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Literature Review

HPWP are not exactly a new kind of practices. Its novelty and added value comes from an

organised, systematic and strategically planned implementation of a group of

common HR practices.

Defining HIGH PERFORMANCE WORK PRACTICES

The Desk Research addresses the concept, definition and models of HPWP, outcomes related

with its utilization, challenges in implementation and the specific case of SMEs.

Despite the fact that the concept of HPWP is fairly unknown, many of the practices

referred as high performance are commonly used.
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The common factor is the integrated implementation of a set of practices, design 

to enhance employees’ skills, efforts and participation.
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Literature Review
Defining High Performance Work Practices

HPWP are flexible combinations of HRM common practices, arranged according to the

business’ strategy, resources and priorities. This implementation requires an internal

reorganisation, as work organisation and methods may suffer drastic changes, which should

be supported by managers with involvement of the workforce.

The choice of practices or bundles to implement should be adapted to the company

characteristics, such as resources, maturity, needs, etc.

4



Project No: 2015-1-PL01-KA202-016745

EXAMPLE OF HPWP DEFINITIONS

Author Definition Dimensions

Kirkman, Lowe, 

& Young (1999)

“HPWPs’ takes companies to organize workflow around

key business processes and often create teams to carry

out those processes. These processes imply a number of

alternative methods in human resources policies,

namely, hiring, training, performance management and

compensation, in order to enhance employees’ skills,

knowledge, motivation and flexibility.”

1. Self-managing work teams;

2. Employee involvement, participation, empowerment;

3. Total quality management;

4. Integrated production technologies;

5. The learning organisation.

Applebaum, 

Bailey, Berg, & 

Kallerberg 

(2000)

“HPWPs are modern employee management practices,

such as formal employee training, high pay levels,

group-based performance pay and self-directed teams.”

– AMO Model

1. Employee ability-enhancing practices (A);

2. Employee motivation-enhancing practices (M);

3. Practices that give employees the opportunity to go the extra mile

(O).

Sung & Ashton 

(2005)

“Careful design of work organisation and practices so

that they are systematically linked to the achievement of

organisational objectives and performance. They are

work practices that are deliberately introduced in order

to improve organisational performance.”

1. High employee involvement practices;

2. Human resource practices;

3. Reward and commitment practices.

Literature Review
Defining High Performance Work Practices
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Literature Review
HPWP Outcomes

• Since HPWP refers to a group of practices, which may vary throughout possible

combinations and characteristics of the organisation, it is hard to identify the edges of

the influence that such bundles of practices have in organisations.

• Literature worldwide indicates a relation between the systematic and integrated

implementation of HPWP and performance indicators, such as productivity and

profitability.

• There is a relation between HPWP and employee attitudinal and behavioural

variables, such as job satisfaction, organisational commitment, employee empowerment

and Organisational Citizenship Behaviour.
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Literature Review 
HPWP Outcomes

There is a large number of practices combinations which can be taken into consideration,

according to companies’ characteristics.

Literature points out a considerable difference between the implementation of isolated

practices and bundles of HPWP. With the use of a set of practices, the association of

HPWP and organisational performance is identified as undoubtedly stronger.
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Literature Review
HPWP Outcomes
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SYNTHESIS OF HPWP OUTCOMES

Author Related Outcomes Author Related Outcomes

Messersmith, 

Patel, Lepak, & 

Gould-Williams 

(2001)

Higher levels of:

• Departmental Performance;

• Job Satisfaction;

• Organisational Commitment;

• Employee Empowerment;

• OCB.

De Kok & Den 

Hartog (2006)

Higher levels of:

• Labour productivity;

• Innovation;

• Voluntary Turnover.

Cappelli & 

Neumark (2001)

Higher levels of: 

• Productivity;

• Labour costs;

• Sales results.

Takeuchi, Riki, 

Chen & Lepak 

(2009)

Higher levels of:

• Job satisfaction;

• Affective commitment.

Sung & Ashton 

(2005)

Higher levels of:

• Sales;

• Market value for shareholders;

• Workforce skills development.

Combs, Hall, & 

Ketchen (2006)

Higher levels of:

• Organisational Performance.
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Literature Review
HPWP in Small and Medium Enterprises

Researches indicate that the use of HPWP in SMEs is substantially low.

Some hypothesis that may explain this fact are:

• Smaller firms simply doing a bit of everything but in a less sophisticated manner

than larger firms;

• Smaller firms deliberately adopt smaller sets of related practices instead of the whole

package of HPWPs;

• Formalised HR management systems may decrease the need for direct control and

interpersonal interactions, yet the return is only relevant when exist a sufficient number of

employees involved, which means the time and resources spent implemented in

HPWP may not be considered satisfactory;
9
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Literature Review
HPWP in Small and Medium Enterprises

Some hypothesis that may explain the low rate of HPWP utilisation in SMEs:

• Resources constraint (financial and human) limit the implementation of sets of

practices, avoiding the costs involved;

• The small and simple structure of this firms does not reveal urge in implementing

new HRM practices;

• In most small companies the decisions about HR issues are carried by the firm owner,

therefore the decision of investment in HR practices implementation mainly depend on the

owner awareness, sensibility and knowledge about the subject.
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Literature Review
HPWP in HiPAir Countries

A short research concerning HPWP utilisation at a national level, was performed in each

country of the HiPAir’s consortium (PL, PT, SP, TR) in order to get a preliminary evaluation of

the national state-of-art in HPWP.

• None of the companies consulted openly uses integrated sets of HPWP;

• It is possible to identify some isolated practices, or short bundles of practices,

considered High Performance in the literature, such as Leadership Abilities' Development

Program, Job Rotation, Retain Talent Programs, etc;

• General lack of information addressing specifically HPWP;

• Concerning training, HPWP a subject address in some High Education degrees, most of it

related with HRM and short-term training concerning themes such as Leadership and Team

Management. 11
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Procedure and Sample

• Data used in this presentation was collected among consortium’s

SMEs through a survey, covering the state of knowledge and needs

for HPWP concept and its utilisation.

