. The results are then calculated by tool and shown on graphs, showing 

the groups of HPWP which, with the greatest possibility, will lead to achieving the most important 

outcomes for the company.  

 

The AHP Decision Making tool is well described in the Module 3 of Training materials, in which one 

can find some theory as well as cases showing the usage of this software. The tool is also available 

for download on project web page and on HPWP Cooperation Portal.  
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3. TRAINING 

The common base for effective implementation of HPWP is always sufficient organizational leadership 

and subsequent organizational culture. The process need a good preparation, especially through 

acquiring of desired skills and knowledge by the responsible managers and team members. That is 

why, HiPAir partnership developed Curricula and Training materials which are to support organizations 

in this challenging tasks.   

 

The curricula has been organised in the two 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 should attend 

progressively: 

 

 Module 1. INTRODUCTION  

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 

 

 Module 2. SELF-ASSESSMENT 

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. 

 

 Module 3. SELECTION  

Man 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 
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identifying and selecting which HPWP will be more convenient for the achievement of the 

objectives previously defined – AHP decision Making Tool.  

 

 Module 4. EVALUATION 

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. 

 

For those 4 modules special Training materials packages were developed and are 

available for interested organisations on the project webpage and HPWP Collaboration 

Platform.  

With the  accomplishment 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.   

 

The second component (block B) deals with training specific for particular HPWP implementation. 

It is divided into two big modules: 

 

 Module 5 - Transversal skills and competencies. 

This module 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. 

 Module 6 - Training for specific practices implementation. 

This module identifies and proposes specific training curricula for particular HPWP that might 

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

 

Curricula for those 2 Modules are available in the document called “Outline of HPWP 

Training Package”, ready to download from project webpage and HPWP Collaboration 

Platform.  

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. 
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4. COLLABORATION 

4.1  HPWP Collaboration Platform  
 

As in every implementation process, it is of great importance to benefit from the experience and 

knowledge of the experts and materials available. That is why HiPAir project put a lot of focus on 

making the project results available and facilitate the process of taking advantage from them.  

One of the important tools in this area is HPWP Collaboration Platform www.hpwp.eu, on which all 

the information is gathered and made easily accessible. Just as this ROADMAP, it is divided into 4 

main categories:  

1. INSPIRATION – when You need more info and examples of HPWP; 

 

2. IDENTIFICATION – when You want to identify the best solution for organisation;  

 

3. TRAINING – when You want to build skills within your company; 

  

4. COLLABORATION – when You want to discuss or look for support.  

 

 

  

http://www.hpwp.eu/
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4.2 HPWP Blog  
 

On the HPWP Cooperation Platform, you can get 

access to the Blog where different issues concerning 

HPWP are discussed. If you are interested, you can 

contact one of the project Partners and propose the 

specific subject to be discussed on the Blog. The 

experts are there to share their experience and 

expertise or develop special offer tailored to the 

needs of specific company. The Partnership is open 

to transfer the results also to other sectors than 

aviation, where the skills and competences of human 

capital have a crucial value.   

 

4.3  Support organisations  
 

All elements of HiPAir project create useful and interesting offer for various stakeholders, involved in 

the broadly understood human resource management sector. In order to take full advantage of the 

results, it is always better to contact project partners who can direct and assist you in the process. 

 

If you are reinterested, please contact one of the partner institution: 

 

www.innpuls.pl 

Contact person: Paweł Wacnik  
 

INNpuls  is a non-profit organisation with the aims to facilitate regional social and economic 
development through promoting entrepreneurship, innovation, technical training and co-operation 

between science and economy. The company actively supports emerging and operating clusters, 
it is a member of the Aviation Valley, acting as VET provider and partner responsible 
for development of VET according to the needs of the industry.  Since the very beginning INNpuls 

makes efforts to facilitate cross  sector cooperation, especially among aerospace, plastic and 
chemical sector. 

 

  

http://www.innpuls.pl/
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www.dolinalotnicza.pl  

Contact person: Andrzej Rybka 

Aviation Valley Association was created in 2003 by a group of local entrepreneurs with the aim 
of making Podkarpackie, Poland, one of the leading aerospace regions in Europe. The principle tool 
for reaching this vision was to build a strong regional cluster allowing for better exploitation of 
regional potential. In this context, the Aviation Valley activities are aimed at supporting cluster 

development with the focus on enhanced communication mechanisms within the cluster as well as 
improved presentation to the outside world, most notably to potential investors. 

 

 

www.quasarhumancapital.com 

Contact person: Carlos Maio  

QUASAR HUMAN CAPITAL is a human resources consulting company specialized in 
aeronautics, aerospace, naval and oil and gas industries composed by a team of professionals with 
wide experience in these markets and on specific needs of European companies at local and 

international level. QUASAR’s mission is to develop and deliver the best methodologies and 
solutions to attract, keep and develop specialized talent for these sectors. The methodologies used 
are based on years of practical experience and oriented to effective improvement of people and 

organization performance in order to achieve a superior level of satisfaction, engagement and 
competitive edge. 

 

 

 
 

www.mentortec.eu 

Contact person: Amilcar Baptista   

MentorTec is a Portuguese private company dedicated to support startups, business 
development and  training. We are the ideal business partner for anyone with a new business 
idea. Created in 1996, MentorTec is a start-up accelerator that acts from the fine-tuning of 

innovative business ideas to the acceleration of the business. As a spin-off, MentorTec offers 
a comprehensive portfolio of services extending from simple co-working solutions, tailored 
consultancy and training, capturing of funds and investments, to advisory services and 

networking opportunities at national and international level. 

