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Preface

MACIEJ URBANIAK*

PREFACE

As we have already announced, the edition of our magazine starting from the 
beginning of 2019 will be published only in English.1

The current issue of our Quarterly concerns several contemporary topics such as: 
socially responsible innovations, instruments of the organizational communication 
systems, autonomy in human resources management, organizational politics and 
change as well as the role of a manager in managing intellectual capital.

Agata Austen and Monika Rutkowska in their paper discussed factors that may 
influence researchers’ absorptive capacity. A review of literature indicates that tradi-
tional role of universities, limited to education and undertaking research activities 
focused primarily on the development of scientific theories, has evolved towards 
the requirement of innovation and active search for opportunities to commercialize 
research results. Among many factors determining the innovativeness of researchers 
and their ability to commercially exploit research results, the importance of research-
ers’ absorptive capacity (ACAP) has been increasingly stressed.

In the next article Seweryn Spałek and Remigiusz Kozubek point to the designatum 
of the term socially responsible innovations in order to identify the research area. The 
authors attempt to show an operational definition of socially responsible innovation 
based on the integration of innovation theory and elements relating to the concept 
of sustainable development, corporate social responsibility.

Michał Chomicki indicates a relationship between the organizational communi-
cation system of Polish companies and the beneficialness of the shape of the coop-
erative relations between these companies and particular kinds of cooperators. The 
results of the author’s research show that organizational communication system and 
its instruments influence the beneficialness of the shape of cooperative relationships.

Agnieszka Górka-Chowaniec presents in her paper the basic role of manag-
ers in managing the human capital and brings closer the essence of autonomy of 

* Maciej Urbaniak, Ph.D., Full Professor – Editor in Chief of “Organizaton and Management”, University 
of Lodz.
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personnel in the human resources management. The author verified the hypothesis 
about the importance of autonomy in human resources management and its impact 
on the efficiency of the work of individual employees. The results confirm the main 
hypothesis leading to the conclusion that the increase of the decision participation 
of individual members of the organization in their duties can significantly contribute 
to rising the efficiency of the services provided.

Barbara Siuta-Tokarska, Ryszard Borowiecki and Tomasz Kusio analyzed the role 
of a manager in managing intellectual capital in the context of innovative projects 
in an enterprise. The authors presented a cross-sectional analysis of case studies 
(of various size enterprises) presenting the role of the human factor in the context 
of intellectual capital management.

The Editorial Board asks Potential Authors for the texts of your considerations 
to be embedded in the international context of the latest scientific trends, and the 
cited literature to include studies in English (also studies published in our country). 
We ask for professionalism in the scope of the studies provided to us, which should 
be a subject of a thorough linguistic correction before submitting them to our Edi-
torial Office. The lack of due diligence of the Authors in this regard will result in the 
refusal to accept the text and to forwarding it to the assessment by foreign reviewers. 
We want the particular issues to be characterized by thematic consistency and high 
professionalism in line with current trends in international journals.

We hope that each of your articles characterized by high quality content and prop-
erly drafted in the English version (including a native copyreader), will contribute 
to the growth of the citation index in international journals’ databases.

Wishing you in 2019 many successes in your professional and personal life!

Maciej Urbaniak
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Conditions for the Development of Researchers’ Absorptive Capacity

AGATA AUSTEN*, MONIKA RUTKOWSKA**

CONDITIONS FOR THE DEVELOPMENT 
OF RESEARCHERS’ ABSORPTIVE 

CAPACITY

Introduction1

The changing political, social, economic, technological and cultural environment 
requires science to work closely with business. As Satell [40] stated “innovative com-
panies get their best ideas from academic research”. Thus, the potential of scientific 
research cannot be overestimated. The role of the university has expanded from 
traditional research and education to actively seeking opportunities to develop appli-
cations and commercialize research results [18]. Establishment of start-ups is one of 
the possible ways to transfer university research into industry, however it is difficult 
to start a new venture based on university technology and most of those ventures do 
not generate wealth to universities [29].

Innovations became the main trend for the development of global economy. It 
can be defined as: (1) a new idea or behavior [17], (2) as changes in the knowledge, 
ability and techniques required to produce goods and services of higher or better 
quality [33], or as (3) a complex activity converting new knowledge to the commercial 
outputs [11]. Therefore, researchers are required to be competent in Open access, 
Open data, Open Science Politics including the European Code of Conduct for 
Research Integrity (hereinafter – 3 Ops) performance as well as to work in similar 
manner and style as entrepreneurs.

In the context, when academic research is taken “as valuable assets for economies 
in the EU” [46, p. 1] and researchers are expected to provide more innovative ideas 
and products for the market or decisions for business, individual absorptive capacity 

* Agata Austen, Ph.D., Associate Professor – University of Economics in Katowice.
** Monika Rutkowska, Ph.D. – University of Economics in Katowice.
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of researchers becomes the key issue for understanding and developing R&I processes. 
We posit that absorptive capacity is the crucial factor for developing the innovativeness 
[20], because it helps to accelerate the speed, frequency and magnitude of innovation 
[22; 45]. To date, micro-level approach towards ACAP remains under-researched [11; 
47]. Instead, most has been studied at the country, inter-organizational, intra-organ-
izational and group level of analysis [25; 47]. In particular, only few studies relate 
to the absorptive capacity of (academic) researchers and those few, which were made, 
are focused on the understanding of links between ACAP and scientific productivity 
(publications, patents) or their competencies just to be employed [7; 46; 37]. Thus, 
the aim of the article is to discuss factors that may influence researchers‘absorptive 
capacity, which is necessary to create or identify radical new ideas, which may become 
opportunities, as well as challenge them to evaluate and tackle customer problems 
in unconventional and creative ways.

1. Individual absorptive capacity

There is little doubt that ACAP has been one of the most cited and used – and 
in this sense, one of the most important – constructs to emerge in the management 
literature in the last two decades. Cohen and Levinthal [5] in their seminal work defined 
ACAP as a person’s ability to recognize the value of new information, assimilate it, and 
apply it to commercial ends. Later, researchers [48; 25; 31; 47; 30; 19, etc.] developed 
this concept, identifying its application to organizational, interorganizational, group, 
regional and country level of analysis.

In this article, we follow the concept of individual ACAP that is an individual’s 
activities to recognize, assimilate, transform, and exploit new external knowledge 
[30]. Referring to the specificity of academia, we propose the following working 
definition of researchers’ ACAP: “a dynamic person’s ability to recognize the value of 
new external information, get the access to it, to assimilate it and anchor to internal 
knowledge base, transform and exploit (apply) it to commercial ends and to dissem-
inate new knowledge for the wider economy”.

Among different conceptualizations of ACAP, Zahra and George [48] propose to 
consider potential absorptive capacity (PACAP), which relates to recognition and 
assimilation of knowledge and realized absorptive capacity (RACAP), that includes 
transformation and exploitation of knowledge. PACAP (according to Zahra and 
George) refers to an organization’s ability to identify, acquire, to analyze, process, 
interpret, and understand external sources of knowledge. With respect to research 
setting, potential absorptive capacity of researchers would be an individual’s ability 
to acquire and assimilate information that is useful for research scholarship [7]. Indi-
viduals’ recognition activities concern searching for new knowledge, identifying it, 
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and evaluating it as opportunities for potential beneficial use. Through assimilation 
activities, individually recognized and acquired knowledge is adapted to the organ-
izational context by making it understandable and transferable to other members 
[29]. At the organizational level RACAP, includes knowledge transformation and 
exploitation. It denotes a firm’s capability to develop and refine the routines that 
facilitate combining existing knowledge and the newly acquired and assimilated 
knowledge, refine, extend, and leverage existing competencies or to create new 
ones by incorporating acquired and transformed knowledge into its operations [48, 
p. 190]. At the individual level, during knowledge transformation processes, the new 
assimilated knowledge is combined and integrated with existing knowledge in order 
to create new ideas for products, services, and processes. Finally, exploitation at the 
individual level concerns the internalization of the new knowledge in own work 
routines [29]. Zahra and George [48] claim that PACAP influences RACAP. Thus, 
why we propose that:
H1: Researchers’ PACAP influences their RACAP.

2. Absorptive capacity – implications for innovation

During the last decade, the nature of innovation has shifted: from being driven by 
individuals working within the well-defined boundaries of corporate or university labs, 
innovation increasingly emerges from the distributed intelligence of a global crowd 
[15]. The concept of technology transfer has become too narrow and it has evolved 
into the concept of knowledge transfer [21]. Among many institutions responsible 
for the transfer of knowledge to economics in recent times there are, among others, 
universities. Undoubtedly, the economy is a beneficiary of scientific discoveries and 
their commercialization in the field of technical sciences and information technology. 
The industry can also make use of the input from social sciences and humanities (e.g., 
the knowledge how to market a product in different cultural and linguistic contexts, 
how to develop efficient organization and organizational routines, etc.) [21]. McAfee 
and Brynjolfsson [32] identify this as one of three major trends, along with the move 
from product to platform and from brain to machine. Human capital shapes innova-
tion in a number of ways. The deficiency in human capital is one of the main issues 
hindering growth of economy. In particular, lack of skilled researchers generating the 
knowledge that can be used to create and implement innovations. Skills supply and 
demand mismatch is strongly felt in R&I area. Research indicates that in technology 
field, mismatch is increasing. One third of companies in manufacturing industries 
agree that they lack technology designers, etc. for their R&I activities [35].

Innovation can be defined as changes in the knowledge, ability and techniques 
required to produce goods and services of higher or better quality per unit price, 
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while technology represents the cumulative stock of these innovations [33]. There-
fore, innovation is a complex activity converting new knowledge to the commercial 
outputs [11]. The literature regarding innovation widely indicates that innovation is 
a new idea or behavior [17]. For example, while Oke et al. [34] define innovation as 
researching to find the new ways of the new things, Van de Ven states that innovation 
is about identifying and utilizing the opportunities to build new products, services 
or business applications [44]. Absorptive capacity increases the speed, frequency and 
magnitude of innovation, which in turn produces knowledge which becomes part of 
the firm’s absorptive capacity [22; 14; 45].

Also research findings presented by Fakhrorazi et al. [10] suggest that the innovative 
behavior of workers is somewhat affected by their capability to absorb knowledge. 
Individual absorptive capacity had partially influenced the behavior of opportunity 
exploration. While prior literature has made substantial advancement into the perfor-
mance consequences of absorptive capacity, few studies have addressed what actually 
constitutes ACAP on a micro level. Tian and Soo [42], examining 125 employees 
in a large Chinese automotive organization found that employee realized ACAP 
mediates the positive relationship between employee potential ACAP and creativity, 
which underlies innovativeness. Lowik et al. [29] in their study of 147 employees 
in a medium-sized Dutch industrial firm found support that individual absorptive 
capacity mediates between its antecedents and individual innovation performance. 
Zahra and George propose that despite the importance of PACAP (potential AC), 
RACAP (realized AC) is the primary source of performance improvements [48, 
p. 191]. Consequently, we hypothesize that:
H2: Researchers’ RACAP influence the level of innovation.

3. Researchers’ networks and ACAP

Adopting an absorptive capacity approach to academia suggests that a focal way 
in which individuals are able to develop research ideas is to exploit others’ research 
ideas. Researchers need to interact with other researchers, formally or informally 
to help generate new ideas. Formally, a researcher may be able to exploit others’ 
research ideas by reading their articles and attending their conference presentations. 
Informally, a researcher could benefit from others’ ideas by having some connection 
or relationship with other researchers [7].

A key assumption in the ACAP literature is that the place where the knowledge 
is recognized and acquired is distant from the place where it is transformed and 
exploited [5]. This is why social integration mechanisms are central to understanding 
ACAP processes. These organizational arrangements build connectedness and shared 
meanings, facilitating communication and knowledge exchanges [16; 43; 48]. At the 
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individual level, social integration mechanisms’ effectiveness depends on individuals’ 
social capital, which has several dimensions, such as network diversity, network size, 
and network density [25; 36].

Research at the organizational level highlights the importance of networks. Gaining 
knowledge from external sources and learning from partners are critical parts of the 
interorganizational antecedents of ACAP [47]. Research that examines absorptive 
capacity in the context of interorganizational relationships can be divided into two 
main categories. The first focuses on dyadic alliance relationships and how the con-
struct enables inter-organizational learning and positive alliance outcomes such as 
innovation (e.g., [26; 24; 1; 39; 9]). The second focuses on networks of relationships 
and argues that firms which are well located in that network are most likely to form 
more alliances and are also most likely to innovate [41]. Fullan [13] points out the 
significance of partnership networks, as one of the sources of absorptive capacity. It 
can be noticed that innovation of SMEs is positively associated with personal net-
works of entrepreneurs and that this relationship is strengthened by SMEs absorptive 
capacity (potential and actual). Collaboration between related organizations (scien-
tific, educational, production enterprises, etc.) helps to achieve common aims. Such 
collaboration often develops into project activity and exceeds national boundaries. 
Project activity stimulates individuals’ initiative, creativity, empowers them to recognize 
novelties, to identify their advantages that might be successfully used in their own 
or their schools activity. Therefore, project activity stimulates individuals’ absorptive 
capacity, as they feel free to act and the final aim of the project makes them responsible 
for the project process and results.