• The Survey was conducted through an on-line form, in 52 SMEs,

from 4 countries (PL, PT, SP and TR) in HiPAir’s consortium.

• Most of the SMEs that responded to the survey were cluster members. They were

invited to participate in the project by fulfilling the information required on survey.
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Procedure and Sample

• All the companies were related with Aviation Sector, although in different 
activities, namely production and components production, engineering, 
development, maintenance, manufacture, software development, 
consulting, research, molds, prototyping, materials and composites, 
among others. 

• Responders were owners, managers and HR professionals.
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Sample Description

SAMPLE DESCRIPTION

Frequency Percentage

Country

Poland 20 38.5

Portugal 10 19.1

Spain 11 21.2

Turkey 11 21.2

Company’s Dimension 

Micro 11 21.2

Small 20 38.5

Medium 21 40.3
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Procedure and Sample
Measures

• High Performance Work Practices Utilisation

practices utilisation was examined through questions measured in 5 points scales (1 –

Never to 5 – Always);

– Recruitment and Integration Practices;

– Involvement Practices;

– Training Practices;

– Rewarding Plans and Work Conditions

– Work Organisation.
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Results
Knowledge Regarding HPWP

• The majority of participants in the survey did

not recognize HPWP concept. Only 11.54%

of respondents had some knowledge about

HPWP issues.
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Despite the low knowledge of the HPWP concept, the recurrent utilisation of HR practices which could

be identified as high performance is significantly high.

Results
Utilisation of Practices – Country
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UTILISATION OF PRACTICES BY COUNTRY
Country/

Practices use

(often, almost always & 

always)

Recruitment & 

Integration 

Practices

Involvement 

Practices

Training 

Practices

Compensation 

Practices

Work 

Organisation 

Practices

Poland (PL) 90.0% 45.0% 40.0% 45.0% 15.0%

Portugal (PT) 80.0% 70.0% 80.0% 80.0% 40.0%

Spain (SP) 90.9% 45.5% 81.9% 63.7% 45.5%

Turkey (TR) 72.8% 54.6% 81.9% 54.6% 54.6%
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It is possible to identify two bundles of practices which are becoming more popular in the group 2:

Involvement and Work Organisation Practices

Results
Practices Utilisation – Acquaintance with HPWP Concept
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PRACTICES UTILISATION BY HPWP KNOWLEDGE

Knowledge of HPWP /

Practices utilisation 

(“often”, “almost always” 

& “always”)

Recruitment 

& Integration 

Practices

Involvement 

Practices

Training 

Practices

Compensation 

Practices

Work 

Organisation 

Practices

(1) No 84.8% 47.8% 65.2% 56.5% 30.4%

(2) Yes 83.3% 83.4% 66.7% 66.7% 66.7%

(1) are not familiar with HPWP
(2) who have knowledge of HPWP
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According to enterprise dimension, Recruitment & Integration Practices have similar high rates

of utilisation, regardless companies’ dimension, with a variation from 80.9% and 90%.

Results
Practices Utilisation – Organisation Dimension
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PRACTICES UTILISATION BY ENTERPRISE DIMENSION

Practices utilisation 

(often, almost always & 

always)/ Organisation 

Dimension

Recruitment & 

Integration 

Practices

Involvement 

Practices

Training 

Practices

Compensation 

Practices

Work 

Organisation 

Practices

Micro 81.9% 72.8% 63.7% 72.7% 45.5%

Small 90.0% 35.0% 40.0% 50.0% 15.0%

Medium 80.9% 57.1% 90.5% 57.1% 47.6%
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Recruitment & Integration Practices have similar high rates of utilisation, regardless

companies’ dimension, with a variation from 80.9% and 90%.

Work Organisation Practices are the least applied from the bundles of practices analysed,

particularly by small size enterprises.

Results
Practices Utilisation – Organisation Dimension
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PRACTICES UTILISATION BY ENTERPRISE DIMENSION

Practices utilisation 

(often, almost always & 

always)/ Organisation 

Dimension

Recruitment & 

Integration 

Practices

Involvement 

Practices

Training 

Practices

Compensation 

Practices

Work 

Organisation 

Practices

Micro 81.9% 72.8% 63.7% 72.7% 45.5%

Small 90.0% 35.0% 40.0% 50.0% 15.0%

Medium 80.9% 57.1% 90.5% 57.1% 47.6%
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Results
Practices Implementation Priorities

Participants manifested a high 

interest in HPWP 

implementation. Higher scores in 

the implementation urgency are:

1. Training Practices (86.5%), 

2. Continuous Improvement 

Programme (84.6%)

3. Internal Communication 

(78.9%).
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IMPLEMENTATION PRIORITIES
Practices/

Implementation Priority

Not relevant or 

Low importance

Medium 

Importance

High Importance or 

Urgent

Internal Communication 5.70% 15.40% 78.90%

Organisational Climate Survey 7.70% 32.70% 59.70%

Continuous Improvement 

Programme
0% 15.40% 84.60%

Recruitment and Selection 9.60% 17.30% 73.10%

Training 1.90% 11.50% 86.50%

Performance Appraisal 3.80% 23.10% 73.10%

Career Plans 7.70% 26.90% 65.40%

‘Work-(re)design’ to improve 

performance
11.50% 34.60% 53.90%
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Results
Reasons that hinder HPWP implementation in SMEs

The main obstacles appointed

to HPWP implementation are

the lack of information in

HPWP matters (34.62%) and

the costs related with the

implementation of these

practices (48.08%).
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Results
Knowledge concerning HPWP training
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HPWP TRAINING OFFER by Country
Country/

HPWP training 

awareness

PL PT SP TR

No 18 90% 9 90% 5 45.5% 11 100%

Yes 2 10% 1 10% 6 54.5% 0 0%
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Results
Interest in HPWP
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INTEREST IN HPWP TRAINING
Country/

Interest in HPWP Training
PL PT SP TR Total

No 5 25% 1 10% 0 0% 0 0% 6 11.5%

Yes 15 75% 9 90% 11 100% 11 100% 46 88.5%
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According to survey results HPWP implementation in business context is very low, particularly

in SME environment. Some reasons for this may be:

• The high number of designations and definitions regarding this concept may be an issue to

access information for practical purposes;

• The lack of time and resources to invest in HR programs, as well as the knowledge and

beliefs about HR and work organisation.

