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Abstract. The paper considers the problem of improving the management of human resources, closely 
associated with the cohesion processes, taking place under the conditions of European integration and the 
European Union development and expansion. It is shown that the cohesion processes determine the basic 
changes in human resource management, creating the need for using its means and methods to respond to 
the creation of social and economic common space in the EU. The paper describes the variety of the co-
hesion processes, identifying new trends of human resource management and emphasizing new demands 
for consistent updating of human resource management strategies, taking into account such factors as la-
bour market internationalization, migration of people, the development of multiculturalism, etc. 
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1. Introduction 

Under modern conditions of globalization and in-
ternationalization of social, political development 
and cultural scientific and technological advance, 
as well as the creation of knowledge-based society 
and economics and European integration and the 
EU expansion, new demands for identifying and 
solving the so-called cohesion problems emerge: 
adequate realization of these problems and the 
ability of solving them may be perceived as an 
important precondition for making true the wishes 
of modern society for advance. 

The problems of cohesion are in the focus of 
many research works. Their significance is empha-
sized in the context of social, economic and politi-
cal development, the advance of culture, science 
and technologies, as well as the relationship with 
the environment and the development of safety 
ensuring activities. Special attention is paid to the 
problems of cohesion under the conditions of 
European integration and the EU expansion.  

In addition, it is noted that the present level of 
research into the cohesion problems is not suffi-
cient for their solution: the variety of cohesion 
problems, needs and cases have not been identi-
fied, and a system approach to cohesion and pre-
vention of the lack of cohesion has not been devel-
oped yet.  

An adequate description of the cohesion prob-
lems requires the use of the appropriate cohesion 
concepts. It is well-known that there are many dif-

ferent approaches to cohesion and its concept. De-
spite the existence of various approaches, the con-
cept of cohesion is usually described as conver-
gence (or harmonization), meaning the trend of 
decreasing the differences in a particular area of 
social life, activity or development.  

Thus, it may be stated that cohesion as a 
process, describing harmonization and decrease of 
differences, also reflects the orientation to decreas-
ing or eliminating conflicts or disproportions, as 
well as the realization of wishes for sustainable 
development and harmonization. 

This approach to cohesion and its concept 
may be considered to be universal in describing 
the meaning of the cohesion processes as har-
monization and decreasing of differences. The 
universal character of this approach requires us to 
take into account the diversity of cohesion proc-
esses, realizing that they can be considered and 
assessed, when a number of various factors are 
taken into consideration.  The main of these fac-
tors reflect the following types of cohesion: 

− the cohesion between various processes 
(e.g. between economic, social, political, techno-
logical development or other processes, as well as 
between social and economic processes, between 
technological development and environmental pro-
tection or between other combinations of proc-
esses), 

− the cohesion between various regions or 
other geographically identified spaces  (in this 
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case, the cohesion between globally, internation-
ally, nationally or even locally described regions, 
may be mentioned), 

− the cohesion between various social 
groups or social layers  (which may be considered 
and assessed globally, internationally, nationally 
or even locally), 

− the cohesion between various activities, 
between the sectors of social, economic, political, 
cultural, scientific and technological development, 
as well as various spheres of social activities or 
business, 

− the cohesion between various organiza-
tions or subjects engaged in various activities. 

Now, under the globalization conditions, the 
factors, reflecting the cohesion between various 
cultures, mentalities, as well as between the sys-
tems of various lifestyles, ideologies or values, 
may be mentioned as particularly important. It is 
clear that the cohesion of this type may be ana-
lysed only if the respective cultures, mentalities, 
systems of lifestyles, ideologies or values can be, 
in principle, considered harmonized, or be able, at 
least, to exist or evolve in parallel (however, even 
in the cases, when the above cultures, systems of 
mentalities, lifestyles, or values clearly manifest 
the lack of harmony, the cohesion between them is 
still possible to some extent and even necessary 
and unavoidable: even in the cases of disharmony, 
some naturally occurring interaction between the 
above-mentioned factors, causing the development 
of vague signs of cohesion, may be observed). 

