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This presentation aims to

] Reflect upon the future ways that organisations may be
creative, based on intangible resources so as to leverage
their sustainability as well as their independence.

1 Show that our objective is based upon the high
performance work organisations (HPWO) framework,
which is influenced by LOs as well as the development
human and intellectual capitals so as to structure
organisational competitive advantage.

. Bring some light to this framework to demonstrate the
importance of its implementation in a society dominated
by the information revolution.



Structure

This research is divided into three parts.

» The first includes a review of the literature in this field.

» The second includes an analysis of the primary data
obtained from the distribution of a questionnaire.

» The third part of this research includes the main
conclusions and a reflection for further research.




Research Design and
Methodology



The sample

The sample was made up of graduates and post
graduate students at the

_ University of Minho (UM) and
_l University of Porto (UP)

both situated in the North of Portugal. Valid
returned questionnaires from UM and UP included
125 and 174 respectively (see next table).



The sample

P Frequen Cumulative
rogramme
cy Percent Percent
MGRH (UM) 34 11,4 11,4
MMSM (UM) 52 17,4 28,8
MAc (UM) 39 13,0 41,8
MENG (UP) 174 58,2 100,0

Total 299 100,0



The sample includes

a total of 299 respondents,

1 181 are male (60,5%) and
1 118 are female (39,5%)

d Of that total,
161 (54%), are gainfully employed, and
1138 (46%) are not in the workplace,

dsee next table




The sample includes

Gainfully employed student Frequency Percent

Yes

No

MHRM
MMSM
MAc
MENG
Total
MHRM
MMSM
MAc
MENG
Total

23
25
24
89
161
11
27
15
85
138

14,3
15,5
14,9
55,3
100,0
8,0
19,6
10,9
61,6
100,0

Cumulative Percent
14,3
29,8
44,7
100,0

8,0
27,5
38,4
100,0



The research tool - questionnaire

] The research tool used in this study includes a

questionnaire with various possible
responses; the Likert scale included a six-

point scale (from 1, totally agree; to 6, do not
know/ prefer not to respond).

] The primary data was gathered via the

distribution of the questionnaire during
November and December (2010).
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The objective of this study focuses on determining
whether there is a close relationship between
the academic degrees and the levels of

trust,

loyalty,
commitment and
enthusiasm,

CO00

and whether these are considered as a means of
application, distribution and creation of
knowledge and sustainability
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As these elements support the innovation process,
the study also aims to ascertain whether these
values are indeed

shared in the organisations

in order to nurture learning environments where
knowledge is created and shared to ensure

organizational sustainability.



i) respeCt fOr Others (...): to highlight what type of acceptance individuals have for others,

and how individuals value and show consideration for each other

ii) AUtOnOmy (....): to identify whether individuals are responsible for their actions

and if there is a feeling of self-confidence in individuals;

iii) team WOI"k (...): to ascertain the degree of joint effort and collaboration between

individuals in the organisation;

@ o]
iv) CreatIVIty (...): to determine whether individuals apply originality and imagination

in their activities;

o
V) EnthUSIasm (...): to seek evidence whether individuals have eagerness and

dedication towards their work;
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Vi) indiVidual Commitment (...): to identify whether individuals are dedicated to their

own goals and values as well as aligning these personal goals to those

the organisation;

o o
vii) SOCIal COmmltment (...): to ascertain whether the organisations adheres to a pledge

towards solidarity, social innovation and is dedicated to nurturing social

networks;

(]
viii) CO“abOrat'lOn (...): to find out whether individuals are able to create an environment

which is tuned towards creating alliances between individuals revealing more

openness and enthusiasm;

iX) TOlerance (... ): to ascertain the quality of dialogue and open-mindedness

amongst individuals , so as to create an organizational culture which
instils openness for self- development of individuals with the aim of

producing spillovers in favour of the organization;

(] @
X) SOlldanty (... ): to perceive the degree of harmony, unity, collegiality, team

spirit and shared values amongst indi\iiﬁiuals in organisations.



The Findings



Three coefficients can be further developed to
analyse the intensity of the relationship despite
there being a more frequent substantial positive
correlation:

 moderate positive correlation (for the intervals
from 0,30 to 0,49),

O substantial positive correlation (for the intervals
from 0,50 to 0,69) and

O very strong positive correlation (for the intervals
from 0,70 to 0,90).



The variables

d Q67 (Tolerance) and Q68 (Solidarity)

demonstrate a positive and strong Spearman (rho
= (0,781) correlation coefficient.

This can be an indicator for the fact that solidarity
is essential for the organisation leading to stronger
internal relationships and is also one of the pillars

of productivity.



The variables

It seems that ethical, spiritual and moral values make up
social and organisational capitals. The variable

d Q53 (autonomy) represents a strong and
substantial Spearman correlation coefficient
together with variables, Q67 (Tolerance) and

Q68 (Solidarity), presenting a rho = 0,559 and
0,562, respectively.

This result reinforces the strategic importance of
these qualitative variables with regard to
organisational performancé.



The variables

d The relationship between the variables Q57
(Enthusiasm), Q64 (Collaboration), is

interesting in that they represent a rho = 0,558.

This reveals the abstract and spiritual importance
inherent in the factors, the same happens with

variables Q56 (Creativity) and Q57 (Enthusiasm),
representing a rho = 0,631.



The variables

d The relationship between the variables

Q68 (Solidarity) and Q65 (Social commitment),
between variables Q67 (Tolerance) and Q65 (Social
commitment) as well as between Q68 (Solidarity)
and Q64 (Collaboration), demonstrate rho of,
respectively, 0,653, 0,658 and 0,655;

these seem to be variable indicators pertinent in

creating a system for sustaining organisational
knowledge.



The variables

These values can be supported by the relationship
between variables

d Q64 (Collaboration) and Q55 (Team work),
representing a rho = 0,645.

Moreover, there is a possibility to redefine a new
organizational culture which is nurtured on the trust
between he organisation and its employees. This
possibility arises from the abstract and spiritual
realm within the composite triangle of values,
namely, ethical, spiritual and moral.



Conclusion

True competitive advantage is obtained through shared
values and a coherent distinct culture which invokes at
its heart all the elements of human capital theory.

However, the implementation of a new organizational
culture based on values requires the sensitivity of
economic agents, i.e., it requires a more humane
society, one which is more entrepreneurial and more
committed towards social capital.

Herein, we believe lie the factors that foster both high
performance and high profitability.
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Thank you for listening

Q&A