Conclusions
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HiPAir is able to contradict the mislead idea that implement HPWP is too expensive and

takes too much resources, since many practices do not have significant cost implications.

By showing the flexibility in this HPWP implementation and presenting first-hand examples

of firms already using new forms of work organisation and HR practices, will contribute to

demystify these opinions.

HiPAir’s training curricula and materials will help SMEs owners and managers to find an easy

access to information concerning HPWP and how to implement it. With more simple and friendly

materials, this project is able to reach a wider public among business managers.

Conclusions
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Some HPWP are commonly used among the SMEs, as demonstrated in the HiPAir Survey,

such as Recruitment & Integration and Training practices.

Nevertheless, the stigma around the costs and resources necessary to implement a HPWP

programme remains, as pointed out by 48.08% of the participants.

Therefore is important to state that several of these practices do not have significant costs

associated and the benefits may exceed the extra effort for the programme implementation.

As highlighted by the Survey participants, there is also a need for reliable assessment tools, in

order to demonstrate the benefits of HPWP implementation and prove the value of these

practices to owners and managers.

Conclusions
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By this training we try to provide the necessary materials and updated information so SMEs may

benefit from their management practices optimisation.

The awareness towards new management practices may have great impacts the small businesses

strategy, boosting productivity and growth.

Conclusions
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HPWP SELF-ASSESMENT QUESTIONNAIRE 

(support for Module 1, Part 1 Training Materials)  
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Self-Assessment Questionnaire 

 

 

 

1. COMPANY 

 

Please, provide us some information about your company, for statistical purposes. 
1.1. Company's name: 

1.2. Business activity: 

1.3. Number of employees: 

 ☐ 1 – 9 Employees 

 ☐ 10 – 49 Employees 

 ☐ 50 – 249 Employees 

 ☐ ≥ 250 Employees 

1.4. Company’s Annual Turnover: 

Please, indicate the company's annual financial turnover. 

 ☐ ≤ €2 Millions 

 ☐ ≤ €10 Millions 

 ☐ ≤ €50 Millions 

 ☐ > €50 Millions 

1.5. Which HPWP do you know? Are you acquainted with the concept of High Performance Work 

Practices? 

 ☐ Yes 

 ☐ No 

 If you answered "Yes", what do you know about this subject? 
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Self-Assessment Questionnaire 

 

 

2. STAFF 

 

2.1. Recruitment and Integration Practices 

Which Recruitment and Integration Practices are used in your organization? (Please, classify the 

following practices per how often you use it in your company.) 

 
Never Sometimes Often 

Almost 
Always 

Always 

2.1.1. Interviews, Psychometric 
tests, theoretical and/or 
practical tests. 

☐ ☐ ☐ ☐ ☐ 

2.1.2. Induction Programme for new 
employees. 

☐ ☐ ☐ ☐ ☐ 

2.1.3. Internships and Trainees 
programmes. 

☐ ☐ ☐ ☐ ☐ 

 

2.1.4. Other practices (Name other practices used in your company):  
 

 

2.2. Employees’ Involvement Practices 

Which Employees’ Involvement Practices are used in your organization? (Please, classify the following 

practices per how often you use it in your company.) 

 
Never Sometimes Often 

Almost 
Always 

Always 

2.2.1. Work Versatility and functional 
flexibility. 

☐ ☐ ☐ ☐ ☐ 

2.2.2. Formal feedback concerning the 
employees’ performance (e.g. skills 
assessment, objectives, etc.). 

☐ ☐ ☐ ☐ ☐ 

2.2.3. Internal communication (e.g. 
newsletters, Blogs, intranet, 
company website, email, etc.) 

☐ ☐ ☐ ☐ ☐ 

2.2.4. Programmes for employees’ 
suggestions. 

☐ ☐ ☐ ☐ ☐ 

2.2.5. Periodic surveys (e.g. organizational 
climate, satisfaction, etc.) 

☐ ☐ ☐ ☐ ☐ 

2.2.6. Disclose company's strategy and 
business results. 

☐ ☐ ☐ ☐ ☐ 

2.2.7. Career Development Plan. ☐ ☐ ☐ ☐ ☐ 

 

2.2.8.  Other practices (Name other practices used in your company):  
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Self-Assessment Questionnaire 

 

 

3. HPWP 

Which HPWP are currently in use in your company? 

 

3.1. Which actions does your organization use to Develop Employees' Skills (Human Resource 

practices)? (Please, classify the following practices per how often you use it in your company.) 

 

 
Never Sometimes Often 

Almost 
Always 

Always 

3.1.1. Training plan. ☐ ☐ ☐ ☐ ☐ 

3.1.2. Training requested by employees. ☐ ☐ ☐ ☐ ☐ 

3.1.3. Possibility to attend external 
education/training supported by the 
company. 

☐ ☐ ☐ ☐ ☐ 

3.1.4. Training needs assessment. ☐ ☐ ☐ ☐ ☐ 

3.1.5. Training impact assessment. ☐ ☐ ☐ ☐ ☐ 

 

3.1.6. Other practices (Name other practices used in your company):  

 

 

3.2. Compensation Plans 

Which Compensation Plans and Working Conditions are practiced in your company (Reward and 

Commitment)? (Please, classify the following practices according to how often you use it in your 

company.) 