It should be emphasized that cohesion and co-
hesion processes are perceived as a basic precon-
dition for implementing the wishes to achieve the 
sustainable development and harmonization. This 
means that, in the context of the current challenges 
to social, economic, political development and the 
advance of culture, science and technologies, re-
flecting the values of sustainable development and 
harmonization, the problems of cohesion should be 
at the centre of attention. 

It may be noted that the considered approach 
to cohesion and cohesion processes is not only 
universal, but has the prospects of wide applica-
tion, especially, when it is necessary to compre-
hend and solve complicated problems, relating to 
the development, evolution and advance of large 
systems, described from various perspectives.  

The considered approach is and may be ap-
plied in various areas. One of these areas is man-
agement and management activities. It is clear that 
the need for proper response to various require-
ments associated with various kinds of cohesion 
means that the respective actions and changes 
should be made in various management areas. It 

can be stated that management methods and means 
should be directly used to satisfy the particular 
cohesion requirements.  

These management methods and means may 
be very diverse. They may be identified and classi-
fied, based on various criteria. 

Under the conditions of European integration 
and the European Union expansion, it is possible 
to respond to the cohesion requirements as fol-
lows: 

− applying the methods and means of public 
policy and public management, including the 
methods and means of public policy and public 
management used by the EU and particular states 
or their groups, as well as the methods of public 
policy and administration used by various public 
management or local government institutions, 

− using the methods and means of business 
and other management instruments, including the 
management methods of various organizations and 
the ways of improving these methods. 

The methods and means of public policy and 
public management, also including business and 
other management methods used in response to 
cohesion requirements, should be very diverse, 
embracing, actually, all spheres of modern social, 
economic, political development, as well as the 
advance of culture, science and technologies and 
the relationship with the environment. It can be 
also stated that orientation to cohesion challenges 
and wishes to respond to cohesion demands may 
be considered the priorities of public and business 
management, representing highly important prob-
lems of management investigation, practice and 
profile. 

It may be stated that in the study of manage-
ment practice and management profile aimed at 
responding to cohesion demands, the consideration 
of such important problems as training of human 
resources cannot be avoided. This statement is 
true because the cohesion needs can be and are 
usually satisfied by methods, associated with 
training, development and management of human 
resources. Moreover, the priority of the problems 
of training, development and management of hu-
man resources is particularly evident in responding 
to the cohesion demands and challenges under the 
conditions of European integration and the EU 
expansion: one of the main features of cohesion 
and response to its demands is the priority given to 
the factors, characterizing training, development 
and management of human resources. 

Thus, generalizing the above considerations, 
the following conclusion may be made: adequate 
response to current cohesion demands raised in the 
conditions of European integration and the EU 
expansion requires us to pay the greatest attention 
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to measures, aimed at proper training, develop-
ment and management of human resources. It may 
be stated that, in its turn, an adequate response to 
cohesion needs and challenges requires that practi-
cal and research works, aimed at investigating 
these problems, should be given the priority in the 
context of the works devoted to the improvement 
of training, development and management of hu-
man resources. 

2. A modern concept of cohesion under  
the conditions of European integration and  
enlargement of European Union 

The universal approach to cohesion and its con-
cept may be applied to diverse conditions of so-
cial, economic and political development, as well 
as the advance of culture, science and technolo-
gies: the application prospects of this approach 
under the conditions of European integration and 
the EU expansion should be emphasized.  

It may be stated that consistent cohesion is 
considered to be the main precondition for achiev-
ing that the processes of European integration and 
the EU expansion should be really oriented to the 
statements of humanism, democracy, environ-
mental safety, morality and social responsibility 
and that they could be effective in ensuring the 
stability of the European Union as a multifaceted 
and very complicated system. Besides, social, eco-
nomic, political, technological and other changes, 
taking place in the EU, should be clearly directed 
at its advance.  