Some studies have indicated that a vast proportion of the transfer from university 
to companies or society happens through more or less informal contacts and meetings 
[8, pp. 1295–1313]. Issues of internal informal networks are also important for the 
identification and assimilation of new knowledge. Social embeddedness is important 
for transferring tacit and explicit knowledge. Thus, networks of individuals influence 
what knowledge is shared or assimilated [47]. At the individual level external net-
work diversity explains differences in individual absorptive capacity. Heterogeneous 
individual networks positively contribute to individual innovative performance (e.g. 
[3; 6]). In the study conducted by Christensen and Jansen [4], networking which 
can be defined as the extent to which participants communicated with faculty at 
other institutions regarding research-related activities, was the only factor that was 
significantly related to research productivity. In our opinion individual networks of 
researchers should underlie both their PACAP and RACAP. Hence, we assume that:
H3: Researchers networks influence their PACAP and RACAP. The more wide and 
heterogeneous the network, the higher the level of PACAP and RACAP.
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4. Activation triggers of ACAP

Zahra and George [48] claim there is a need for some type of activation trigger 
to encourage the individual to generate new ideas. They posit that internal trig-
gers could be in the form of organizational crises, such as performance failure, or 
important events that redefine a firm’s strategy. External triggers are events that may 
influence the future of the company’s environment. They include e.g., radical inno-
vations, technological shifts, changes in government policy. In the academic setting, 
faculties who do not perceive research scholarship as important for their tenure and 
promotion may not be motivated to engage in research activity. In this case external 
demands (such as law regulations), may serve as an external motivator for generating 
new ideas. We find requirements for individual career development that are imposed 
by law as one of the activation triggers. The second are the requirements imposed 
by the university, which result from the need to carry out its mission, including the 
willingness to place itself high in university rankings and the possibility of obtaining 
funds from the ministry. Thus:
H5: Activation triggers in the form of legal requirements and university requirements 
influence PACAP. Specifically, the greater the number of requirements for research 
scholarship, the higher level of PACAP.

5. Organizational and institutional support of ACAP

ACAP is influenced also by some organizational factors e.g., by a signaling effect 
that the organization values learning [40]. Organizational learning theory suggests 
that firms with strong commitment to learn encourage and value employees’ contin-
uous effort to identify and acquire valuable external knowledge, and share and utilize 
obtained knowledge to improve performance [2; 40]. According to Sinkula et al. [40], 
organizational commitment to learning, which refers to the degree to which an organ-
ization values and promotes learning, fosters a learning climate which influences the 
degree to which firms are likely to promote generative learning as a long-lasting core 
competency. In relation to academia setting such factors as the granting of advanced 
degrees, salary and hours spent weekly on teaching, university status may matter [7]. 
On the other hand, Lenart [27] in her research about absorptive capacity of schools 
found that lack of funding and complicated procedures of grant submissions were 
major obstacles for the respondents. In our opinion these factors, which can be called 
organizational and institutional support, influence not the potential ACAP, but the 
realized one. Thus, we propose:
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H4: Organizational and institutional support influences RACAP. Specifically, the greater 
the support, the higher level of RACAP.

Below we present the preliminary research model that constitutes starting point 
for future empirical investigations.

Researchers’
networks

Potential ACAP
(recognition,
assimilation)

Realized ACAP
(transformation,

exploitation)

Organizational
and institutional

support

Innovation
level

Activation
triggers

H1 H2

H3

H4 H5

Conclusions

This paper refers to models proposed by Zahra and George [48] and Davis and Da 
Silva [7]. It deals with the issue of absorption capacity at the micro level of analysis, 
presenting individual, organizational and institutional determinants of researchers’ 
ACAP. The authors’ intention was to emphasize the importance of assimilation, 
innovation and commercial application of knowledge by researchers. Researchers’ 
absorptive capacity has been so far understudied. Due to the importance of research-
ers’ absorption capacity for the development of their capacity for innovation and 
commercialization of empirical research results, we believe it is necessary to explore 
this phenomenon through empirical research. Considering the above, we take into 
account the empirical verification of the research model described in this article, and 
within the basic assumptions of further research we assume that:

 � researchers’ ACAP is a valuable approach providing the breakthrough of thinking 
and enabling the analysis of possibilities that increase researchers’ innovativeness. 
The low level of individual researcher absorptive capacity interferes with innova-
tiveness of research outcomes required for performance within the 3 Ops area;

 � the construct of researcher’s individual absorptive capacity is a complex phenom-
enon that refers to individual competencies (research knowledge, capabilities, 
innovative research performance), capability to accelerate the absorption process, 
and personal traits;
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 � researchers’ individual absorptive capacity might be accelerated by expanding them 
with competencies, capabilities and traits, that are characteristic for innovators of 
spinoffs, start-up businesses and SME CEOs.
We are aware of the limitations of the presented considerations. In our opinion the 

first step that should be taken is to define researchers ACAP. The question arises, how 
to extend the concept using the competencies, capabilities and traits of entrepreneurs. 
Another issue concerns the final result which are innovations. How to measure them 
so as not to equate science with simply working on “products”? This also raises the 
question of whether these innovations are visible in all disciplines or whether they 
are such (e.g., biochemistry), where they are natural and desirable, and in others 
where the innovations should not or cannot take place.
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CONDITIONS FOR THE DEVELOPMENT OF RESEARCHERS’ 
ABSORPTIVE CAPACITY

Abstract

The aim of the paper is to discuss factors that may influence researchers’ absorptive capac-
ity. A review of literature indicates that traditional role of universities, limited to education and 
undertaking research activities focused primarily on the development of scientific theories, has 
evolved towards the requirement of innovation and active search for opportunities to com-
mercialize research results. Among many factors determining the innovativeness of research-
ers and their ability to commercially exploit research results, the importance of researchers’ 
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absorptive capacity (ACAP) has been increasingly stressed. Understanding of ACAP at the 
individual level has been limited so far, as most of the research focus on the organizational 
level. Having examined the literature on both ACAP and the specificity of researcher’s job 
and organizations that employ them, we propose a research model and formulate hypoth-
eses about individual, organizational and institutional determinants of researchers’ ACAP. 
We propose to consider the construct of researcher’s ACAP as a complex phenomenon that 
refers to individual competencies (research knowledge, capabilities, innovative research per-
formance), capability to accelerate the absorption process, and personal traits. We claim that 
the low level of individual researchers’ absorptive capacity interferes with innovativeness of 
research outcomes and that it can be enhanced through development of competencies, capa-
bilities and traits, that are characteristic for innovators of spinoffs or start-up businesses and 
managers of SMEs.

Keywords: absorptive capacity, individual perspective, 
commercialization of research results

JEL classification codes: J24, M50

UWARUNKOWANIA ROZWOJU ZDOLNOŚCI ABSORPCYJNYCH 
PRACOWNIKÓW NAUKI

Streszczenie

Celem artykułu jest omówienie czynników, które mogą wpływać na zdolność absorpcyjną 
pracowników nauki. Przegląd literatury wskazuje, że tradycyjna rola uniwersytetów, ograni-
czona do edukacji i podejmowania działalności badawczej skoncentrowanej przede wszyst-
kim na rozwoju teorii naukowych, ewoluowała w kierunku wymogu innowacji i aktywnego 
poszukiwania możliwości komercjalizacji wyników badań. Wśród wielu czynników decydu-
jących o innowacyjności badaczy i ich zdolności do komercjalizacji wyników badań coraz 
częściej podkreśla się znaczenie zdolności absorpcyjnej badaczy (ACAP). Zrozumienie ACAP 
na poziomie indywidualnym było jak dotąd ograniczone, ponieważ większość badań koncen-
truje się na poziomie organizacyjnym. W wyniku analizy literatury przedmiotu dotyczącej 
zarówno ACAP, jak i specyfiki pracy pracowników nauki oraz zatrudniających ich organizacji, 
przedstawiamy model badawczy i formułujemy hipotezy o indywidualnych, organizacyjnych 
i instytucjonalnych determinantach zdolności absorpcyjnych. Proponujemy rozważyć ACAP 
pracowników nauki jako złożone zjawisko, które odnosi się do indywidualnych kompetencji 
(wiedza badawcza, możliwości, wyniki innowacyjnych badań), zdolności do przyspieszenia 
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procesu absorpcji i cech osobowych. Sugerujemy, że niski poziom zdolności absorpcyjnych 
pracowników nauki jest powiązany negatywnie z innowacyjnością wyników badań i że można 
go wzmocnić poprzez rozwój kompetencji, zdolności i cech charakterystycznych dla inno-
watorów spin-offów i start-upów oraz menedżerów MŚP.

Słowa kluczowe: zdolności absorpcyjne, perspektywa 
indywidualna, komercjalizacja wyników badań

Kody klasyfikacji JEL: J24, M50
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SOCIALLY RESPONSIBLE INNOVATIONS 
– DESIGNATION OF THE CONCEPT 

AND OPERATIONAL DEFINITION

Introduction

Looking through the newest scientific and popular science literature, grant pro-
grams, governmental programs and documents and also trends presented in mass-me-
dia, there is a significant increase in interest of modern organizations – on the one 
hand – in their level of innovativeness and social responsibility problems on the other 
hand. Due to that state, scientists also put a bigger emphasis on these concepts [23, 
p. 133; 9; 11, p. 194; 27, p. 541].

The most important problem in this particular situation is to integrate the ele-
ments of innovative behavior and corporate social responsibility in the products 
and services generated by the company and find a way to manage them. Moreover, 
there is an issue of implementation of socially responsible innovations in the work 
processes in the company. The objective of this article is to show the designatum of 
the term ‘socially responsible innovations’ and outline when we can and when we 
cannot talk about socially responsible innovations (SRIs).

1. The background of SRIs

The category of socially responsible innovations is relatively new in the field of 
management science and does not have a clear and precise definition. Owing to that, 
there is a significant problem with the indication of the designatum of this concept. 
Boundaries between what SRIs are and are not, are blurred.

* Seweryn Spałek, Ph.D., Eng., Associate Professor – Silesian University of Technology.
** Remigiusz Kozubek, M. A. – Silesian University of Technology.
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The basic determinant of SRIs is the relationship between innovations and social 
responsibility. The main reason for the connection of those two concepts is to ful-
fill the idea of sustainable development, which is one of the most promoted trends 
in global development. The term of sustainable development should be understood 
as a balance in human life, that is, a development in which special attention is paid 
to symmetry between social development, economic development and environmental 
protection, with a strong emphasis on “our” responsibility in the holistic sense and 
for future generations in particular [12, p. 5]. A detailed discussion of the princi-
ples of sustainable development and its objectives can be found in the document, 
Transforming our world: the 2030 Agenda for Sustainable Development, which was 
accepted by the Seventieth Session of the General Assembly of the United Nations 
which took place on September 25–27th, 2015, but the most important thing for this 
paper is Scope 12 of the Agenda, which points to the development of the sustainable 
consumption and production models. As the Agenda authors point out, sustainable 
production and consumption are about doing more and better and spending less 
simultaneously. They indicate the need to increase economic prosperity by reducing 
resource use, pollution and degradation of the environment, while enhancing the 
quality of life. These processes should involve a wide range of stakeholders, including 
business representatives, consumers, lawmakers, academics, researchers, and finally 
media and development agencies. Implementing the Scope also requires a system-
atic approach and cooperation within a supply chain, from the producer to the final 
consumer. With regard to sustainable consumption, particular emphasis should be 
placed on sustainability education, the provision of sound and accurate information, 
and the promotion of sustainable public procurement.

The concept of sustainable consumption and production models is very important 
for the European Union decision makers due to the limitation of natural resources 
and aging population. In order to meet this challenge, one decided to introduce 
strategies and instruments implementing the principles of sustainable production and 
consumption. In the European Union, EU 2020 Strategy is an elementary document 
that defines activities related to sustainable production and consumption [10]. This 
document identified three priority areas. The first one is an intelligent growth based 
on the development of a knowledge and innovation-based economy. The second area 
is sustainable growth – a low-carbon, resource-efficient and competitive economy. 
The third is an increase in social inclusion, employment opportunities and economic, 
social and territorial cohesion [1, p. 179].

Sustainable production and consumption can be defined as a holistic approach 
aimed at minimizing the impact of social systems on production and consumption on 
the environment [6, p. 254]. The balance should be present at all stages of the product’s 
life cycle. Starting from the acquisition of raw materials necessary for the production, 
through the whole manufacturing process and the supply chain, until utilization and 
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disposal [28, pp. 76–77]. The characteristic feature of such a production is the manu-
facture of products or services which, to a greater extent than conventional products 
and services, refer to ecological and social requirements. An indispensable element of 
sustainable production and consumption is also the continuous improvement of the 
quality of life [25]. As a result of the application of sustainable production principles 
and tools, products and services that are safe and meet international environmental 
and ethical standards at all stages of their life cycle should be introduced to the market 
and their production and use should have a positive impact both on consumers and 
on the local community [28, p. 77].