 
Never Sometimes Often 

Almost 
Always 

Always 

3.2.1. Bonuses based on the 
company's results. 

☐ ☐ ☐ ☐ ☐ 

3.2.2. Bonuses vary per individual 
performance. 

☐ ☐ ☐ ☐ ☐ 

3.2.3. Nonpay benefits (e.g. health 
insurance, car, computer, 
mobile phone, etc.). 

☐ ☐ ☐ ☐ ☐ 

3.2.4. Flexible working conditions 
(e.g. schedules, location, 
etc.). 

☐ ☐ ☐ ☐ ☐ 

3.2.5. "Family friendly" Policy. ☐ ☐ ☐ ☐ ☐ 

 

3.2.6. Other practices (Name other practices used in your company):  
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Self-Assessment Questionnaire 

 

 

3.3. Work Organization 

Which sort of Work Organization does your company use? (Please, classify the following practices per 

how often you use it in your company.) 

 
Never Sometimes Often 

Almost 
Always 

Always 

3.3.1. Self-Managed or Self-
Directed teams. 

☐ ☐ ☐ ☐ ☐ 

3.3.2. Continuous improvement 
tools (e.g. Kaizen, 5S). 

☐ ☐ ☐ ☐ ☐ 

3.3.3. Processes management 
and mapping. 

☐ ☐ ☐ ☐ ☐ 

3.3.4. Lean Programmes. ☐ ☐ ☐ ☐ ☐ 

 

3.3.5. Other practices (Name other practices used in your company):  
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Self-Assessment Questionnaire 

 

 

4. HPWP NEEDS and OBSTACLES 

 

4.1. HPWP Needs 

In your company, which areas should be a priority to implement and / or strengthen HPWP? (Please, 

classify the following areas per how important you consider them for your company.) 

 Not 
Relevant 

Low 
Importance 

Medium 
Importance 

High 
Importance 

Urgent 

4.1.1. Internal Communication. ☐ ☐ ☐ ☐ ☐ 

4.1.2. Organizational Climate 
Survey. 

☐ ☐ ☐ ☐ ☐ 

4.1.3. Continuous Improvement 
Programme. 

☐ ☐ ☐ ☐ ☐ 

4.1.4. Recruitment and 
Selection. 

☐ ☐ ☐ ☐ ☐ 

4.1.5. Training. ☐ ☐ ☐ ☐ ☐ 

4.1.6. Performance Appraisal. ☐ ☐ ☐ ☐ ☐ 

4.1.7. Career Plans. ☐ ☐ ☐ ☐ ☐ 

4.1.8. ‘Work (re) design’ to 
improve performance. 

☐ ☐ ☐ ☐ ☐ 

 

 

4.2. Obstacles 

In your opinion, what are the main reasons that hinder the implementation of these kind of practices 

in SMEs? 

 Strongly 
disagree 

Disagree 
Neither agree 
nor disagree 

Agree 
Strongly 

agree 

4.2.1.  Related Costs. ☐ ☐ ☐ ☐ ☐ 

4.2.2.  Lack of skilled / Qualified 
personnel. 

☐ ☐ ☐ ☐ ☐ 

4.2.3.  There is no need. ☐ ☐ ☐ ☐ ☐ 

4.2.4.  Lack of information about this 
matter. 

☐ ☐ ☐ ☐ ☐ 

 

4.2.5.  Other reasons/obstacles (please specify): 
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Self-Assessment Questionnaire 

 

 

5. HPWP TRAINING AWARENESS and WILLINGNESS 

 

5.1. Do you know any Training Courses or Training Materials about this subject? 

 ☐ Yes 

 ☐ No 

5.1.1. If your answer is yes to the question above what kind of training, do you know? 

 

5.2. Do you consider that training about HPWP would be interesting for your company’s 

employees? 

• ☐ Yes 

• ☐ No 

 

5.3. Which job positions would benefit the most with this training? 

 

 

 

5.4. Which issues do you consider more relevant for this training? 
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Agenda 
1. HPWP outcomes

2. Groups of outcomes:
• JOB ENRICHMENT

• JOB STABILITY

• BUSINESS EFECTIVENESS

• COMMITMENT/LOYALTY

• COST EFFECTIVENESS

3. Outcomes questionnaire
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HPWP outcomes

Current situation
-Evaluate the current situation of the company 

before HPWP

-Evaluate the  current situation of the company if it 
has some HPWP applied

-Questions focused on "right now" moment

Future situation
-Same questions of the "Current situation part" but 

focused after the HPWP implementation

-Questions regarding the future desires of the 
enterprise 

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.
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HPWP OUTCOMES

1.1 JOB 
ENRICHMENT

1.2 JOB 
STABILITY 

1.3 BUSINESS
EFECTIVENESS

1.4 COMMITMENT/
LOYALTY

1.5 COST 
EFFECTIVENESS

1.1.1 Providing career 

opportunities

1.2.1 Providing job 

security

1.3.1 Meeting 

business/organisationa

l goals

1.4.1 Job satisfaction 

among staff

1.5.1 % of employees 

earning less than 

average for country

1.1.2 Ensuring 

workforce diversity
1.2.2 Staff turnover rate 1.3.2 Competitiveness

1.4.2 Employee

commitment

1.5.2 % of employees 

earning more average 

for country

1.1.3 Adequate training 

and development 

provision

1.2.3 Providing quality 

leadership

1.3.3 Maintaining good 

industrial relations

1.4.3 Creating employee 

engagement
1.5.3 Costs reduction

1.1.4 Differentiation
1.2.4 Effective 

communication
1.3.4 Production 1.4.4 Motivating staff

1.5.4 Minimizing 

employee stress

1.1.5 Creating 

organisational 

flexibility

1.2.5 Effective 

teamwork

1.3.5 Ensuring work life 

balance

1.4.5 Creating support for 

staff
1.5.5 Managing change

Groups of outcomes
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JOB ENRICHMENT

• Providing career opportunities - the opportunity to take on new challenges 
and responsibilities