The priority areas and trends of cohesion un-
der the conditions of European integration and the 
EU expansion are as follows: 

− the cohesion between cultures, mentalities, 
lifestyles and systems of values, as well as be-
tween the harmonized ideologies spread or being 
propagated in the EU space, 

− the cohesion between social, economic, 
political and informational development, as well as 
between the processes, associated with cultural, 
scientific and technological development and the 
relationship with the environment, which are tak-
ing place in the conditions of European integration 
and the EU development and expansion, 

− the cohesion between various EU regions, 
various states and their groups (particularly, the 
cohesion between the so-called “old” and “new” 
EU member-states), as well as the cohesion be-
tween the regions of various countries, 

− the cohesion between various social layers 
and social groups of Europe and the European Un-
ion (particularly, between the so-called “native” 
people and “traditional” social groups and layers 

and the so-called “newly arrived population” or 
“foreigners” in various European or the EU states), 

− the cohesion between various areas of ac-
tivities and various business and public sectors, 
including the cohesion between them in various 
European or the EU member-states (particularly, 
the cohesion between technologically centred and 
technologically advanced areas of activities and 
the areas of activities lagging behind in this re-
spect), 

− the cohesion between various organiza-
tions and other subjects, primarily, between those, 
acting in Europe or the EU space (particularly im-
portant are various forms of cohesion between the 
organizations of business and public sectors’ har-
monization), 

− various forms of cohesion between indi-
viduals, particularly, at the time of using modern 
computer network facilities. 

The most important trends and areas of cohe-
sion under the conditions of European integration 
and the EU expansion are considered to be those, 
which characterize the phenomena of multichannel 
“penetration”, implying the simultaneous spread 
of processes, originated in Europe, into non-
European areas and, vice versa, the spread of 
non-European processes into European spaces. 
These phenomena reflect various conditions of 
cohesion between Europe and the European Union 
as a whole and non-European spaces and are con-
sidered to be of great importance in the context of 
modern globalization because they help to per-
ceive the need for European integration and the 
EU expansion not only on the background of local, 
but of the global changes, as well. 

Therefore, it is possible to state that the cohe-
sion processes, taking place under the conditions 
of European integration and the EU expansion, are 
very complicated and diverse, requiring an ade-
quate response to specific cohesion conditions, 
characteristic of European and the European Un-
ion space: the processes of European integration 
and the EU expansion determine both the new co-
hesion requirements and the need for and the in-
evitability of the appropriate perception of goal-
directed effects of cohesion on the creation of 
common spaces in Europe and the European Un-
ion. This also implies that the cohesion processes 
may be treated as the actions, raising new chal-
lenges to management and management activities 
in the EU space and providing new possibilities 
for management improvement, taking into account 
the specific features of cohesion, which manifest 
themselves under the conditions of European inte-
gration and the EU expansion. 
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3. Challenges to human resource management 
and its improvement in the context  
of the European Union’s cohesion needs 

The main problem of human resource management 
and its effectiveness in the EU space is associated 
with the fact that human resource management 
does not take into account the requirements for 
addressing new challenges connected with the in-
tense processes of European integration, as well as 
the European Union expansion and cohesion. It 
can be observed that, recently, the cohesion proc-
esses and the associated problems have spread 
over the whole European Union. The importance 
of such forms of cohesion as the cohesion between 
cultures, mentalities, types of lifestyles, systems of 
values, harmonized ideologies, etc., is constantly 
growing in the multicultural EU space. The asso-
ciated problems may arise mainly at the organiza-
tion level (Adler et al. 2002), particularly, if the 
organizations will not be able to adequately re-
spond to the cohesion problems by human re-
source management methods. 

Since most of the modern organizations are 
open systems strongly affected by the use of mod-
ern computer network facilities, even through pri-
vate contacts between individuals, it is clear that 
the problems of human resource training, devel-
opment and management are most important at the 
organization level.  