Socially responsible innovation responds to the challenges that confront the econ-
omy with the concept of sustainability of consumption and production by combining 
elements of innovative and socially responsible activities in reference to products 
and services developed by the company, so on the denotation of SRI will be all of the 
products and services which will be both innovative and will respond to the concept 
of sustainable consumption and production.

2. Designatum and definition of SRI

In order to speak of socially responsible innovations that will pursue patterns of 
sustainability of production and consumption, two categorical conditions must be met.

The first is to classify such a product or service into an innovation category. Using 
the same assumptions as those adopted by the Oslo Manual, it should be noted that 
innovation is the implementation of a new or significantly changed service, product, 
process or method, but also a significant change in the organization of work, place of 
work or relations with stakeholders [17, p. 46]. This definition of innovation is, in the 
opinion of the authors, the most general and broad definition which can be used 
to classify a phenomenon as an innovation. Both approaches focus on the creation of 
a completely new quality through a total negation of existing realities or the creation 
of a new quality through renewal, reconstruction or adaptation of existing solutions 
[26, p. 13] where a minimum requirement for innovation is that these solutions must 
be new to this particular organization, which gives the ability to adapt means already 
used in other organizations and still recognize them as innovative [17, p. 46]. Due 
to that broad spectrum of innovation, it is important to underline that the deter-
minants of innovation may be located both inside and outside the organization [5]. 
In addition, six plans of innovation can be described, which are: (1) introduction 
of new products and improvement of existing ones, (2) the use of new or improved 
products and methods, (3) finding new markets, (4) a new method of sale and pur-
chase, (5) the use of new raw materials and intermediates and (6) the introduction of 
a new organization of production [21]. Less detailed classification shows that there 
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are four dimensions of the discussed concept. These are: (1) product innovation, (2) 
process innovation, (3) marketing innovation, and (4) organizational innovation [17, 
pp. 47–52]. It is worth emphasizing Schumpeter’s claims that innovation can take 
place only once. The dissemination of innovative solutions is a completely separate 
process, which he called ‘an imitation’. He also demarcates the concept of innovation 
and invention, due to the fact that many of the ideas, models and prototypes were 
never adopted and did not enter into production or other use, and thus – never turned 
out to be innovation itself [21].

The second condition is the sustainability of the innovative product or service, 
which is often strongly related to the CSR (corporate social responsibility) concept. 
The authors agree with the following broad definition of CSR: corporate social 
responsibility is an effective process of managing an enterprise that by responding 
to possible identification of stakeholder expectations the company contributes to the 
increase of its competitiveness, giving it stability and sustainable development, while 
shaping favorable conditions for economic and social development, creating both 
social and economic value [18, p. 78]. This kind of understanding of the concept is 
strongly connected with the Stakeholders theory, which is a theory of organizational 
management and business ethics in which there are strongly marked morals and 
values. It was originally developed by Freeman in the book entitled Strategic Man-
agement: A Stakeholder Approach. The traditional perception of the organization 
assumed that only the owners and shareholders of the company were important. The 
Stakeholder theory instead argues that there are other parties involved, including 
employees, customers, suppliers, financiers, communities, governmental bodies, 
political groups, trade associations, and trade unions, so it is strongly connected 
with the terms and conditions of the sustainable consumption and production issues 
[8; 15; 16, pp. 285–298]. So the concept of CSR is a concept which, by definition, 
should be used as a tool with which enterprises will be able to integrate social, 
environmental and economic business activities and various interactions with the 
wider category of stakeholders of the company and it should be strongly correlated 
with the core of business organizations [19, pp. 78–92]. CSR should be based on 
three main pillars: (1) minimize risk and maximize the chances of success of the 
company in the long term; (2) ability to conduct business in such a way as to increase 
its positive contribution to society, while minimizing its negative effects; and (3) 
the specific manner in which a company treats participants of the market process 
(stakeholders), which are: customers and business partners, employees and the local 
community [14, p. 12].

The combination of innovation and corporate social responsibility can be brought 
about in two ways, which are called the virtuous circle of CSR and innovation. The 
first of these is when innovation is driven by CSR and the second is when CSR is 
driven by innovation. These two types of relationships between innovation and CSR 
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are defined by the outcomes of these connections. If the result of innovation is a prod-
uct or service, the existence of which is conditional upon a social or environmental 
goal – it is referred to as innovation driven by CSR (CSR-driven innovation). But 
if innovation has been applied during the manufacturing process of the product or 
service in such a way as to make it more socially responsible, taking into account the 
needs and expectations of all the stakeholders of the organization, it is referred to as 
innovation-driven CSR [13, p. 316]. So, because of this explanation, it can be said 
that CSR-driven innovation is about doing the right things, while innovation-driven 
CSR is about doing the things right [13, p. 316]. Naturally, the best situation is when 
both parts of the virtuous circle of CSR and innovation are working at the same time. 
It should be clear that one cannot be fully successful without the other. It is because 
the bi-directional model is specified as a model in which the innovations which are 
realized by the companies are functions of CSR and corporate social responsibility 
practices are functions of innovations. Therefore, they both should propel each other 
in an infinite circle. This virtuous circle, if it works both ways, should provide the 
situation of doing the right things in the right way.

Given the above, it is important to see this bi-directional system as a perpetual 
process where – on the one hand – the organization will search for success, and on 
the other hand – search for values. To that end, being innovative and responsible is 
based on constant usage of the virtuous circle of innovation and CSR which means 
searching for value and searching for values must be constantly ongoing.

The sustainable innovation model consists of five stages, which are: (1) under-
standing the organization, (2) recognizing the current state, (3) defining the ideal 
state, (4), identifying the opportunities and risks (5) taking actions. At the third state, 
there is a necessity to compare the second and the third state. After that, it is time 
to execute stages four and five. The most important thing about that model is the 
feedback loop – after each stage, organization should learn from introduced changes 
and then start the process again, because of the infinity assumption of the model.

Unfortunately, the combination of the idea of innovation and corporate social 
responsibility contains a number of contradictions. They result, inter alia, in: (1) the 
necessity for use of CSR objectives in the core business of the company or in a situation 
of creation breakthrough innovations which are very risky, but which promise great 
benefits, (2) the opposition between expectations for the use of tools of corporate social 
responsibility that should benefit customers and other stakeholders of the company 
and the long period of return from the introduction of innovative solutions, (3) the 
dissonance between the ability to generate savings through the use of innovation 
in CSR, and the continuing weakness of demand for traditional products and services 
and (4) the dilemma of creating innovative solutions and applying social responsibility 
in PR of the organization, and concealing developed innovative solutions to make 
money on obsolete products and services [20, pp. 102–103].
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However, these problems can be solved by using an open innovations model. By 
doing this, the free flow of intellectual and human capital inside and outside of the 
organization can be ensured, while allowing the control of emerging innovations 
and increasing the chances of preserving its market position [3; 4]. According to the 
authors of the concept of open innovations, because of limited funding, only those 
innovations which guarantee a quick profit are accepted, which leads to a loss of many 
valuable innovations. Such a short-sighted strategy eventually leads to a reduction 
of business activity in core areas, preventing its further development. The open 
innovations model allows one to overcome that struggle. It is necessary to wisely use 
the two types of open innovations model. The outside-in open innovation, which 
means that the company is taking skillful people and bright ideas from the outside 
and the inside-out open innovation, which takes place when a part of resources or 
projects are placed outside the organization, which brings profits from licenses etc., 
and in time it is taken over as a spin-off [4, pp. 52–53].

Based on the above suggestions, operational definition of the Socially Responsible 
Innovations concept, should sound as follows: Socially Responsible Innovations are 
all innovative solutions used by organizations (including products and services) that 
aim to balance economic, environmental and social factors, and/or in the process of 
manufacturing products and services.

Conclusions

In conclusion, it must be stated that there are means which can respond to the 
problems of unsustainable production and consumption, and, as a result, provide 
the sustainability of those. Those means are the socially responsible innovations.

Usage of SRIs requires a lot of changes in the management of the organizations and 
management of the innovations themselves – this part often involves the problem of 
management of innovative projects and innovative management of the project [22, 
pp. 226–237] because of the popularity of this kind of implementation of socially 
responsible innovation to the organization and the market.

It is very important to remember for shareholders, managers, every employee 
of the organization and all other stakeholders that the innovations, to be socially 
responsible, must be based on the sustainable development theory and CSR as the 
tool for implementation of the sustainable development theory. Furthermore, there 
must be a strong will to involve all of the shareholders in the process of developing 
the SRI and actual usage of social capital of the organization. Those changes, if cor-
rectly implemented in the organization, can bring a great profit both for society, the 
environment and the organization itself.
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SOCIALLY RESPONSIBLE INNOVATIONS – DESIGNATION 
OF THE CONCEPT AND OPERATIONAL DEFINITION

Abstract

In this article, the authors point to the designatum of the term socially responsible inno-
vations in order to identify the research area. In addition, the authors attempt to show an 
operational definition of socially responsible innovation based on the integration of innova-
tion theory and elements relating to the concept of sustainable development, corporate social 
responsibility, the virtuous circle of innovation and CSR.
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SPOŁECZNIE ODPOWIEDZIALNE INNOWACJE 
– DESYGNAT POJĘCIA I DEFINICJA OPERACYJNA

Streszczenie

W artykule autorzy wskazują na desygnat pojęcia społecznie odpowiedzialnych innowacji 
w celu zidentyfikowania obszaru badań. Ponadto podejmują oni próbę wskazania definicji ope-
racyjnej społecznie odpowiedzialnej innowacji, opierając się na integracji teorii innowacyjności 
i społecznej odpowiedzialności przedsiębiorstw oraz na spirali innowacji i CSR.

Słowa kluczowe: innowacje, CSR, społeczna odpowiedzialność, 
zrównoważony rozwój
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OF THE ORGANIZATIONAL 

COMMUNICATION SYSTEMS IN 
THE CONTEXT OF COOPERATIVE 

RELATIONSHIPS

Introduction

In today’s business environment, well-established cooperative relationships allow 
for a lasting competitive advantage. The significance of cooperative relationships can 
be demonstrated by the concept of relational capital in which the surplus value of 
an enterprise is considered when its estimation by classical valuation methods, both 
accounting and financial, does not coincide with objectively perceived total value of the 
enterprise. It was assumed that the organization’s relations with the elements of the task 
environment (the relations with the cooperating entities in particular) are, at its basis, of 
a voluntary nature, so they can be shaped by individual organizations. It was also assumed 
that the organizational communication system influences the shape of the cooperative 
relations, and in consequence it influences the potential benefits associated with them.

1. The cooperative relationships

According to the resource paradigm of an organization, relational resources are 
important to the functioning of such an organization. These resources come from 
various inter-organizational activities [24, p. 22], and inter-organizational relations 

* Michał Chomicki, Ph.D. – Poznań University of Economics and Business.
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in particular. These relationships tie organizations and external entities as equal peers. 
In principle, they include suppliers, clients and competitors, whose importance as 
actors of horizontal relations has increased over the last few decades [16].

The concept of organization’s relations with the environment, especially with the 
elements of the task environment, can refer to two kinds of relationships. Firstly, 
these bonds can be interactive, which means that they can involve the exchange of 
resources, including knowledge. Secondly, relationships may be noninteractive when 
organizations share some common features, such as cognitive systems, value systems 
[18] or identity and strategy derived from isomorphism [4]. Interactive relationships 
with the environment represent relatively durable transactions, flows of resources, and 
other types of connections between the organization and at least one element from its 
environment [17]. Such relationships in the light of the resource-based view sum up 
to the relational capital. A particular type of relationships with the environment are 
inter-organizational relationships, that can be perceived as the outcome of a process 
in which at least two organizations have formed strong ties and extended their social, 
economic and technical services to reduce costs or increase organizational value, and 
in consequence to obtain mutual benefits [1].

Relationships between companies can be analyzed in respect to different areas 
and from multiple perspectives. C. Lane and R. Bachmann suggested an analysis of 
relationships at three levels – interpersonal, organizational and institutional [13]. The 
core of a relationship can be based on interpersonal contacts, contracts or member-
ship in associations uniting organizations that are present in a given sector – these 
are called the institutional relationships.

Contract-based relationships have the greatest importance for an organization’s 
activities, as contracts are the basic instrument for regulating business. Agreements 
between cooperators can be broken down according to the area of the contract-based 
regulations. This way a few different kinds of contracts can be distinguished, including 
development, purchasing, production, marketing and distribution agreements [22, 
p. 131]. The extent to which the given areas are regulated by the agreements can thus 
be considered as a measure of the interconnection of the partners. These relationships 
are generally formed by the manifestation of the will of the cooperation. The coop-
erative relationships can be divided into arm’s length contractual relations, which do 
not form an implicit long-term commitment, and obligational relations that impose 
such an obligation. The criteria that differentiate these two types of relationships are 
interdependence and time span for reciprocity [20, p. 4].