• Ensuring workforce diversity – ensuring employees with a wide range of 
characteristics and experiences

• Adequate training and development provision - providing programs and 
activities in the employee’s area of responsibility

• Differentiation – organization structure has to reflect the demands and 
complexity of environment but all units of the structure should be 
integrated

• Creating organisational flexibility – increasing an organization’s capability to 
change and react 

Case studies
http://hipair.eu/wp-content/uploads/2017/02/GroundForce-Best-Case.pdf

http://hipair.eu/wp-content/uploads/2017/02/Southwest-Best-Case.pdf

http://hipair.eu/wp-content/uploads/2017/02/GroundForce-Best-Case.pdf
http://hipair.eu/wp-content/uploads/2017/02/Southwest-Best-Case.pdf
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JOB STABILITY

• Providing job security - involves assurance of long-term employment

• Staff turnover rate - when employees voluntarily leave their jobs and 
must be replaced

• Providing quality leadership – guiding people toward the achievement 
of goals requires skills and features of effective leaders 

• Effective communication – is necessary to provide technical know-how, 
the information needed by employees and build trust  

• Effective teamwork - teamwork is crucial to the organizational success

Case studies

http://hipair.eu/wp-content/uploads/2017/02/FerroNATS-Best-Case.pdf

http://hipair.eu/wp-content/uploads/2017/02/GroundForce-Best-Case.pdf

http://hipair.eu/wp-content/uploads/2017/02/PW-TechnoTours-Best-Case.pdf

http://hipair.eu/wp-content/uploads/2017/02/FerroNATS-Best-Case.pdf
http://hipair.eu/wp-content/uploads/2017/02/GroundForce-Best-Case.pdf
http://hipair.eu/wp-content/uploads/2017/02/PW-TechnoTours-Best-Case.pdf
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BUSIENSS EFFECTIVENESS

• Meeting business/organisational goals

• Competitiveness

• Maintaining good industrial relations

• Production

• Ensuring work life balance

HPWP have been associated positively with organizational
performance indicators such as financial performance, labor
productivity, reduced staff absence

Case studies

http://hipair.eu/wp-content/uploads/2017/02/GroundForce-Best-Case.pdf

http://hipair.eu/wp-content/uploads/2017/02/Southwest-Best-Case.pdf

http://hipair.eu/wp-content/uploads/2017/02/Fokker-Elmo-Turkey-Golden-Idea-System-Best-Case_.pdf

http://hipair.eu/wp-content/uploads/2017/02/GroundForce-Best-Case.pdf
http://hipair.eu/wp-content/uploads/2017/02/Southwest-Best-Case.pdf
http://hipair.eu/wp-content/uploads/2017/02/Fokker-Elmo-Turkey-Golden-Idea-System-Best-Case_.pdf
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COMMITMENT/LOYALTY

• Job satisfaction among staff

• Employee commitment

• Creating employee engagement

• Motivating staff

• Creating support for staff

Engaged, commited, satisfied, and high motivated eployees with psycological and 
physicalweel-being are essential for the company success

Case studies
http://hipair.eu/wp-content/uploads/2017/02/FerroNATS-Best-Case.pdf

http://hipair.eu/wp-content/uploads/2017/02/GroundForce-Best-Case.pdf

http://hipair.eu/wp-content/uploads/2017/02/Lisi-Leap-Project-Best-Case.pdf

http://hipair.eu/wp-content/uploads/2017/02/FerroNATS-Best-Case.pdf
http://hipair.eu/wp-content/uploads/2017/02/GroundForce-Best-Case.pdf
http://hipair.eu/wp-content/uploads/2017/02/Lisi-Leap-Project-Best-Case.pdf
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COST EFFECTIVENESS
• % of employees earning less than average for country

• % of employees earning more than average for country

• Costs reduction

• Minimizing employee stress

• Managing change

The higher pay can attract skilled employees and reduce turnover, however rather set 
the proper mixture of the pay, benefits and career opportunities is require to be 
compettitive

Case studies

http://hipair.eu/wp-content/uploads/2017/02/GroundForce-Best-Case.pdf

http://hipair.eu/wp-content/uploads/2017/02/PW-TechnoTours-Best-Case.pdf

http://hipair.eu/wp-content/uploads/2017/02/Fokker-Elmo-Turkey-Golden-Idea-System-Best-Case_.pdf

http://hipair.eu/wp-content/uploads/2017/02/GroundForce-Best-Case.pdf
http://hipair.eu/wp-content/uploads/2017/02/PW-TechnoTours-Best-Case.pdf
http://hipair.eu/wp-content/uploads/2017/02/Fokker-Elmo-Turkey-Golden-Idea-System-Best-Case_.pdf
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Outcomes questionnaire

The case of the company A

1.1 1.2 1.3 1.4 1.5

1.1.1 -1 1.2.1 1 1.3.1 -1 1.4.1 -1 1.5.1 -1

1.1.2 0 1.2.2 0 1.3.2 -1 1.4.2 -1 1.5.2 0

1.1.3 -1 1.2.3 0 1.3.3 -1 1.4.3 -2 1.5.3 -1

1.1.4 -1 1.2.4 2 1.3.4 -1 1.4.4 -2 1.5.4 0

1.1.5 0 1.2.5 -1 1.3.5 1 1.4.5 0 1.5.5 -1

result -3 2 -3 -6 -3



www.hipa i r.eu

Project No: 2015-1-PL01-KA202-016745

With the support of the Erasmus + Programme of European Union/ facebook.com / linkedin.com



SELF-ASSESSMENT 

MODULE 2, Part 2

Project No: 2015-1-PL01-KA202-016745
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Agenda 

1. Introduction
2. HPWP outcomes
3. Groups of outcomes:

• JOB ENRICHMENT

• JOB STABILITY

• BUSINESS EFECTIVENESS

• COMMITMENT/LOYALTY

• COST EFFECTIVENESS

4. Outcomes questionnaire
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Structure of curricula 
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Intended outcomes of training module

• Identify and know 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.