Before undertaking the analysis of human re-
source management problems associated with co-
hesion processes, it could be useful to critically 
review the methods and means presented in the 
theory and models of human resource management 
and to determine their practical value, applicability 
and usefulness, taking into account the cohesion 
processes, taking place in the EU. 

Assuming that modern human resource man-
agement theories do not allow for consistent re-
sponse to the EU cohesion challenges, it is neces-
sary to make certain that the suggested and used 
(or only suggested) measures are not sufficient 
and, therefore, may be considered ineffective. This 
would help us to understand what steps should be 
taken both in carrying out the research into this 
area and setting political, economic, social, eco-
logical and other aims for solving the above prob-
lems and choosing the methods of their achieve-
ment. Recently, new demands for developing and 
using the models of human resource management 
and its improvement, which could address modern 
challenges of European integration and EU cohe-
sion, have emerged in the most of the business and 
public sector organizations. The solutions, allow-
ing the organizations not only to adequately re-
spond to cohesion challenges, but to use common 

European standards and to meet the requirements 
for consistent implementation of the political, co-
hesion and multicultural principles, are required. 

The importance of evaluating the effectiveness 
of the above solutions is emphasized by the strategy 
“Europe 2020”, its goals and flagship initiatives. 
The European Economic and Social Committee 
(EESC) states that the cohesion policy is a “histori-
cal EU value”, whose three goals – convergence, 
increase of regional competitiveness by creating 
more and better jobs and closer territorial coopera-
tion should be maintained and reinforced (EESC 
Opinion to Europe Counsel 2011). The European 
Social Fund, as the EU tool for promoting invest-
ments in human resources, should support three 
priority issues of the strategy Europe 2020, i.e. 
smart, inclusive and sustainable growth (Fig. 1). 

 

 

INCLUSIVE GROWTH 
MEANS RAISING THE 

EMPLOYMENT RATE AND 
ENSURING SOCIAL AND 

TERRITORIAL COHESION  

SMART GROWTH 
MEANS KNOWLEDGE AND 

INNOVATION-BASED 
ECONOMIC GROWTH 

SUSTAINABLE GROWTH 
MEANS THE SHIFT TOWARD 

A RESOURCE-EFFICIENT AND 
MORE COMPETITIVE 

ECONOMY 

Strategy 
EUROPE 

2020 

 
 

Fig.1. Three priorities of the strategy EUROPE 2020 
 

The term sustainable development was first 
mentioned in 1987 in the report of the World 
Commission on the Environment and Develop-
ment “Our Common Future”. It should be noted 
that this was the time of intense development of 
human resource models by the US and European 
researchers. Sustainable development is perceived 
as the development. 

Sustainable development is development that 
meets the needs of the present without compromis-
ing the ability of future generations to meet their 
own needs. To achieve a better quality of life now 
and in the future, the economic, social develop-
ment and environment protection goals should be 
properly coordinated (they should supplement 
each other). This is clearly illustrated by the de-
veloped coordination model of sustainable devel-
opment ideas, based on the method of qualitative 
structures (Lobanova 2008, 2003, 2001; Grigas 
2001) (Fig. 2). 
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Coordinator’s point – the subject’s position 
With respect to sustainable development processes (social awareness), 

Spreading and integration of sustainable development principles 
in society via the cohesion between cultures, mentalities, 
lifestyles, systems of values and harmonized ideologies 

 Inclusive growth: 
communication aspect 

(economic communication – 
cohesion as “communicability”) 

Social development 
and cohesion goals 

 

Smart growth: 
Aspect of functioning 

(“intellect” of economy) 
Economic goals 

Sustainable growth: 
Organization aspect 
(“body” of economy) 
Environment protection goals 
resource effective, more 
environmentally-friendly 
and competitive economy 

Sustainable development: 
Coordination aspect 
(“self-awareness” of economy – 
self-regulation of sustainable development) 
Coordination and mutual 
supplementing of environment 
protection goals 
 