Considering the above remarks on the perception of relationships, it is necessary 
to adopt the definition according to which the cooperative relationships form ver-
tical or horizontal ties between cooperators (i.e. an organization and its suppliers, 
customers and cooperating competitors), maintaining the repetitive flows of tangible 
and intangible resources to obtain mutually satisfying benefits.
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The dynamics of contemporary business environment justify the need to have 
a broader look at interactions between organizations. These entities do not limit their 
actions to the analysis of their relationships only in the context of inter-organizational 
relationships, but more often they consider the dynamics of network structures 
in which they participate. According to M. Ebers [21], inter-organizational networks 
can be defined as certain bonds that establish repetitive, partner-specific relationships 
based on an exchange of a definite (often determined as a moment of reaching a com-
mon goal or desire to terminate a relationship for another reason) or an indefinite 
period between a finite number of business actors. These actors maintain individual 
control over their resources, but in some cases, they also negotiate or co-ordinate their 
use. This is different from the market as a structure of resources allocation, where 
one-sided coordination of plans and actions is preferred. In addition, as a part of 
business networks, participants communicate a wider range of information to each 
other than in the case of separate market exchanges. Inter-organizational networks 
differ from hierarchy (enterprise), understood as a structure of resource allocation, 
primarily because their participants do not create a new economic entity, and thus 
maintain a unilateral control over their own resources. B. R. Barringer, J. S. Harrison 
[2, p. 387] presented a concept in which inter-organizational networks are created 
by constellations of enterprises more often organized with social contracts as under-
lying bonds, rather than legally binding contracts as a foundation. According to the 
authors of this concept, a network is a separate form of cooperation alongside other 
ways of the allocation of resources (i.e. market and hierarchy). It should be noted, 
however, that in the networks themselves there are different forms of cooperation 
between the participants, so that the relationship between the network and the dif-
ferent types of cooperation (relations) can be treated as analogous to the relation of 
the whole to a part.

T. Ritter, I. F. Wilkinson, and W. J. Johnston [19, p. 179] made a clear distinc-
tion between the term of inter-organizational relations and a business network by 
describing inter-organizational relationships as components of business networks. 
The authors described five levels of a business activity, from the level of independent 
actions of individual actors to complex network links between them. Independent 
actors conduct business activities without entering relationships with other entities. 
Two-sided relationships (diads) are the relationships between two different actors. 
A relationship portfolio is a situation in which individual actors are linked by rela-
tionships to more participants. The level of interrelated relationships presents the 
configuration of the actor’s relations and the relationships in which the participants 
of his relationship portfolio remain. At business network level, the analysis is made 
of all relationships between the elements of a given population. As can be seen, the 
primary object of analysis in inter-organizational relationships are the relationships 
between two entities (diads).
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E. Urbanowska-Sojkin [23, p. 126] distinguished twelve types of co-operation 
links between enterprises and arranged a proposal for the gap between the market 
and the hierarchy, ranking them in order from the lowest to the highest level of coop-
eration: trade, information exchange, R&D assistance, technical assistance, leasing, 
co-production, franchising, consortium, joint venture, buyout, and merger. This 
concept rightly does not consider the structure of inter-organizational networks as 
a separate category. This can be explained on the one hand by its elusive character of 
inter-organizational relations, and on the other by their high degree of flexibility – for 
example, both joint ventures and R&D assistance are elements of inter-organizational 
networks. Thus E. Urbanowska-Sojkin presented various types of relationships that 
are elements of inter-organizational networks.

D. Latusek-Jurczak [14] presented a breakdown of forms of cooperation with 
co-operators based on two criteria. The first criterion of the division was the coor-
dination mechanisms of relations and as a second criterion she has chosen the 
motivation to enter business relationships, among which she pointed out the bene-
fits of standardization, the benefits of diversity and the collaborative acquisition of 
knowledge. However, this is not an exhaustive catalog of motives for undertaking 
inter-organizational co-operation, although the author undoubtedly pointed out the 
most important values of selected criteria. Especially important is the motive of the 
joint acquisition of knowledge by the parties of the relationship.

2. The organizational communication system

Organizational communication is perceived as an informal and formal flow of 
information within the organization [7]. Communication within a single entity 
allows the transfer of key and relevant information within an enterprise, that in turn 
allows coordination of employee actions. The organizational communication system 
is one of the most important components of any organization. It is defined as “those 
interdependencies and interactions among and within subsystems, through the 
act of communication, which serve the purposes of the organization”. The system 
is similarly defined by W. Haney [9], according to whom it is ”the coordination by 
communication of a number of people who are interdependently related”. The mul-
titude of views and definitions of organizational communication and its system are 
built on following three bases [6, p. 16]:
1. Organizational communication occurs within a complex open systems which is 

influenced by and influences its environment, both internal (culture) and external,
2. Organizational communication involves messages and their flow, purpose, direc-

tion and media,
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3. Organizational communication involves people and their attitudes, feelings, 
relationships and skills.
Considering the above statements, it should be recognized that inter-organiza-

tional communication systems developed for cooperative relationships are derivatives 
of intra-organizational systems, particularly in the context of business-to-business 
relationships. Therefore, it is important to recognize that the characteristics and 
instruments of organizational communication systems influence the beneficialness 
of the shape of the cooperative relationships. As technology develops, more and more 
businesses use instant communication methods. However, they did not divert from 
more traditional methods used to convey information.

In order to characterize the organizational communication system, five pairs of 
alternative values describing this system were proposed. These pairs are: 1) unilat-
eral – bilateral, 2) symmetrical – asymmetrical, 3) formal – informal, 4) supportive 
– defensive, 5) persuasive – informative.

Bilateral communication is defined as a transactional format in which the sender 
receives and decodes an indication of his relative success in terms of the receiver’s 
comprehension of the content and intent of the sender’s message, while unilateral 
communication occurs in the absence of receiving and decoding such an indication 
[8, p. 128]. Symmetric communication occurs when two parties send equal amount 
of information and asymmetric communication is defined as a situation in which 
there is a difference in magnitude of messages or their number [3, p. 44]. Formal 
communication is described as a form of conveying information by conventional or 
official channels used in the organization that is related to the role assumed by the 
person who sends information and informal communication is a form of conveying 
role-related and other information by the use of non-standard channels that often 
do not allow sender to retain the sent message [10; 11]. The concept of supporting 
and defensive communication was introduced by J. Gibb [5]. According to him 
a defensive communication climate occurs when an individual feels threatened or 
anxious while communicating with others. During the process it may appear nor-
mal outwardly while inwardly the person is investing considerable mental energy 
in defending him or herself. On the other hand a supportive communication is clear 
and accurate with information that is freely shared in encouraging and supportive 
environment. A informative communication aims at delivering facts and knowledge, 
while a persuasive communication is designed to convince the recipient that a given 
outlook or statement is correct [15].

Apart from the characteristics of the organizational communication system also 
the influence of the use of instruments of this system on the cooperative relation-
ships was examined. We identified twenty five instruments 1) direct conversations, 
2) newsletters or newspapers, 3) e-mails, 4) employee discussion forums, 5) help-
lines, 6) intranet, 7) social media, 8) newsletters, 9) scripts and manuals, 10) reports, 
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11) billboards, 12) meetings, 13) opinion and employee attitude surveys, 14) man-
agement consultation hours, 15) trade unions publications, 16) ideas and complaints 
boxes, 17) integration events, 18) management by walking around, 19) unofficial 
meetings after work, 20) informal relationships between employees, 21) gossips and 
rumors, 22) supporting staff initiatives, 23) working teams, 24) memos, 25) P. A. 
systems (business radios).

The outcomes of the research on the influence of the characteristics and instru-
ments of the organizational communication systems on the cooperative relationships 
are presented in the next section of this paper.

3.  The influence of characteristics and instruments 
of the organizational communication system on the 
shape of cooperative relationships – presentation 
of research results

To identify the relationship between the characteristics and instruments of the 
organizational communications system and the shape of cooperative relations, we 
decided to adopt several assumptions related to the measures that were used. The 
organizational communication system has been described by indication to the over-
whelming presence of competing characteristic across five pairs of selected alternative 
statements. Due to the equifinal character of the relationship shaping process, the 
description of the shape of cooperative relations is based on the level of beneficialness 
of the relations’ shape with different types of co-operators. Four levels of beneficial-
ness were proposed – 1) very unbeneficial, 2) unbeneficial, 3) beneficial and 4) very 
beneficial. It should be noted that none of the respondents pointed to unbeneficially 
or very unbeneficially shaped relations with recipients, which can be explained by 
the fact that the mere existence of relations with customers can be perceived by 
respondents as a sufficient condition for their beneficialness. Moreover, the answers 
pertaining to the level of beneficialness of the shape of the cooperative relationships 
with suppliers and competitors that described them as unbeneficially shaped or very 
unbeneficially shaped were grouped together, because of small numbers of these 
answers. The beneficialness in this case is understood as the difference between the 
effects of a given relationship and the costs associated with it.

The study was conducted in early 2016 on a sample of 97 Polish companies, i.e. 
companies that are based in the Republic of Poland. The survey questionnaire was 
sent to 493 companies, of which 114 were returned. In the process of verification of 
the consistency of the received responses, 17 of them were rejected due to inaccu-
racies and other defects.
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The collation of values of the chi-square independence tests between the charac-
teristics describing the organizational communication system and the beneficialness 
of the shape of the cooperative relations was presented in Table 1.

Table 1.  Collation of chi-squared independence tests values between the 
characteristics describing the organizational communication system 
and the beneficialness of the shape of cooperative relations of the 
examined enterprises

Characteristics of organizational 
communication system

The beneficialness of the shape of cooperative relations with

suppliers customers competitors

unilateral – bidirectional 2.97
(0.5624) 

2.31
(0.3146) 

6.21
(0.1840) 

symmetrical – asymmetrical 3.40
(0.4936) 

0.53
(0.7683) 

10.45*
(0.0335) 

formal – informal 1.93
(0.7485) 

0.78
(0.6757) 

3.43
(0.4886) 

supportive – defensive 3.15
(0.5336) 

5.04
(0.0804) 

3.08
(0.5449) 

persuasive – informative 10.10*
(0.0387) 

5.58
(0.0614) 

3.10
(0.5416) 

Note: The statistically significant chi-squared independence test scores (with a standard significance level 
of 0.05) were bolded and marked with asterisks (*).
Source: own study based on empirical research.

When analyzing the data compiled in Table 1, it should be noted that only two 
values indicate the existence of statistically significant relationships. First of all, there 
is a significant correlation between the indication of one of the alternative statement 
in the pair of “symmetrical – asymmetrical” communication and the beneficialness 
of the shape of the cooperative relations with competitors. Secondly, there is a sta-
tistical relationship between the indication of one of the alternatives of “persuasive 
– informative” communication and the beneficialness of the shape of the cooperative 
relationship with suppliers. Moreover, there are two dependencies that are not statis-
tically significant at the standard significance level of 0.05, but have a relatively low 
p-value. These two dependencies refer to the choice among “supportive – defensive” 
and “persuasive – informative” as overwhelming characteristics of communication 
in correlation with the level of the beneficialness of the shape of the cooperative 
relationships with customers.

The outcomes of the survey gave an in-depth insight concerning the level of 
beneficialness of the cooperative relationships. Almost 70% of enterprises with very 
beneficially shaped cooperative relationships with competitors use asymmetrical 
communications within the organization. The rest of them characterized their 
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organizational communication as symmetrical. In the case of enterprises with very 
unbeneficially shaped relationships with competitors it is quite the opposite – almost 
70% of respondents indicated symmetrical communication and more than 30% 
characterized it as asymmetrical. In the case of the beneficially shaped cooperative 
relationships 45% of respondents answered that communication in the organization 
is asymmetrical and 55% chose “symmetrical” to describe the communication. This 
much higher percentage of companies with asymmetrical communication within the 
organization amongst firms with very beneficially shaped cooperative relationships 
with competitors could be explained by the need to enforce discipline among employ-
ees. This discipline that relies on “following the orders” coming from the management 
provides a transfer of clear message, effective actions and quick outcomes – values 
that impact the beneficialness of the cooperative relationships with competitors.

All enterprises with very beneficially shaped cooperative relationships with sup-
pliers had informative communication within the organization. Also 73% of firms 
with beneficially shaped cooperative relationships with suppliers had informative 
communication and only 63% of companies with unbeneficially shaped relationships 
had communication characterized as informative. The observed phenomenon could 
be explained by the fact that people work more effectively when they are informed 
about expected results of their work, not when they are persuaded to do something. It 
is particularly important in the case of suppliers, because employees informed about 
expected outcome strive to achieve it regardless of the means.

The collation of values of the chi-square independence tests between the instru-
ments of the organizational communication system and the beneficialness of the 
shape of the cooperative relations was presented in Table 2.