ACHIEVING GOALS 
WITH HPWP

Subtitle 2.1 



Project No: 2015-1-PL01-KA202-016745

HPWP outcomes

This part of Module 2 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.
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HPWP outcomes

Current situation
-Evaluate the current situation of the 

company before HPWP

-Evaluate the  current situation of the 
company if it has some HPWP applied

-Questions focused on "right now" 
moment

Future situation
-Same questions of the "Current 

situation part" but focused after the 
HPWP implementation

-Questions regarding the future 
desires of the enterprise 

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.
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HPWP outcomes

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.
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HPWP outcomes

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 bundle

of practices will be closely related to the expected future 

outcomes and performance improvements. 
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HPWP outcomes

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.
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HPWP outcomes

• Strategic goals of the company 

must be set

• HPWP might be an important 

tool supporting reaching those 

goals 

• Think about the HR areas which 

might help you to reach your 

goals 
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Groups of outcomes

Within HiPAir project, based on we following

outcomes groups were defined:

• JOB ENRICHMENT

• JOB STABILITY

• BUSINESS EFECTIVENESS

• COMMITMENT/LOYALTY

• COST EFFECTIVENESS
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HPWP OUTCOMES

JOB 
ENRICHMENT

JOB 
STABILITY 

BUSINESS
EFECTIVENESS

COMMITMENT/LOYA
LTY

COST 
EFFECTIVENESS

Providing career 

opportunities
Providing job security

Meeting 

business/organisation

al goals

Job satisfaction among staff

% of employees 

earning less than 

average for country

Ensuring workforce 

diversity
Staff turnover rate Competitiveness Employee commitment

% of employees 

earning more average

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
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JOB ENRICHMENT

• Providing career opportunities

• Ensuring workforce diversity

• Adequate training and development provision

• Differentiation

• Creating organisational flexibility
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Providing career opportunities

For employees career opportunities mean:

• The ability to learn new skills and put them to work

• To work for an industry leader who can provide insight 

and intelligence on ways to have impact and excel in our 

industry

• The opportunity to take on new challenges and 

responsibilities

• Potential to improve credentials and management skills
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Providing career opportunities

Helping workers develop their careers can:

• Increase the quality of workforce – employees are more 

productive, more satisfied and more loyal 

• Help attract and retain employees - professionals/ 

engineers are more committed to their careers than to 

organizations they work for
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Ensuring workforce diversity

Diverse workforce - is made up of individuals with a wide 

range of characteristics and experiences

Benefits from workforce diversity

• Increase marketing opportunities, recruitment, creativity, 

and business image, 

• Reduce lawsuits
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Ensuring workforce diversity

Managing diversity

• Organizations need to develop, implement, and maintain ongoing 

training for managers. Successful diversity management mainly 

depends on the manager’s ability to understand what is best for 

the organization based on teamwork and the dynamics of the 

workplace (fairness is not necessarily equality)

• Taking care about strong policies of equality from the company. 

Better is if all personnel policies from hiring to promotions and 

raises are based on employee performance

• Promoting a safe place for associates to communicate
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Adequate training and development provision

Employee training – planned organizational efforts to help 

employees learn job-related knowledge, skills, and other 

characteristics (e.g. motivation, attitudes)

Development provision - all learning and development 

programs and activities in the employee’s area of 

responsibility
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Adequate training and development provision

Business outcomes of training and development programs

Increased productivity

Less supervision

Reduction of errors & accidents

Talent pool

Uncover employee potential

Job satisfaction

Reduction of turnover and absenteeism

Address employee weaknesses

Increased consistency

Reduction in learning time

Team spirit

Skills Development

Optimum resource utilization
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Differentiation

Differentiation – is the complexity of the organizational structure: the 

number of units, the various orientations and philosophies of the 

managers, and the goals and interest of the organization's members

Integration – is the amount and quality of collaboration among the 

various units of the organization. 

The organizational complexity must increase to meet more complex 

environmental demands, but there must be good integration among the 

various departments, so that they are able to work together to achieve 

shared goals.
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Differentiation

Lack of integration results 

For organization

• Lowering their productivity, communication and long-
term financial health

For employees:

• Employees who lack direction take longer to complete
tasks

• An employee may perform work that overlaps with that of
another employee because their efforts were not
coordinated
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Creating organizational flexibility

Organizational flexibility  is an organization’s capability to 

change and react 

Flexible working forms 

• part time working, term time working, job-shares, home-

working, compressed hours and flexitime

• brings with it both advantages and disadvantages.

Numerical flexibility  versus functional flexibility
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Creating organizational flexibility

Business outcomes of flexible working place

• Increased retention

• Increased productivity

• Enhanced recruiting success

• Employees are more accessible throughout the day

• Reduced expenses for real estate costs

• Reduced carbon footprint
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JOB STABILITY

• Providing job security

• Staff turnover rate

• Providing quality leadership

• Effective communication

• Effective teamwork
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Providing job security

Safety needs include:

• Psychological safety – offered as job security, that can 

certainly affect job motivation.

• Physical safety- physical condition of the work

Job security – involves assurance of long-term employment. It 

usually arises from the terms of the contract of employment.
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Providing job security

Benefits from long-term employees:

• Solid knowledge base – they have considerable knowledge 

of the company’s culture and its products and services

• Continuity of development – because of knowledge and 

experience of senior employees.

• Invaluable support system – they can be an invaluable 

support system to new employees

• They are usually loyal and high committed employees
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Staff turnover rate

Employee turnover occurs when employees voluntarily leave 

their jobs and must be replaced. Turnover is expressed as an 

annual percentage of the total workforce.

Layoffs involve the termination of employees at the employer's 

discretion in response to business conditions such as reduced 

sales or a merger with another company.