 
Fig.2. The coordination model of sustainable develop-
ment (based on the works Lobanova 2008, 2003, 2001; 
Grigas 2001) 

 
The concept of sustainable development in-

cludes the synergy effect under the condition that 
its growth is uniform in all directions. However, if 
the growth rate in one direction starts to exceed 
that in the others (e.g. in the case of the excessive 
growth of production or consumption), the system 
gets out of balance, i.e. the essence of the sustain-
able development idea is lost. The inclusive 
growth performs a dual function in this model, 
associated with the direction of sustainable devel-
opment and economic communication, thereby 
harmonizing the subject and direction of sustain-
able development in the cohesion processes. This 
can be clearly observed in considering the univer-
sal character and diversity of the cohesion concept. 

In this context, some particular features of the 
Open Method of Coordination (OMC) (Borras 
et al. 2004; Zeitlin 2005), resting on soft law me-
chanisms, should be discussed. Though this 
method has been used since 1992 in the European 
Monetary Union, it was defined only in 2000 in 
the conclusion made by Lisbon European Council 
as a new method for formulating the following 
strategic European Union aims (LEC 2000): “to 
achieve that, during a decade, the European Union 
should become the most competitive and dynamic 
knowledge-based world economy, combining sus-
tainable development with the creation of more 
and better jobs and stronger social cohesion”. 
However, the European Economic and Social 
Committee expressed regret that the Commission 
had not created any growth scenario, allowing the 

common market possibilities to be maximally 
used, and focussed its attention on drastic consoli-
dation of finances as a “basic precondition of 
growth” (Project EUROPE 2030). It should be 
noted that Europe will need a highly competitive 
and sustainable market economy for ensuring so-
cial cohesion and developing methods to struggle 
with climatic changes. To achieve this aim, the 
programme of large-scale reforms, defining the 
priority issues and a more effective realization 
mechanism than those suggested by the Open 
Method of Coordination, should be developed. 
The strategy Europe 2020 is part of these great 
efforts. 

At the present stage of the European Union 
expansion, it is clear that the statement of the tar-
gets and formulation of slogans, as well as drastic 
consolidation of finances, are not sufficient for 
solving the problem, which is much more compli-
cated than it may seem to the “development bu-
reaucrats”. The targets set and measures and fi-
nancing suggested for particular European Union 
development stages (the European Union institu-
tions revise their policy every seven years and the 
next stage of programme development will begin 
in 2014) can hardly be effective in the absence of 
fundamental research into the problem of sustain-
able development, required for its successful solu-
tion. Though the ideas of intensifying the sustain-
able development and cohesion have become an 
inherent part of the European Union integration 
policy, the lack of the respective research (particu-
larly, into the cohesion problems), as well as insuf-
ficient efforts in dissemination of these ideas in the 
society (though it could be an effective cohesion 
promotion measure), can be observed. These dis-
advantages at the conceptual level, including un-
even and insufficient spread of ideas and the lack 
of empirical research, will be “compensated” in 
reality, when the implementation of the ideas turns 
into a social experiment with hardly predictable 
and removable outcomes (which has already be-
come clear during the global economic crisis). The 
Open Method of Cooperation has not either be-
come an effective European Union management 
method (Nakrošis et al. 2007). 

It is clear that the implementation of the ideas 
of increasing sustainable development and cohe-
sion in the whole European Union is a very com-
plicated problem. Therefore, the scope of further 
analysis will be narrowed to include the cohesion 
challenges only with respect to human resource 
management at the organization level. 
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4. Human resource management models  
improvement considering cohesion processes in 
European Union 

Though the human resource concept was first used 
in the third decade of the 20th century, two dec-
ades after the appearance of human resource man-
agement models in the literature (the Michigan 
model: Devanna et al 1984; Harvard model: Beer 
et al. 1984) and their spread (in the 90’s, the teach-
ing of various aspects of human resource man-
agement was started at universities and business 
schools), the problem of human resource manage-
ment is still being discussed and new approaches 
to its analysis are being suggested. Thus, in the 
first decade of the 21-st century, the efforts were 
made to consider workforce as a strategic business 
partner, rather than the system of an organization, 
performing only a supporting function. The leaders 
of the workers, as their main representatives, con-
tribute to strengthening social responsibility of an 
enterprise, developing the ideas of sustainable 
growth and solving the environmental problems 
(Armstrong 2007; Sinha 2011; Hanada 2000). 