Table 2.  Collation of chi-squared independence tests values between the use 
of instruments of the organizational communication system and the 
beneficialness of the shape of cooperative relations of the examined 
enterprises

Instruments of organizational 
communication system

The beneficialness of the shape of cooperative relations with

suppliers customers competitors

direct conversation 0.20 
(0.9041) 

0.07 
(0.7954) 

1.67 
(0.4337) 

newsletter or newspaper 2.64 
(0.2669) 

1.65 
(0.1996) 

1.60 
(0.4483) 

e-mail 1.29 
(0.5239) 

0.00 
(0.9573) 

0.90 
(0,6388) 

employee discussion forum 0.09 
(0.9576) 

0.40 
(0.5279) 

5.00 
(0,0820) 

helpline 2.80 
(0.2460) 

0.58 
(0.4471) 

4.66 
(0.0974) 
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Instruments of organizational 
communication system

The beneficialness of the shape of cooperative relations with

suppliers customers competitors

intranet 1.48 
(0.4761) 

0.36 
(0.5460) 

1.39 
(0.499) 

social media 0.89 
(0.6404) 

1.54 
(0.2143) 

1,37 
(0.5031) 

newsletter 2.80 
(0.2460) 

0.58 
(0.4471) 

1.06 
(0.5892) 

scripts and manuals 0.67 
(0.7164) 

0.56 
(0.4542) 

8.65* 
(0.0132) 

reports 0.18 
(0.9153) 

0.06 
(0.8023) 

3.87 
(0.1446) 

billboards 0.36 
(0.8351) 

0.39 
(0.5301) 

0.81 
(0.6658) 

meetings 2.21 
(0.3305) 

6.45* 
(0.0111) 

3.00 
(0.2231) 

opinion and employee attitude survey 0.22 
(0.8961) 

0.19 
(0.6604) 

2.84 
(0.2412) 

management consultation hours 0.39 
(0.8223) 

0.01 
(0.9043) 

6.16* 
(0.0461) 

trade unions publications 0.71 
(0.7018) 

0.47 
(0.4940) 

2.45 
(0.2943) 

ideas and complaints box 0.89 
(0.6404) 

0.30 
(0.5854) 

5.30 
(0.0707) 

integration events 3.35 
(0.1871) 

2.24 
(0.1347) 

0.06 
(0.9712) 

management by walking around 2.09 
(0.3519) 

1.75 
(0.1854) 

10.45* 
(0.0054) 

unofficial meetings after work 1.02 
(0.6004) 

0.00 
(0.9573) 

3.17 
(0.2046) 

informal relationships between employees 0.59 
(0.7441) 

1.12 
(0.2905) 

1.14 
(0.5658) 

gossip and rumors 2.56 
(0.2782) 

3.19 
(0.0740) 

1.28 
(0.5262) 

supporting staff initiatives 2.92 
(0.2323) 

0.66 
(0.4158) 

9.74* 
(0.0077) 

working teams 0.53 
(0.7656) 

1.57 
(0.2095) 

0.15 
(0.9283) 

Note: The statistically significant chi-squared independence test scores (with a standard significance level 
of 0.05) were bolded and marked with asterisks (*).
Source: own study based on empirical research.

When analyzing given chi-square independence test scores and p-values, it should 
be noted that only five dependencies are statistically significant, and two, despite the 
lack of statistical significance, are characterized by a relatively low p-value (the influ-
ence of presence of the employee discussion forum and the ideas and complaints box 
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on the beneficialness of the shape of cooperative relations with competitors). Memos 
and P. A. system (business radio) were not indicated by any firm.

It should be noted that there is no significant correlation between the use of 
presented instruments of the organizational communication system and the level of 
beneficialness of the shape of the cooperative relationships with suppliers. Hence, it 
can be assumed that these relationships are not dependent on the use of particular 
communication instruments. There is a statistically significant correlation between the 
use of meetings as an instrument of the communication system and the beneficialness 
of the shape of cooperative relationships with customers. However, this dependency 
should be analyzed carefully. It turns out that the meetings are used by more than 42% 
of companies with very beneficially shaped cooperative relationships with customers 
and more than 70% of firms with beneficially shaped cooperative relationships with 
customers. It means that the use of meetings potentially undermines the relationships 
with customers. The possible explanation for this fact is that meetings are ineffective 
form of communication – they take excessive time and dilute leadership.

Judging by the data presented in Table 2 the use of certain communication instru-
ments influences the most the cooperative relationships with competitors. There 
are four statistically significant correlations between the use of those instruments 
and the level of beneficialness of the shape of the cooperative relationships. The 
first one pertains to the use of scripts and manuals. No firms with unbeneficially 
shaped relationships with competitors use scripts and manuals. Only almost 2% of 
companies with beneficially shaped relationships with competitors and 20% of those 
with very beneficially shaped relationships use this instrument. The implementation 
of codified organizational knowledge, especially in the area of cooperation with 
competitors, is important to build long-lasting relationships with them, because 
of complexity of such a situation and the requirement of the standards in contacts 
with cooperating competitors. The nature of the dependency between the use of 
the management consultation hours and the level of beneficialness of the shape of 
the cooperative relationships with competitors is unclear. It is used by more than 
17% of firms with unbeneficially shaped relationships, more than 3% of those with 
beneficially shaped relationships and 80% of organizations with very beneficially 
shaped relationships with competitors. The presented evidence is not conclusive 
considering correlation between the use of the management consultation hours 
and the level of beneficialness of the relationships with competitors. The use of the 
management by walking around influences the beneficialness level of the shape 
of cooperative relationships with competitors – it is used by 40% of firm with 
very beneficial relationships with competitors, almost 5% of those with beneficial 
relationships and more than 3% of companies with unbeneficially shaped rela-
tionships with competitors. The management by walking around intensifies staff ’s 
efforts and suppresses problems before they reveal themselves. The cooperation 
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with competitors is very often transient in character, hence the need to resolve all 
problems while they are latent without engaging members of the operational staff. 
The last of statistically significant relationships concerns the act of supporting staff 
initiatives as an instrument of communication in the organization. Less than 7% of 
firms with unbeneficially shaped relationships with competitors, more than 14% of 
those with beneficially shaped relationships and 60% of companies with very ben-
eficially shaped relationships with competitors support staff initiatives. It could be 
explained by the fact that staff members are very often the source of improvements 
and optimizations. They potentially can propose some changes that could raise the 
level of beneficialness of the cooperative relationships.

The evidence presented above leads to a conclusion that the organizational 
communication system and its instruments could potentially affect the shape of 
cooperative relationships.

Conclusions

The results presented in this study indicate that the organizational communication 
system and its instruments influence the beneficialness of the shape of cooperative 
relationships. However, this effect is quite limited. Only the indications within the 
two alternatives pairs out of five influence the level of beneficialness of the shape of 
the cooperative relationships of Polish companies. The more the communication 
in an organization is informative rather than persuasive, the more beneficial the 
relationships with suppliers are. Communication based on transfer of information 
allows for better dissemination of facts and knowledge. The more the communication 
is asymmetric, the more beneficial the organizations’ cooperative relationships with 
their competitors. This characteristic of the communication is conducive to main-
taining effective work environment.

Only 5 out of 25 identified communication instruments have shown statistically 
significant impact on the beneficialness of the shape of the cooperative relationships, 
particularly with competitors. Companies that did not use traditional meetings as 
a communication instrument had better-developed cooperative relationships with 
customers (in terms of beneficialness). It should be explained by the fact that there 
are more effective ways of communication that appear to affect the beneficialness 
of cooperative relationships with clients. The firms using scripts and manuals, man-
agement consultation hours, management by walking around and supporting staff 
initiatives had more beneficially shaped cooperative relationships with competitors. 
This set of instruments proves to be effective in developing and maintaining relation-
ships with coopetitors, because most of them are proactive in character and allow 
for an effective flow of information.
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CHARACTERISTICS AND INSTRUMENTS OF THE 
ORGANIZATIONAL COMMUNICATION SYSTEMS  
IN THE CONTEXT OF COOPERATIVE RELATIONSHIPS

Abstract

The aim of this paper is to indicate a relationship between the organizational communi-
cation system of Polish companies and the beneficialness of the shape of the cooperative rela-
tions between these companies and particular kinds of cooperators. The theoretical part of 
this article was devoted to identification of the role of cooperative relations in the contempo-
rary economic environment and a brief description of the concept of organizational commu-
nication system, including its influence on cooperation between companies. The empirical 
part of this paper was devoted to description of the conducted research and its results. The 
survey used the respondents’ indications of prevailing characteristics of the organizational 
communication system and its instruments used in the organization and the indication of 
the beneficialness of the shape of the cooperative relationships with suppliers, customers and 
co-opetitors (competitors in the framework of coopetitive relations). The chi-squared tests 
for independence were used to demonstrate dependencies. In conclusion, it turned out that 
there are characteristics that describe firms with beneficially shaped relationships and instru-
ments that are used or avoided by them.
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Keywords: organizational communication system, inter-
organizational relationships, cooperative relationships, 
beneficialness
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ORGANIZACYJNY SYSTEM KOMUNIKACYJNY I JEGO 
INSTRUMENTY W KONTEKŚCIE RELACJI KOOPERACYJNYCH

Streszczenie

Celem artykułu jest wskazanie relacji między charakterystyką systemu organizacyjnej 
komunikacji polskich przedsiębiorstw a korzystnością ukształtowania relacji kooperacyjnych 
z dostawcami, odbiorcami i konkurentami. Jego teoretyczną część poświęcono identyfikacji 
roli relacji kooperacyjnych we współczesnym środowisku gospodarczym i opisie koncepcji 
systemu komunikacji organizacyjnej, w tym jego wpływu na współpracę między przedsię-
biorstwami. Część empiryczną poświęcono opisowi przeprowadzonych badań i interpreta-
cji ich wyników. W badaniu wykorzystano wskazania respondentów na temat dominujących 
cech systemu komunikacji organizacyjnej i jego instrumentów stosowanych w organizacji 
oraz wskazania na poziom korzystności ukształtowania relacji spółdzielczych z dostawcami, 
klientami i konkurentami (w obszarze relacji koopetycji). W ramach metod statystycznych 
wykorzystano testy niezależności chi-kwadrat, aby wykazać występujące zależności. Podsu-
mowując, można stwierdzić, że istnieją cechy, które opisują organizacyjne systemy komuni-
kacyjne przedsiębiorstw z korzystnie ukształtowanymi relacjami oraz instrumenty, których 
wykorzystanie lub brak ich implementacji wskazuje na większe prawdopodobieństwo utrzy-
mania korzystnych relacji kooperacyjnych.

Słowa kluczowe: organizacyjny system komunikacyjny, relacje 
międzyorganizacyjne, relacje kooperacyjne, korzystność

Kody klasyfikacji JEL: L14, M10, M12, M14
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AUTONOMY IN HRM 
– EMPIRICAL EVIDENCE FROM POLISH 

AND GERMAN SERVICE SECTOR

Introduction

Economic changes and more innovative approach towards organizational systems 
create the need to focus on the effective human capital management in the service 
sector entities. Human resources significantly influence the innovative ability of 
modern enterprises, mainly through the competence level of employed staff, their 
creativity or imagination [14, pp. 312–340]. Their involvement is necessary in the 
process of creating innovations and implementation them [26, pp. 94–102]. When 
analyzing functioning practices of organizations it may be noticed that modern man-
agement focuses on development and autonomy of employed staff [2, pp. 265–269]. 
L. Dorenbosch, M. Engen, and M. Verhagen raise the issue of employees autonomy as 
an important determinant that increases the level of innovativeness in all spheres of 
companies functioning [5, pp. 125–130]. Autonomy is a major factor in functioning 
of every party whose status depends on various issues such as: importance of duties 
(tasks) assigned to a worker, level of their competence, self-confidence or employees 
motivation. When describing the factors, which may significantly increase the level 
of autonomy in the management process, one cannot forget about the management 
style, which is typical for particular managers and sets the supervisor-subordinate 
relations. Implementation of the management style where the employee is perceived 
more as a partner and not a subordinate is becoming the vision of future for com-
panies in service sector that currently exist on the market. In such thinking giving 
orders more often makes room for leadership where personal qualities of manager 
are recognized by the organization’s members, while his position is the result of his 
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competence and taken responsibility. Managers are expected to allow employees 
to codecide [18, pp. 206–210], share the power and create the proper atmosphere 
in the communication process. All of these determinants are to raise the employees’ 
creativity and motivate them to greater independence.