Turnover intention – workers’ self-reported intentions to leave 

their jobs. Measuring employees’ intentions to quit their jobs 

can be a measure of dissatisfaction with a job
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Staff turnover rate

When a competent and capable employee leaves to work 

elsewhere is costly to the organization because of:

• Reduced organization productivity

• Increased expenses associated with hiring and onboarding a 

new employee

Turnover is influenced by lack of job satisfaction and 

organizational commitment
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Providing quality leadership

If your actions inspire others to dream more, learn more, do 

more and become more, you are a leader, John Quincy Adams

Leadership is the capacity to translate vision into reality,

Warren Bennis

The key to successful leadership today is influence, not 

authority, Ken Blanchard

Management is doing things right; leadership is doing the right 

things, Peter Drucker
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Providing quality leadership

Individuals would be more likely to be successful leaders if they:

• have received leadership training,

• are high self-monitoring (tendency to adopt one’s behavior to 

fit a particular social situation),

• are high in both task and person orientations,

• have the leadership motive pattern (high need for power, low 

need for affiliation),

• are intelligent,

• are emotionally stable
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Effective communication

Wise men speak because they have something to say; Fools 

because they have to say something, Plato

The most important thing in communication is hearing what 

isn't said, Peter Drucker

Bad human communication leaves us less room to grow,

Rowan Williams

Communication is everyone's panacea for everything, Tom 

Peters
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Effective communication

Benefits of effective communication

• Strengthens relationships

• Better acceptance of ideas

• Helps in achieving goals

• Reduces conflict

• Improves job Satisfaction

• Helps to save time
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Effective teamwork
Benefits of teamwork

• Creates synergy – where the sum is greater than the parts.

• Supports a more empowered way of working, removing constraints 
which may prevent someone doing their job properly.

• Promotes flatter and leaner structures, with less hierarchy.

• Encourages multi-disciplinary work where teams cut across 
organizational divides.

• Fosters flexibility and responsiveness, especially the ability to respond 
to change.

• Promotes the sense of achievement, equity and camaraderie, 
essential for a motivated workplace.

• When managed properly, teamwork is a better way to work.
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BUSIENSS EFFECTIVENESS

• Meeting business/organisational goals

• Competitiveness

• Maintaining good industrial relations

• Production

• Ensuring work life balance
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High Performance Work Practices and

• Meeting business/organizational goals

• Competitiveness

• Production
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• Studies (Ogbonnaya & Valizade) indicate that HPWP have 
been associated positively with organizational performance 
indicators such as financial performance, labor productivity, 
reduced staff absence.

• The rationale for a positive HPWP–performance relationship is 
hinged on the resource-based view (RBV) of an organization, 
the assumption that employees are a primary source of 
competitive advantage for an organization. An organization’s 
human resources represent a rare and inimitable asset that the 
organization may deploy to perform better than its 
competitors.
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HPWP Survey Results

The sample for this study consists in 52 SMEs, from 4 countries 

(PL, PT, SP and TR) in HiPAir’s consortium

Participants manifested a high interest in HPWP implementation. 

Higher scores in the implementation urgency are:

• Training Practices (86.5%), 

• Continuous Improvement Programme (84.6%)

• Internal Communication (78.9%).
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Maintaining good industrial relations

Employer-employee relationships that are covered specifically 

under collective bargaining and industrial relation laws. 

But industrial relations is also about the manner in which all 

parties in the workplace i.e. business owners/managers and 

employees consult, negotiate and work together for common 

good.
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Ensuring work life balance

Work-life balance is the general term used to describe 

organizational initiatives aimed at enhancing employee 

experience of work and non-work domains

Work-life balance programs - any employer sponsored 

benefits or working conditions that help employees balance 

work and non-work demands (Cascio 2000)



Project No: 2015-1-PL01-KA202-016745

Ensuring work life balance

Benefits to Employers Benefits to Employees

•Reduced Employee 

Turnover

•Reputation Build Up

•Benefits to Employees

•Better Time Management

•Autonomy and Personal 

Employee Growth

• Increased Focus

•Employee Engagement

•Personal Well Being
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COMMITMENT/LOYALTY

• Job satisfaction among staff

• Employee commitment

• Creating employee engagement

• Motivating staff

• Creating support for staff



Project No: 2015-1-PL01-KA202-016745

Job satisfaction among staff

Job satisfaction consists of the positive and negative feelings 

and attitudes about one’s job.

Is it true that the “happy worker is a productive worker?”

Meta-analyses indicate a moderate correlation between job 

satisfaction and performance (Judge et al., 2001).

The Porter-Lawler model (1968) states that job satisfaction and 

performance are not directly linked, but are related when 

workers perceive fairness in receipt of work-related rewards.
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Employee commitment

Organizational commitment

Personal identification with organizational objectives and 

values, readiness to make every effort for the benefit of an 

organization and willingness to continue participation in an 

organization
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Employee commitment/ satisfaction 
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Creating employee engagement

Engaged employees (Hewitt  model):

Say positive things about the company, 

Stay with the organization, and 

Strive to go above and beyond
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Creating employee engagement

• There is positive relationship between employee engagement 
and organizational performance outcomes: employee 
retention, productivity, profitability, customer loyalty and 
safety.

• The more engaged employees are, the more likely their 
employer is to exceed the industry average in its revenue 
growth

• Employee engagement is found to be higher in double-digit 
growth companies. 

• Research also indicates that engagement is positively related 
to customer satisfaction
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Motivating staff

• Incentive programs improve performance

• Incentive programs engage participants

• Incentive programs attract quality employees

• Longer-term programs outperform short-term programs

• Executives and employees value incentive programs
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Creating support for staff

What does „employee well-being” mean?