The integration of the ideas of human re-
source management into traditional systems of 
personnel management may be considered to be a 
great achievement. The models of human resource 
management, particularly, the ‘soft’ Harvard mo-
del, drew attention of both business management 
practicians and public management strategists be-
cause it suggested that, in the long term, individual 
and social welfare should be sought alongside the 
organization’s efficiency. Moreover, the Harvard 
model provided a possibility to approach human 
resources as valuable organization’s resources. 

The European human resource management 
model gave rise to heated discussions and interpre-
tations (Brewster et al. 2004) in comparing human 
resource management methods used in Europe and 
the US. The attention was drawn to the fact that 
the context of the situation in human resource 
management in European organizations (back-
ground, meaning, relationships) differs from that 
found in the United States, the country where the 
first models of human resource management origi-
nated. The European (the so-called “contextual”) 
human resource management model (Fig. 3) em-
phasizes that the management of the state, market 
and work relations is a specific management com-
bination, becoming highly efficient in the Euro-
pean Union. 

 

 ENVIRONMENT 
ORGANIZATION 

 
International context 

(including EU) 
 

Organization (corporate) strategy 

National context 
(including cultural, political, and 

legislative differences, economic and 
social factors, forms of ownership, 

etc.) 

Human resource management strategy 
(integration processes, delegation of 

responsibility, employment policy, policy 
of workers’ participation in management, 

salary policy, work system, etc.) 
 

National human resource 
management context 

(including education and qualification, 
labour market, trade unions, industrial 

relations, etc.) 
 

Human resource management methods 
(including selection, work performance, 

assessment, payment, development, 
industrial relations, communication, etc.) 

 

 
Fig.3. European (contextual) human resource manage-
ment model (Brewster et al. 2004) 

 
The main advantage of European human re-

source management model is that the external fac-
tors are given the greatest attention, allowing the 
organizations to freely decide how much attention 
to pay to every particular factor (Brewster et al. 
2004). This shows a certain influence of the Open 
Method of Coordination on this model. It is also 
emphasized that the above approach would allow 
the organizations, working under similar condi-
tions, to choose other human resource manage-
ment strategies than those ’recommended’ by 
some popular model and still to achieve good re-
sults. The relationship between the level of human 
resource management and the welfare of a particu-
lar state was sought by considering the problems 
associated with issuing labour market laws and 
trade union involvement. Ch. Brewster (Brewster 
et al. 2004) claimed that this model was the best in 
reflecting the EU realities and the best results were 
expected from testing it in the post-Soviet coun-
tries, where staff management policy differed from 
the Western Europe policy. Testing was performed 
in East Germany and Czech Republic which con-
firmed the advantages of using the European (con-
textual) model of human resource management in 
these states. 

However, at the current stage, when the eco-
nomic crisis consequences are getting more severe 
in the EU, the need for reconsidering the problems 
associated with the “freedom” of organizations 
arises. This is particularly important, when the 
problems of responsibility of the EU member-
states (e. g. Greece and other countries) for their 
obligations directly related to their labour markets 
and employment are widely discussed. 
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Discussing the problems of human resource 
management models’ efficiency, the European 
researchers emphasize that methods of highly de-
veloped countries should not be blindly copied 
because they were developed under the influence 
of other cultures and traditions. The emergence of 
European models of human resource management 
may be partly accounted for by the fact that Euro-
pean researchers critically assessed the adequacy 
of the respective US models for European needs 
and, therefore, suggested a purely European con-
cept. They also emphasize that management of 
state, market and working relations is a specific 
management combination, becoming very efficient 
in the European Union. 