1.  The role of manager in human resources management 
in the catering sector

The present image of leadership implicates the fact that a leader should possess i.e., 
abilities to connect current values and beliefs with needs, qualities, goals and beliefs 
of present and future members of the organization [6, p. 54]. Literature notices that 
the role of managers and the management process is to influence workers through 
motivation and coordination so they head to set objectives [24, p. 76]. According 
to Z. Ścibiorek the role of manager is not limited to people management only but 
he should focus on providing the conditions for reaching goals set by the company 
effectively. These conditions include: organization of work, people motivation, lead-
ership, informing, evaluation of subordinates’ work as well as controlling activities 
aimed at defining the level of completion of the set goals [22, pp. 29–31]. All of the 
elements of manager’s work may be divided into groups and subgroups of different 
complexity. Each of them requires involvement of proper resources of knowledge and 
competence. The first sphere (goals defining), the second sphere (work organization) 
and the fourth sphere (controlling the progress) enable managers to present their 
analytical skills. Third sphere (motivating and informing) requires from managers 
socio-interpersonal skills that are revealed through ability to co-operate, commu-
nicate with other team members, make contacts, understand their subordinates or 
raise workers’ involvement in completing their tasks. To identify human motiva-
tion properly the key is i.e., to analyze factors that determine workers to possess 
a particular wire [3, pp. 3–5]. The fifth sphere (planning of workers development) 
requires from managers in particular conceptional skills, creativity and proper diag-
nosis of their workers’ training needs. Undertaking efficient activities to plan career 
paths as a potential source of new competences becomes a determinant of effective 
functioning of modern entities [1, p. 256]. According to G. Droździel main goal of 
modern managers is to build a team of employees which are a group of strongly 
motivated individuals who permanently strive to raise their skills, have clear goals 
and are always ready to complete even the most challenging tasks and feel satisfied 
afterwards [7, p. 28]. The importance of team work as a determinant of building 
entities’ competitive advantage is highlighted in studies by K. Laursen and N. Foss 
[13, pp. 242–262]. D. Goleman among the most important abilities of present man-
agers, next to strictly technical and cognitive skills, mentions the third category of 
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abilities reflecting emotional intelligence [17, pp. 195–204]. Capability to analyze 
market processes that take place in the environment of the managed organization, 
capacity to overcome structural barriers in the organization or ability to identify and 
understand own or other members’ emotions should be the cornerstone of present 
manager’s work [10, pp. 67–77].

According to Dragolea L., Cotîrlea D. majority of effective leaders, here managers, 
possess various competencies that match the following fields: personal competencies 
(motivation toward success, self-confidence, dynamism, personal efficiency) social 
competencies (ability to influence, political judgement, empathy), cognitive compe-
tencies such as conceptional thinking or “bird’s eye picture” [6, p. 54]. Concluding the 
above, it may be stated that the manager’s fundamental role in the personal function 
area of catering sector is creating, motivating and permanent team shaping in the 
atmosphere of mutual trust and tolerance so they are able to reach the expected goals. 
The roles of manager should align with the rules of diversified development and their 
current actions should take into account fundamental rules of ethics.

2.  Workforce independence in human resources 
management

Carrying out dialog with catering sector managers on what type of employees 
they would like to welcome in their structures, I very often hear that the most desired 
workers are these who most of all are able to think independently, not just following 
dutifully tasks given by their supervisors. The argument that supports this attitude is 
an observation that nowadays it is really challenging to forecast customers’ current 
needs, which results in search for such employees who are able to co-create value with 
clients and at the same time constantly develop their professional activity. Individual 
independence is defined very frequently by: attitude, habit, sense of subjectivity or 
gaining life experience. Taking into consideration the goal criterion, from the man-
agement perspective, one may divide employees on dependent, partly independent 
and independent.

Keeping in mind the above classification that involves the level of workers’ inde-
pendence it should be considered what factors may influence significantly their 
autonomy in the workplace. According to the author the most important elements 
are: personal qualities of an individual, when independence (or lack of it) depends 
on their particular qualifications, abilities, habits in completing particular tasks; level 
of competence, which is associated with knowledge, specific skills or experience and 
allows an employee to reach company’s goals independently; professional activity 
(involvement), where effectiveness is measured by level of worker’s motivation 
to complete a particular task; diversification of company’s resources, which create 
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a set of proper tools, workplace conditions and are necessary to complete a particular 
task and decide on an employee’s independence level; level of competencies on a par-
ticular position is a set of formal and informal competencies necessary to perform 
certain activities which decide on employees’ level of independence or dependence, 
level of trust from manager’s side, where the factor that decides about employee’s 
independence level is a subjectively perceived level of employee’s reliability which is 
assessed on the basis of the effectiveness in realization of previously assigned tasks, 
management style which determines level of decisive participation of particular 
workers in realization of entities’ mission.

According to one of the authors modern human resources managers should 
give back autonomy to their employees and start noticing their personal qualities, 
talents and search there for the main determinants of productivity and economic 
efficiency of companies [21, p. 148]. However, to start this complex process they 
should begin with asking particular employees the following set of questions and 
make their best to achieve the most reliable answers: what do workers want for 
themselves? What are their expectations and aspirations in current workplace? As 
well as what they may actually get considering reality of entities’ functioning? [15, 
p. 10]. There are many methods allowing workforce for greater autonomy which 
are becoming a tool in managers’ hands. To the most important the following are 
considered: allowing employees to make independent decisions, inspire to explore 
and resist help [20].

To conclude the above considerations, it has to be highlighted that contemporary 
employees increasingly value autonomy and independence. Even the lowest level of 
independence that a supervisor may offer them creates in their consciousness the 
level of trust of their supervisor towards their competencies and values they present. 
Partnership relations and clear goals build proper atmosphere at work which allows 
to create their identity in company [8, p. 27].

3.  Autonomy in HRM and its influence on the efficiency 
of work – discussion of results

The author in second half of 2016 ran empiric research concerning the essence 
of autonomy in human resources management and its influence on service effec-
tiveness among catering sector’s workers in hospitality industry. For a case study the 
author selected one of the biggest Austrian hotel chains, which includes 32 hotels 
located in eight countries. As a result of final decision, the author chose for research 
hotels in Poland and Germany. The survey was of diagnostic-expert character and 
comprised three stages: study of literature, diagnosis of present state (analysis of 
internal documents, direct questionnaire interview) and preparation of report with 
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recommendation. The research with questionnaires was conducted on 200 employees 
sample employed in Food & Beverage, both in Poland and Germany. We obtained 
195 filled questionnaires from Poland and 189 from Germany. Within this range 
the author formulated the following hypotheses: 1. Workers properly identify the 
essence of autonomy at work; 2. Managers of catering sector create autonomy of 
their subordinates particularly by restraining from help, motivating to solve current 
problems on their own and create new challenges; 3. Autonomy in human resources 
management in the catering sector influences positively raising work efficiency and 
services. The evaluated workers perceived the essence of autonomy in various way, 
differently in Poland and in Germany. Due to limited space I have presented only 
chosen, detailed results of my empirical research, which allow to verify presented 
research hypothesis.

The evaluated respondents were primarily asked whether they agree with the 
statement that autonomy in the work process equals to worker’s ability to do particu-
lar tasks given by manager in certain period of time, in particular situation without 
any help from outside? Both Polish and German hotel staff answered positively. To 
make it more precise 92.3% of Polish staff answered ‘definitely yes’ and the rest of the 
workers stated ‘rather yes’ – 7.7%. Considering Germany, 95.2% answered ‘definitely 
yes’ and 4.8% ‘rather yes’. No respondents (both in Poland and Germany) chose the 
other two options, which were ‘rather not’ and ‘definitely not’.

Another analyzed issue was to point out the tools used by manager to increase 
autonomy in tasks completed by their subservient staff. Polish employees indicated 
that their supervisor (manager) requires first of all problem-solving suggestions (34.4% 
of answers) and in some situations (mainly considering the basics tasks) restrains 
from help which is to stimulate workers to greater independence. The third answer 
was the most frequently pointed by respondents (17.8%). Respondents indicated that 
manager notices their workers’ effort in work process and rewards it accordingly, 
which translates into greater work motivation and involvement in assigned tasks. 
Workers employed in Germany gave completely different meaning to the answer 
options, namely it is most crucial for this group of respondents to have autonomy 
in choosing way of solving current work problems, (51.3% of responses), then refrain-
ing of supervisors from help (21.7%) and expecting suggestions from workers who 
identify this factor with high employees’ creativity and professional competencies. 
The detailed summary of obtained results is presented in Table 1.

In the next question respondents were asked to express how autonomy influences 
their independence in the workplace. Both Polish and German workers claim that 
autonomy in fulfilling tasks definitely motivates towards better, more efficient work. 
Such an answer was given by 66.7% of Polish and 74.1% of German respondents. 
Some differences can be observed when analyzing the rest of answers. Independence 
stresses 17.9% of Polish employees and the answers that autonomy is demotivating or 
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does not have any influence on them were chosen by the same number of staff, that 
is 7.7%. No other answers were provided as to the researched issue. 

Table 1.  Methods of increasing workers’ autonomy in human resources management 
(in %)

What methods are used by manager to increase workers’ 
autonomy in human resources management process?

Poland
N = 195

Germany
N = 189

Restrain from help 26.2 21.7

Expect suggestions (creativity) 34.4 10.6

Possibility to choose 11.8 51.3

Notice worker’s effort 17.8 1.6

Reduction of manager’s unnecessary questions 0 0

Motivate to search for solutions 6.2 9

Give workers new challenges 3.6 5.8

Other (what?) 0 0

Source: own study.

In case of German employees answers were as follow: workers’ independence does 
not influence me in any way – such an answer was given by 19.6% of respondents, 
it influences me in demotivating way – 3.7% and independence at work stresses 
me – 2.6%. As in case of Polish employees, German respondents didn’t point out 
different options. Of great importance for the researched issue was to find out 
whether respondents think that high independence influences in a positive way 
development of an individual. On the basis of gathered answers it may be stated that 
in case of Polish staff 46.1% of respondents consider that high independence rather 
positively influences development of the company they work in. Despite this 30.8% 
of respondents claim that high independence rather does not positively influence 
hotel’s development. There are workers who state that high independence greatly 
influences company’s expansion – 21.5%, and definitely does not influence positively 
development of a company they work for (1.5%). Analyzing the answers provided by 
German workers we may conclude that the vast majority states that greater autonomy 
in human resources management definitely influences hotel’s development in a pos-
itive way (88.4% of answers). Despite this 9% indicates that autonomy rather does 
not influence company’s expansion (9%), 2.6% of respondents state that workers’ 
independence influences positively hotel’s development, however none of respondents 
chose fringe answers denying the researched issue, which was ‘definitely not’ – 0% 
of responses. The last issue that the author verifies in this article on the basis of the 
studies is whether workers’ independence in their opinion influences significantly 
work efficiency. On the basis of gathered material it may be concluded that majority 
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of respondents in Poland (44.7%) considers that independence rather increases work 
efficiency. Moreover, 13.1% of respondents claim that independence definitely raises 
work efficiency of particular employees. There is also a group of respondents (24.2%) 
that considers independence as not positively influential on work efficiency. The 
answer that workers’ independence definitely has no influence on work efficiency was 
chosen by 1% of respondents. The statement that independence in fulfilling work-
er’s duties definitely increases work efficiency was supported by 83.1% of German 
respondents. Among other answer options, 9% of employees state that independence 
in their workplace has rather no positive effect on work efficiency, 7% claim that it 
rather increases it. None of evaluated chose the option that independence definitely 
does not increase level of their involvement in the scope of their tasks.

Conclusions

The research program that was carried out aimed at verifying the essence of 
autonomy within human resources management and identifying its influence on 
work efficiency and services offered by catering sector in hotel industry. The obtained 
results confirmed i.e., that the evaluated employees in vast majority (92.3% of  Polish 
and 95.2% of German respondents) properly identify the essence of autonomy 
in workplace. As much as 100% of evaluated German staff pointed that independence 
in fulfilling their duties is of great importance and gives the feeling of appreciation 
and trust from their supervisors for their competencies.

Polish respondents were not so much compatible. Only 87.2% of the surveyed 
group signalizes that independence in performing their tasks was significant.

According to the author such a situation may result from low self-esteem or fear 
against individual responsibility for possible mistakes while completing duties. Ana-
lyzing the gathered results it may be concluded that both in Poland and Germany 
a catering sector manager in the analyzed entities definitely motivates their employees 
to independent work. Scrutinizing this aspect, it has to be highlighted that respon-
dents being consensual about strengthening workers’ independence varied when 
mentioning the tools how managers create their autonomy. Among Polish staff the 
most frequently chosen answers were: expect suggestions from subordinates which 
respondents associate with great level of creativity (34.4%) and restrain from help 
by management (26,2%). Analyzing the German results most frequently mentioned 
answers were: giving employees opportunity to choose methods and ways of com-
pleting tasks which were assigned to them (51.3%) and restrain from help by manager 
(21.7%). The obtained research results allow to draw conclusion that the majority 
of evaluated (both the ones employed in Poland and Germany) claim that making 
independent decisions accelerates completing particular tasks and that they do their 
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tasks definitely better when they decide how to complete them on their own (66.7% 
of Polish and 74.1% of German employees). Moreover, according to respondents, 
greater autonomy in working process definitely influences in a positive way the whole 
hotel development (46.1% – Polish respondents, 88.4% – German respondents) and 
significantly increases work efficiency (44.5% – Polish workers, 83.1% – German 
workers). Summarizing the above, service sector entities should be aware that even the 
greatest financial or material potential will do nothing without the proper workforce. 
However, having the best qualified group of employees will not ensure automatically 
the company’s market success. In order to reach that goal they should organize work 
of certain workers properly in order to have a right person in a role of supervisor 
who will be able to efficiently motivate employees in management process so they 
will fully achieve company’s goals and find personal satisfaction in them, which is 
usually characterized by three features: subjectivity, relativity and variability [4, p. 4].
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AUTONOMY IN HRM – EMPIRICAL EVIDENCE FROM POLISH 
AND GERMAN SERVICE SECTOR

Abstract

Personnel management in modern service sector has an increasingly important role, 
which in its execution requires interdisciplinary knowledge, not only from managers, but also 
employees, becoming with time the motivator to increase their decision-making participa-
tion in the process of offering services. The purpose of this article is to define the essence of 
autonomy in human resources management and its impact on work efficiency and services 
in the opinion of catering sector in hotel industry workers. The paper presents the basic role 
of managers in managing the human capital and brings closer the essence of autonomy of 
personnel in the human resources management. The author verified the hypothesis about the 
importance of autonomy in human resource management and its impact on the efficiency of 
the work of individual employees. The results confirm the main hypothesis leading to the con-
clusion that the increase of the decision participation of individual members of the organiza-
tion in their duties can significantly contribute to rising the efficiency of the services provided.