Creating an environment to promote a state of contentment 

which allows an employee to flourish and achieve their full 

potential for the benefit of themselves and their organization

(CIPD)

Research on the economic impact of well-being found that 

thriving employees have 41% lower health costs and 35% lower 

turnover costs (MERCER)
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COST EFFECTIVENESS

• % of employees earning less than average for country

• % of employees earning more than average for country

• Costs reduction

• Minimizing employee stress

• Managing change
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COST EFFECTIVENESS

• % of employees earning less than average for country

• % of employees earning more than average for country

Generally, the higher pay can attract skilled employees and 

reduce turnover if aligned with right values. However, most 

successful companies do not use the competitive pay as the 

advantage, they rather set the proper mixture of the pay, 

benefits and career opportunities.
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% of employees earning less than average for country
% of employees earning more than average for country

Poland Portugal Spain Turkey

min. wage 2017, EUR 454,52 557 707,6 503,6

average, 2016, EUR 723 1001 1754 985
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Costs reduction

Poland Portugal Spain Turkey

Median gross hourly
earnings 3,95 5,06 9,41 2,13

all employees (excluding apprentices), 2010  EUR
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Costs reduction

Poland Portugal Spain Turkey

Total labour cost 8,62 13,21 21,21 not available

Wages and salaries 7,04 10,52 15,82 not available

Other labour costs 1,58 2,69 5,39 not available

Estimated hourly labour costs, 2015, EUR,
Enterprises with 10 or more employees
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Minimizing employee stress

Benefits of Having a Stress-Free Workplace

• Improved employee retention and recruitment

• Improved employee engagement, thereby reducing 

presenteeism

• Decreased disability coverage costs

• Increased productivity and growth

• Reduced risks of workplace accidents and injuries

• Higher employee morale
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Managing change

Studies indicate that three HPWP job autonomy; participation 

in decision making and teamwork were positively related to 

proactivity and vitality and hence likely facilitate employees to 

cope better with organizational change.

• Proactive employees anticipate possible future events and 

take initiative

• Vitality is defined as one’s conscious experience of 

possessing energy and liveliness
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Outcomes questionnaire

Current situation: 

How do you perceive the current effectiveness of your 

organization in meeting following outcomes? 

Future situation:

How important are following outcomes for future development 

of your company (3 years)? 
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Outcomes questionnaire

The case of the company A

1.1 1.2 1.3 1.4 1.5

1.1.1 -1 1.2.1 1 1.3.1 -1 1.4.1 -1 1.5.1 -1

1.1.2 0 1.2.2 0 1.3.2 -1 1.4.2 -1 1.5.2 0

1.1.3 -1 1.2.3 0 1.3.3 -1 1.4.3 -2 1.5.3 -1

1.1.4 -1 1.2.4 2 1.3.4 -1 1.4.4 -2 1.5.4 0

1.1.5 0 1.2.5 -1 1.3.5 1 1.4.5 0 1.5.5 -1

result -3 2 -3 -6 -3
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CURRENT and FUTURE SITUATION
*Wymagane

How do you perceive the CURRENT effectiveness of your
organisation in meeting following outcomes?

1. 1.1. JOB ENRICHMENT *
Zaznacz tylko jedną odpowiedź w rzędzie.

very bad quite bad neither quite good very good

Providing career opportunities
Ensuring workforce diversity
Adequate training and
development provision
Differentiation
Creating organisational flexibility

2. 1.2. JOB STABILITY *
Zaznacz tylko jedną odpowiedź w rzędzie.

very bad quite bad neither quite good very good

Providing job security
Staff turnover rate
Providing quality leadership
Effective communication
Effective teamwork

3. 1.3. BUSINESS EFFECTIVENESS *
Zaznacz tylko jedną odpowiedź w rzędzie.

very bad quite bad neither quite good very good
Meeting business/organisational
goals
Competitiveness
Maintaining good industrial
relations
Production
Ensuring work life balance

4. 1.4. COMMITMENT/LOYALTY *
Zaznacz tylko jedną odpowiedź w rzędzie.

very bad quite bad neither quite good very good

Job satisfaction among staff
Employee commitment
Creating employee engagement
Motivating staff
Creating support for staff



5. 1.5. COST EFFECTIVENESS *
Zaznacz tylko jedną odpowiedź w rzędzie.

very bad quite bad neither quite good very good
% of employees earning < avg for
country
% of employees earning > avg for
country
Costs reduction
Minimizing employee stress
Managing change

FUTURE SITUATION

How important are following outcomes for FUTURE
development of your company (3 years)?

6. 1.1. JOB ENRICHMENT *
Zaznacz tylko jedną odpowiedź w rzędzie.

Not
important at

all

Of little
importance

Of average
importance

Very
important

Absolutely
essential

Providing career
opportunities
Ensuring workforce
diversity
Adequate training and
development
provision
Differentiation
Creating
organisational
flexibility

7. 1.2. JOB STABILITY *
Zaznacz tylko jedną odpowiedź w rzędzie.

Not
important at

all

Of little
importance

Of average
importance

Very
important

Absolutely
essential

Providing job
security
Staff turnover rate
Providing quality
leadership
Effective
communication
Effective
teamwork



Technologia

8. 1.3. BUSINESS EFFECTIVENESS *
Zaznacz tylko jedną odpowiedź w rzędzie.

Not
important at

all

Of little
importance

Of average
importance

Very
important

Absolutely
essential

Meeting
business/organisational
goals
Competitiveness
Maintaining good
industrial relations
Production
Ensuring work life
balance

9. 1.4. COMMITMENT/LOYALTY *
Zaznacz tylko jedną odpowiedź w rzędzie.

Not
important at

all

Of little
importance

Of average
importance

Very
important

Absolutely
essential

Job satisfaction
among staff
Employee
commitment
Creating employee
engagement
Motivating staff
Creating support for
staff

10. 1.5. COST EFFECTIVENESS *
Zaznacz tylko jedną odpowiedź w rzędzie.

Not
important at

all

Of little
importance

Of average
importance

Very
important

Absolutely
essential

% of employees
earning < avg for
country
% of employees
earning > avg for
country
Costs reduction
Minimizing employee
stress
Managing change
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