 

 

 
 

www.pemas.pt 

Contact person: João Romana 

PEMAS is the Portuguese Aerospace Industry Association that acts nationally as the cluster 
management entity established as legal entity in 2006. It is active in cluster fostering activities 
since its foundation. PEMAS presents good indicators on support the growth of the aerospace 

http://www.dolinalotnicza.pl/
http://www.quasarhumancapital.com/
http://www.mentortec.eu/
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industry in Portugal (from 8 members in 2006 to over 60 currently) and important establishments 
of several international cooperation programs and noticeable increase in Portuguese overall R&D 

program attendance. Although PEMAS is a private held non-profit association, without 
governmental participation, the defined strategies have been and are closely aligned with the 
national approach to European recommendations, National strategies (PEMAS is part of several 

National strategy advisory boards) and regional definitions for the sector. PEMAS is one of the 
founding cluster of the European Aerospace Cluster Partnership – EACP.  

 

 

 
 

www.upm.es 

Contact person: Rosa Arnaldo 

Universidad Politecnica de Madrid (UPM) is the oldest and largest technical university in 
Spain. It consists of twenty Schools plus two Faculties that cover most engineering disciplines as 
well as Architecture and Sports Science. UPM has more than 3,000 faculty members, around 38,000 

undergraduate students, and around 8,000 graduate and doctoral students. About 5,000 students 
graduate every year. UPM is focused on higher education and research. UPM as a top quality 
academic establishment has a strong commitment to R&D and Innovation, boasting 217 Research 

Units and 19 Research Centres and Institutes, contributing significantly to the international 
scientific community with a high number of journal papers, conference communications, and PhD 
theses. UPM has a long tradition of collaboration with Industry (around 50% of its R&D funding) 

and participation in international R&D programs. 

 

  

www.hukd.org.tr 

Contact person: Zeynep Üçok Zor 

 

Since its foundation in January 2010, in Izmir – Turkey, Aerospace Cluster Association – ACA 
(Havacilik ve Uzay Kumelenmesi Dernegi) continues its progressive activities in supporting the 
Aerospace sector. During this five years period, ACA highly focused on the development of Turkish 

aerospace industry by working closely with SME’s, supporting their integration to aerospace related 
projects, supporting the efforts in training/ educating qualified technicians and technical experts 
and facilitating the projects to enhance technical/technological infrastructure; and reached 63 

members overall, with 34 sector companies including SME’s. ACA pays a lot of importance to 
international relations with other European clusters and associations. Since 2011, being an active 
member of the European Aerospace Cluster Partnership – EACP, presently one of the most 

important cluster networks in Europe counting 34 clusters from 13 countries and designated as 
one of the strategic partnerships in EU; ACA is the leader of the EACP Working Group “Technology”. 

 

 

 

http://www.eacp-aero.eu/
http://www.eacp-aero.eu/
http://hipair.eu/wp-content/uploads/2015/04/asdsad.png
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CONCLUSIONS 

It is very important to underline, that currently, HPWP can be treated as an important element of 

business strategy development, in which the human resources play the key role. HPWP concept 

enables managers to link human resources with organisations’ strategic goals and objectives so as to 

improve business performance and develop organisational culture that nurture innovation, flexibility 

and competitive advantage. This approach helps to accept and involve the HR function as a strategic 

factor in the formulation and implementation of the company’s strategies.  

Human resource management capabilities are important for attracting, selecting, retaining, 

motivating and developing the workforce in an organization. Organizational values, as the reflection 

of organization culture are asserted to influence the strategic issues such as strategic change, 

management decision making and also shape employee commitment and organization's interaction 

with external stakeholders.  

There is significant evidence that in most of the companies, existing and recently acquired skills and 

competences are underutilised. This is a waste for all those who have invested in skills development— 

individuals, enterprises and government. Greater utilisation of skills and competences is not simply 

about more workplace training but  better job design, better management and better matching of 

skills to business strategy or organisational development.  

Within HiPAir project, the Partnership was able to identify a certain group of key skills as well as 

training gaps essential for the effective implementation of HPWP and on this basis develop training 

curricula and materials as well as tools supporting this process.  

The most important conclusions coming from the project are:  

1. HPWP can be a very effective method of delivering outcomes aligned to enterprises‘ business 

strategies.  

2. The implementation level of HPWPs in business context is very low, particularly in SMEs sector. 

The HiPAir project results should provide the interested companies with a set of instructions 

and guidelines to implement the different phases of the project with easiness and efficacy.  

3. The results of the project will help managers, with simple and friendly materials, to reach 

positive outcomes from HR investments.  The SMEs owners and managers should find easy 

access to information. 

4. There is a generalized impression that the implementation of HPWPs in the business sector is 

expensive, difficult and takes too much resources. One of the goals of the Project was to 

refute this idea showing, through exemplification that many practices have no significant cost 

implications. 

5. The HPWPs are flexible and dynamic. By presenting first hand examples of firms already using 

new forms of work organization and HR programs, the managers could more effectively 

introduce these concepts to their organization.  

6. The implementation of HPWPs is more effective if the application is common and coordinated 

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

than one practice or even better, groups of them. The results work on this idea and help the 
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users to identify groups of HPWPs that could fit better to the strategic goals of specific 

organization. 

7. The content of the results 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.  

8. Part of the results  are designated to respond the necessity of reliable assessment tools in 

order to demonstrate the benefits of HPWPs implementation.  
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