Keywords: autonomy in management, manager, manager’s profile, 
effective management, the catering sector

JEL classification codes: L20, L22, M12, M16, O15

AUTONOMIA W ZARZĄDZANIU ZASOBAMI LUDZKIMI 
– DOŚWIADCZENIA EMPIRYCZNE Z POLSKIEGO 
I NIEMIECKIEGO SEKTORA USŁUG

Streszczenie

Współczesne podmioty sektora usług coraz większą rolę przypisują kierowaniu perso-
nelem, które wymaga zarówno od menedżerów, jak i od pracowników interdyscyplinarnej 
wiedzy oraz zwiększenia partycypacji decyzyjnej w procesie świadczonych usług. Celem 
artykułu jest określenie istoty autonomii w zarządzaniu zasobami ludzkimi oraz jej wpływu 
na efektywność pracy i świadczonych usług w opinii pracowników sektora gastronomii pionu 
hotelarstwa. Zaprezentowano w nim podstawowe role menedżerów w zarządzaniu kapitałem 
ludzkim oraz przybliżono istotę samodzielności kadry pracowniczej w procesie zarządzania 
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zasobami ludzkimi. Autorka zweryfikowała hipotezę o istotności autonomii w zarządzaniu 
zasobami ludzkimi i jej wpływie na efektywność świadczonej pracy przez poszczególnych 
pracowników. Uzyskane wyniki potwierdzają przyjętą hipotezę i prowadzą do konkluzji, że 
zwiększenie partycypacji decyzyjnej poszczególnych członków organizacji, może w znaczący 
sposób przyczyniać się do zwiększenia efektywności świadczonych przez tę organizację usług.

Słowa kluczowe: autonomia w zarządzaniu, menedżer, sylwetka 
menedżera, efektywne zarządzanie, sektor gastronomii

Kody klasyfikacji JEL: L20, L22, M12, M16, O15
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THE ROLE OF A MANAGER 
IN MANAGING INTELLECTUAL CAPITAL 

IN THE CONTEXT OF INNOVATIVE 
PROJECTS IN AN ENTERPRISE

Introduction

In the pursuit of competitive advantage and the development of an organization, 
unique and specific knowledge creating intellectual capital is of special importance. 
Thus, exceptional and hard to imitate immaterial resources, made real in intellectual 
capital are factors not only of competitive advantage but also of the market success of 
entities occurring on it [3]. The creators of knowledge and its administrators in the 
organization are called knowledge workers. They are properly motivated to pro-de-
velopmental activities of the organization. Knowledge workers are creative individuals 
generating a lot of original ideas replacing the existing solutions. Proper management 
leads to the formation of innovative solutions and their implementation by workers.

The problems of proper human resources management in the context of knowledge 
management are rather broadly discussed in the literature of the subject. The issue 
of innovativeness, and within its framework – open innovations, are also the object 
of intensive research. On the other hand, research concerning the implementation 
of innovative solutions in an organization, particularly in terms of properly selected 
team of workers from the organization and outside of it, is still lacking.
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The aim of this work is to look closer at the problem of the role of managers 
in intellectual capital management understood in the category of a resource originating 
from human resources. The direction of intellectual capital management approached 
in this way is a part of management of innovative projects which arises from the inno-
vative demand in the organization. In order to achieve the aforementioned objective 
of closer analysis of human factor personified in the manager, the analysis of two 
literature-drawn case studies has been undertaken and finalized in the conclusion 
at the end of the work. The criterion for selecting the presented examples of enter-
prises was the need to compare: different sized companies in which the intellectual 
property management process takes place, and at the same time different models 
used for intellectual resources management. A closer examination of the examples 
(already described in the literature) was aimed at the initial identification of common 
variables referring to management, and at the same time changing in a differentiated 
way, because of the size or the way of managing intellectual capital. Apart from the 
reasoning drawn from the literature resourced cases, the critical literature analysis 
accompanied the case studies conclusions.

1. From human resources to intellectual capital

An increase in the competitiveness of an organization is achieved not only through 
innovative activity, as was pointed out [13], but rather through the intensification 
of innovative activities. Innovations and the need to create them is the imperative 
of the contemporary enterprises’ functioning. To an increasingly greater extent the 
processes of the dynamization of innovative activity in an organization are gaining 
on importance. Through managing individuals managers decide about the frequency 
of generating ideas concerning the processes of improving the activity of the entity, 
selecting the quality of these ideas, as well as the reliability in the proper implemen-
tation of works aiming at the implementation of these ideas. The current situation 
on global markets, which is reflected, among others, by mergers, acquisitions, off-
shoring, outsourcing, resulting from the progressing globalization processes, proves 
that the development of organizations does not have to arise from the possessed fixed 
assets and financial resources. These are intellectual capital resources [4], related 
to revealed and used competences of the participants of this process that seem to be 
more important. Competence resources of the organization employees who may be 
defined as talented enough to create changes and innovations are indicated in the 
literature as inexhaustible [6]. Apart from the concept stage, this is the generation of 
ideas for improvements with various spectrum of impact, namely in terms of prod-
uct, organization, process, marketing, participation of employees in further stages 
related to the assessment and then implementation of innovative solutions, is equally 
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important. The question of the assessment of innovative ideas can be both the object 
of deliberations of the management only, as well as the employees of other levels 
or units. In the process of the consultation of ideas for improvements, the idea of 
employee participation can be implemented, that is participation in taking decisions 
affecting the functioning of the organization, managing decisions.

A change in the perception of an organization employee by the managers of 
a knowledge-based organization reflects a change in the personal function from human 
resources management to human capital management [9]. Both the management of 
human capital, competence resources [2], a set of competences [14] or knowledge 
workers should lead the organization to obtaining a status of a learning organization 
or an organization supporting innovativeness [14] in which knowledge workers are 
the pillar of permanent development.

In this case, it will be important to manage human resources in the organization 
properly, in the context of innovative activities, focused on the creation and imple-
mentation of innovations. In a pro-innovative organization, in the first place managers 
should have the pro-innovative and pro-entrepreneurial orientation themselves.

It can be pointed out [4] that from the contemporary managers we should expect 
the ability to explore the market, as well as scientific research, new concepts, ideas 
and inventions desired by consumers due to the high level of modernity. Therefore, 
a manager should have an ability to contribute to acquiring and enriching the pos-
sessed knowledge and an ability to create conditions for its appropriate division and 
transfer to other workers in the enterprise. Proper knowledge management should 
enable the organization to develop its activity on the global market. To facilitate the 
implementation of the knowledge management principles in the organization effec-
tively, including its dissemination and making it available to its workers, adequate 
infrastructure is important. In other words, to achieve a broadly defined success of 
the organization, a synergy between material and immaterial resources is necessary 
[5], including intellectual capital. The pro-innovative attitude of managers, namely 
people having greater influence on the directions of the functioning and develop-
ment of an individual in the organization, to a great extent affects the formation of 
subordinates’ attitudes and level of motivation.

Shaping human capital in the organization, within the implementation of pro-inno-
vative policy, means also planning this capital from the very beginning, namely from 
the moment of recruiting future workers. To what extent newly-hired workers will be 
characterized by the traits of knowledge workers, that is, among others, high inclination 
to the generation of innovative solutions, adequate in terms of quality, and their effec-
tive implementation, will be reflected in the dynamics of the intensity of innovations.

In the light of empirical research, high remuneration is not a main factor determin-
ing the decision about applying to a given organization. The factors which motivate 
most young, energetic and talented people to take a job are values and organizational 
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culture shared by the company (58%), freedom and autonomy (56%), and the job as 
a fascinating challenge (51%) [17]. In this context, it is worth referring to possible 
relations between the perceived organizational culture and one’s own competences 
and expectations which potential employees of the organization can bring into it. 
Employees who are characterized by the wish to fulfil their own plans in the organ-
ization should confirm the correspondence between their own personal goals and 
the objectives of the organization. Therefore, those will be workers properly moti-
vated to implement operational goals of the organization, to develop it based on the 
solutions worked out and implemented, raising the competitiveness of an individual. 
Workers fulfilling only their own particular goals which, although they refer to their 
personal development, are not convergent with the goals of the organization, will 
not be suitable for the organization. A lot of anxieties confirmed in the practice of the 
enterprises’ functioning concern such people moving to other organizations where 
they find the mentioned above convergence of the goals.

2.  An innovative project in the light of the 
operationalization of an organization’s 
innovative strategy

In accordance with the innovation intensity, the dynamics of the processes of the 
creation and implementation of innovative solutions should increase in the whole 
economy. Adequately to the occurrence of new product, process, organizational 
and marketing solutions referring particularly to enterprises, also innovative social 
solutions should occur, which find the application in social life and are generated 
both by the for-profit sector and the non-profit sector. The multitude of innovative 
solutions should be accompanied by the proportional implementation of changes 
beneficial to the organization. A lot of innovative solutions stay at the stage of 
feasible ideas only, without any possibility to implement them in practice. They do 
not become innovations in practice, which stems from both financial barriers and the 
decision-related short-sightedness of managers. An interesting observation [11] can 
be done that in the globalizing economy short-term advantages replace long-term 
competitive advantage related to the development of an enterprise. This righteous 
claim reflects the processes of the shortening of product lifecycle, innovation intensity 
and the increased dynamics of innovation processes in firms. As a result, the market 
enforces conducting business activity in the manner expressing itself in the contin-
uous search for new options of business development. In addition to the fact that an 
enterprise has a strategy of innovations, it should effectively translate its assumptions 
into operational activity in the form of specific innovative projects [14]. The form 
of a project is exactly the form of introducing changes in an organization, which 
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is characterized by appointing a temporary team in order to implement a venture 
planned in time [10].

The task of the project manager consists in making a change or the project initiative, 
in accordance with the adopted assumptions. The compliance of the implementation 
with the assumptions means, among others, achieving the assumed feasibility meas-
ures, including specific levels of indicators adopted for the evaluation. The project 
implementation indicators have both the quantitative and qualitative dimension, 
depending on the specificity of a given project. Primarily, however, the efficient and 
effective implementation of innovative solutions, so that it could obtain the status of 
innovation, requires skillful management of the implementation team [6]. The role 
of the organization managers consists in the flexible policy of creating teams, select-
ing workers with personal characteristics adequate to proper innovative solutions 
(knowledge, skills, qualities, experience). Knowledge and skills of workers are the 
basic resource of the organization and their systematic recognition, development and 
improvement are necessary [5], particularly when it comes to the resources inventory 
in the context of innovative projects. The selection of workers in implementation 
teams depends in this case on the adequacy of competences possessed by them to the 
character of the change being introduced. What is also important is the consistent 
implementation of the planned policy of personnel development. The participation 
in project works from the early conceptual stages to the moment of the implementation 
of the developed concepts, or even further – the participation in the implementation 
works – must be also considered the instrument of employee development.

Decisions concerning the choice of workers to project groups can be based, for 
example, on the needs for raising the qualifications identified in workers, as well as 
on the substantive implementation of the policy of the creators’ participation in the 
implementation of solutions proposed by them. Such an activity should be deemed 
proper from the point of view of adequate motivation. The participants of the inno-
vation generation processes, namely knowledge workers, increase their membership 
in the organization having an opportunity to make real decisions about the directions 
of product or service development, but also in real activities being the materialization 
of those ideas.

In the context of the implementation of the developed concept, what is considera-
bly important is the properly conducted process of the implementation of innovative 
solutions, which is preceded by the assessment of potential innovations. During the 
implementation of those solutions a special role is played by the skills to exert influ-
ence on the team members, which include, among others [18]:

 � achieving support for the ideas,
 � dividing the scope of responsibility in the team,
 � raising funds for the implementation of projects,
 � gaining access to interesting projects or professional career.
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Sources of exerting influence can be divided into three types [1]:
 � personal sources (knowledge, expressiveness, common history, power of attraction 

and character),
 � sources arising from the position in the organization (position in the group, 

resources, information, networks of contacts, reputation),
 � the will and the willingness to act.

Among the three mentioned characteristic elements of a leader who effectively 
implements the project objectives there is co-dependence, feedback. The will and 
the willingness to act is a derivative of the leader’s intellectual capital. On the other 
hand, the will and the willingness to act resulting in the activity and its specific effects 
influence the personal sources, the growth of the possessed intellectual capital, the 
personal capital of a leader. The position in the organization is a derivative of both 
own potential and its efficient and effective expansion in the form of the implemented 
activities. The position in the organization is a result of the evaluation made by the 
organization’s community, by the environment, however, to a great extent the evalua-
tion is shaped by the observation of the project leader’s activities, his/her knowledge, 
skills and competences which are exposed in the course of the activities performed.

Managers of developing organizations are characterized by the ability to absorb 
from the business environment necessary information in order to expose the values 
of the regional market’s participants. They create the climate of acceptance for the 
use of innovative solutions and innovations [16].

In innovative processes the role of a manager is changed from the administrator 
of resources to a person encouraging cooperation, arousing enthusiasm, facilitating 
development and providing support to employees. He/she allows to make mistakes, 
and thus he/she leads to learning on one’s own mistakes, uses careful criticism, and 
develops himself or herself and other team members [6].

3.  Changes and challenges in the context of innovative 
project management

Initiatives, or ventures of creative character contribute to the system transforma-
tion, as well as to structural changes in the area of material and immaterial resources 
[8]. The changes should aim at an increase in the effectiveness of the organization’s 
functioning. In the case of enterprises that is profit-oriented organization, it is also 
important to achieve the greatest effectiveness from the possessed resources.

The project reality can be understood in different context:
 � the project implementation is the effect of introducing an innovative change 

in the organization,
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 � the project implementation takes place through the consortium consisting of 
partners often coming from different countries and thus different cultures,

 � more and more often there are projects of domestic, national character, where 
the consortium includes national teams of specialists representing the same or 
different professional groups, institutions.
Human resources management in the context of a project, meaning the introduction 

of an innovative change, contributes to the implementation of specific modifications 
in the organization.

First of all, immaterial resources are gaining on importance, including human 
resources in particular. Polarization arises in the specialization of individual work-
ers, in order to make it possible for the manager to assign most adequate employees 
to the realization of the tasks which the project assumes. The workers are subjected 
to evaluation of the possessed communication competences, adaptation abilities in the 
international environment (during the realization of projects in an international consor-
tium), as well as particularly with regard to knowledge which is possessed and proven, 
tested in practice. In addition to the individual dimension of choosing personnel for 
the realization of an innovative project by the manager, another possibility, and quite 
often even a necessity, is choosing the group of workers through which the comple-
mentary orientation of the possessed qualities, skills and competences is possible. The 
personal characteristics of one or a few people are supplemented by competences of 
others, who in turn may not have knowledge or competences required but possessed 
by the other workers of a new team. The trend of choosing team workers from out-
side the parent company is gaining on popularity. In the search for unique resources, 
referring to intellectual capital in particular, the significance of the choice of team 
members implementing innovative projects from various organizations increases. 
This is one of the most current challenges faced by managers of innovative projects. 
The challenge becomes the reflection of open innovation processes in which network 
processes related to the creation of innovations though supra-institutional partnership 
activities are of key significance. The implementation of innovative solutions may be 
of inter-organizational character, yet of individual character within the implementa-
tion groups, which is currently a new challenge for the manager of the organization.

4.  Case studies of intellectual capital management 
in selected size classes of enterprises

This empirical study presents examples of intellectual capital management in dif-
ferent enterprises of different sizes. It includes both the SME sector enterprises 
(micro-enterprises – an example of M. Haberman from Great Britain and a small 
enterprise – TRIBEKA), as well as a large enterprise (an example of Skandia).
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An example of intellectual capital management on the micro level is Mandy 
Haberman from Great Britain. Ms. Haberman, a graphic designer by profession, 
designed a bottle for feeding babies who have problems with sucking. She came 
up with the idea of such a design due to the problems she had with her own baby. 
Mandy Haberman decided to patent the bottle. Then she commercialized her idea, 
set up a firm and sold the product which turned out to be a market success. After 
a few years she became inspired by the problem of feeding babies again, in fact the 
problem of dishes for babies, and invented a non-spill cup, namely a cup from which 
a baby could drink liquids, for example juices and other drinks, without spilling 
out. Again, Ms. Haberman decided to protect her idea with a patent. This time, the 
commercialization strategy differed from the independent introduction of a product 
to the market. M. Haberman chose licensing and proposed the implementation of 
the innovative idea to eighteen enterprises. In spite of the interest in the idea, none 
of the firms decided to be a licensee. However, Mandy Haberman decided to launch 
the product to the market, but together with Cardiff marketing company. After an 
unexpectedly big success an American company became interested in the product 
and signed an exclusive licensing agreement with her. In the meantime, one of the 
British firms to which M. Haberman came with a licensing offer of a cup, launched 
the production of its own cup which resembled the patented non-spill cup. Andy 
Haberman started a court battle and defended the rights to the cup she had invented. 
The parties then reached an agreement without the court help.

An example of TRIBEKA [12, pp. 87–89] within intellectual capital management is 
an example referring to the way of selling and purchasing software based on SoftWide® 
technology. The customer enters the shop, chooses the software from the product offer 
of over two hundred software producers known worldwide and immediately receives 
a ready driver with the selected software. By means of the mentioned SoftWide® 
system, the automatic authorization is obtained to save a legal copy of the selected 
software on the driver. It is possible owing to digital licenses TRIBEKA concluded 
with the sellers of software. A similar system of the sales offer eliminates problems 
with stock, goods out of stock, obsolete products, etc. As for ensuring intellectual 
property rights, TRIBEKA appropriately secured the rights in terms of securing 
production, production control, loss control, facilitation in orders and distribution 
of digital information. SoftWide® is a technology supporting sales but also ensuring 
the proper level of intellectual property protection.

One of interesting examples of intellectual capital management is the so-called 
Skandia navigator [15]. The assumption of the model is to present a sustainable image 
of the enterprise and the proper definition of relations between the past – the financial 
image, the present – the image of customers, processes and people, and the future – the 
image of renewal and development. The navigator includes five areas of focus: finance, 
customers, processes, people, development, and its shape resembles a house (Figure 1).
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Each of the five areas has a set of indicators assigned. Skandia has also introduced 
various ways of measuring intellectual capital and its individual components. On the 
basis of Skandia navigator Dolphin computer system was created, the users of which 
have a possibility to choose the image of the enterprise they want to evaluate. They 
can also make simulations. The measurement of intellectual capital in the form of IC 
Index indicators enables to compare the market value of the enterprise with changes 
in intellectual capital, which gives a possibility to determine the prognostic value. The 
information obtained by means of IC–Index is passed inside and outside the firm, 
owing to which it is possible to determine the ability to create value.

Figure 1. Skandia Navigator

Finance

Customers Processes

Development

People

External 

Present

Future
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Source: [7, p. 56].

The example of Skandia can be regarded as a comprehensive system of intellectual 
capital management of an enterprise, which additionally translates into the manage-
ment of the whole enterprise and its development. Intellectual capital in this case is 
in the center of attention of decision makers and aims at directing decision-making 
processes. Therefore, the management system can be considered a navigator.

The three presented examples of enterprises of different size classes and different 
history are very interesting examples of management in terms of intellectual capital. 
In the case of the micro-enterprise, which then became a small enterprise, securing 
the industrial design rights guaranteed that none of large competitors was able to oust 
Ms. Haberman’s tiny firm from the market. What is more, ensuring the legal protection 
enabled to make managerial decisions about inviting large producers of baby food acces-
sories to cooperate, and when it turned out that the idea was copied by the competition, 
the legal protection effectively prevented driving out the micro-firm from the market.

TRIBEKA’s example shows, in a way quite similar to the first example, that 
appropriate policy of protecting intellectual property rights enables the freedom of 
trade in terms of making the product offer mass. Furthermore, solid legal protection 
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emphasizes the reliability of the firm. TRIBEKA partners, the global software pro-
ducers, were willing to conclude trade agreements with the firm exactly because of 
the appropriate system of intellectual property rights protection. It allowed to create 
a very wide product offer, and thus enabled TRIBEKA to introduce the formula of 
unprecedented business activity – the creation of a driver with software on the spot, 
in the retail outlet. Owing to a similar formula of practical activity, such problems 
as surplus stock were solved. An additional element being an interesting example of 
intellectual property management is software improving the whole buying process, 
and at the same time the whole process of legal recording of the software on the driver.

The last of the presented examples is the one of an enterprise basing in manage-
ment on intellectual capital, putting the problems of intellectual forecasting in the 
decision-making center. The example of Skandia and so-called Skandia navigator 
also shows the significance of the immaterial factor.

All the presented examples show the directions of managerial decisions which 
consider changes related to the growing importance of intellectual capital in contem-
porary enterprises, regardless of their size – starting from micro-entities and ending 
with large, hierarchically organized economic units. The management must be properly 
adjusted to the specificity of an organization, its relations with the environment, but 
special pressure is put on anticipating changes.

Conclusions

The currently defined intellectual capital refers to immaterial resources in the 
personal and non-personal form possessed in the organization. The non-personal 
form of immaterial resources stands for, among others, knowledge, know-how, owned 
databases and access to extra-organizational databases, formulas, strictly protected 
methods, techniques of production and manufacturing, or other services and methods 
of their provision, which make up conducting the current activity of a business unit. 
Immaterial resources, personified in employees, refer mainly to the skills possessed 
by employees and their knowledge. In the era of the increasing competition, the 
personal factor plays a greater and greater role as it is the source of the formation of 
immaterial resources of non-personal character.

In the context of the innovative intensity it is the personal factor of immaterial 
resources that is particularly important. It arises both from the possibility to generate 
innovative solutions, the intensity of their generation, as well as the implementation 
of those solutions, and the dynamics of these processes related to the intensity of 
the implementation of innovations. In each of these cases human factor is crucial.

Considering the imperative of the 21st century economy referring to knowledge as 
the key determinant of the development of entities of the national economy, human 
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factor must be considered particularly important in the implementation of innovative 
processes. Both an individual’s knowledge and specific skills are the driving force and 
the motor of the progress made.

Thus, connecting knowledge and skills with the art of intellectual capital man-
agement in innovative entities is this element of the process which may be defined 
as a binding agent, the key to the success of the organization. However, it should be 
emphasized that there is no “one key” for all business entities. They are different, 
although based on the same basic principles. The presented examples of various classes 
of enterprises confirm the use of different techniques and tools in intellectual capital 
management depending on the existing resources of an organization, opportunities 
and possibilities occurring in the environment of an entity.

One can notice the diversified influence of the human factor on the dynamics 
of innovative processes that generate intellectual capital. It seems that the greater 
importance of the human factor occurs in smaller enterprises. This dependence 
results, among others, from the greater decision-making power of managers who 
can simultaneously be owners of companies, which follows from the examples 
cited. What’s more, it is often only as a result of an independent establishment of 
the company that it is possible to commercialize the idea, which is the result of own 
work and experience, or more complex innovative projects. This dependence results, 
among others from the better decision-making possibilities. For this reason, given the 
manager’s role in managing intellectual resources, which is the effect of innovative 
projects, it will be higher in smaller companies. In turn, along with the growth of the 
enterprise, the decision dynamics in the area of innovative projects may be reduced. 
Identification of affecting factors may be the subject of further research.
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THE ROLE OF A MANAGER IN MANAGING INTELLECTUAL 
CAPITAL IN THE CONTEXT OF INNOVATIVE PROJECTS IN 
AN ENTERPRISE

Abstract

The article presents considerations in the field of intellectual capital management at the 
enterprise level. The aim of the work was to analyze the role of managers in managing intellec-
tual capital, developed by the human resources of the organization. The work involved the anal-
ysis of domestic and foreign literature, in particular literature-based examples of various-sized 
enterprises. In a result of the deliberations, one can notice a diversified, depending on the size 
of the enterprise, impact of the human factor on the dynamics of innovative processes that 
generate intellectual capital. This differentiation refers to a different level of decision-making.

Keywords: innovative projects, manager, innovation management

JEL classification codes: O31, O32, O34, M54

ROLA MENEDŻERA W ZARZĄDZANIU KAPITAŁEM 
INTELEKTUALNYM W KONTEKŚCIE PROJEKTÓW 
INNOWACYJNYCH W PRZEDSIĘBIORSTWIE

Streszczenie

W artykule prezentuje się rozważania z zakresu problematyki zarządzania kapitałem 
intelektualnym na poziomie przedsiębiorstw. Artykuł ma na celu analizę roli menedżerów 
w zarządzaniu kapitałem intelektualnym, wypracowanym przez zasoby ludzkie organizacji. 
Przeprowadza się analizę literatury krajowej i zagranicznej, zwłaszcza przykłady dotyczące 
przedsiębiorstw reprezentujących różne sektory. W wyniku przeprowadzonych rozważań 
można dostrzec zróżnicowany, w zależności od wielkości przedsiębiorstwa, wpływ czynnika 
ludzkiego na dynamikę procesów innowacyjnych, generujących kapitał intelektualny. Zróż-
nicowanie to odnosi się do różnego poziomu decyzyjności.

Słowa kluczowe: projekty innowacyjne, menedżer, zarządzanie 
innowacjami

Kody klasyfikacji JEL: O31, O32, O34, M54
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