The European human resource management 
model has not been widely discussed by research-
ers in the years which followed its presentation 
about 30 years ago, though the main prospects of 
its application were outlined and some positive 
results were mentioned (Brewster et al. 2004). 

Generalizing the assessments of the main 
principles of human resource management models 
available at the end of the 20-th century, it should 
be emphasized that “hard” Michigan model 
(Fombrun et al. 1984) has never been developed, 
though some interpretations of this model by other 
authors can be found. Other models (including the 
European model) mainly represent the results ob-
tained in developing the Harvard model, which 
gave rise to the development of “soft” concepts. 

At the conceptual level, human resource man-
agement models are considered to represent a par-
ticular philosophy, showing the organization, seek-
ing its own interests, how it should behave with its 
workers (employees). This philosophy may be de-
scribed and developed in the process of human 
resource management. This accounts for the exis-
tence of the variety of human resource manage-
ment models. 

Considering a great number of various theo-
ries, concepts and approaches aimed at investigat-
ing and solving the particular human resource 
management problems, which can be found in the 
modern management science, one can observe al-
most in all theories that a perspective approach to 
the problems of human resource management 
emerged as a result of developing historical hy-
potheses (conjunctures) (Bratton et al. 2003; Ja-
meson 2002). 

A number of causes for the emergence of hu-
man resource management (according to Korsa-
kienė et al. 2011; Lobanova 2008; Melnikas 2011, 
2010, 2008, 2002) may be found, which show how 
the challenges raised by social development were 
addressed by human resource management. The 
following stages of human resource management 

theories’ transformation in response to the cohe-
sion challenges may be outlined: 

1) Responding to the changing conditions of 
competition by more efficient use of human re-
sources. This was also associated with a possibil-
ity of creating the welfare in a particular enter-
prise, region or country. In the 80’s, the discussion 
mainly focussed on two problems: the efficiency 
of the US worker (particularly, compared to the 
efficiency of a Japanese worker) and the decreas-
ing growth of innovations in the US industry 
(Devanna et al. 1984). Then, the need for the de-
velopment of conflict-free work relations, when 
the employers and employees are working towards 
the same aims, seeking the success of an organiza-
tion, emerged (Fombrun et al. 1984). It can be 
stated that the capitalists, creating welfare (“soft” 
human resource management) and the employers 
hostile to trade unions (“hard” human resource 
management) represent typical features of the US 
business system. The success in business is also 
associated with particular companies and involve-
ment-based management, motivating the employ-
ers and, in this way, responding to market changes. 
Finally, the concepts based on the employees’ loy-
alty and responsibility pointed out another trend in 
discussing management practice and human re-
source management. It should be noted that the 
“soft” HRM version (Storey 1992) pays the great-
est attention to human resource issue, emphasizing 
the guaranteed employment, continuous develop-
ment, effective communication, staff involvement 
and quality of the working life. Though the first 
human resource management concepts originated 
in the US, they agree with European cohesion pol-
icy statement. At the same time, the ‘hard’ HRM 
version emphasizes the profit obtained from the 
investment in human resources, relating it with the 
company’s interests (Lengnick-Hall et al. 1990), 
as well as compromising, good will, responsibility 
and communication at all functional and hierarchi-
cal levels. 

2) Responding to challenges of social respo-
nsibility concepts. The US, Canadian and British 
companies are considered to be the fathers of so-
cially responsible business. These countries were 
not only engaged in discussing the problems of 
social business responsibilities, but started to real-
ize them. It is not strange because there was little 
law making in the area of work relations there, 
compared to the situation in the most of European 
states. The essential difference between human 
resource management in the US and Western 
Europe lies in the extent of state regulation of en-
terprise human resource management, relating to 
the solutions made in the area of social security of 
employees. At the end of the 20th century, the 
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growing globalization of economy stimulated the 
interest in social responsibility of enterprises. 
Theoretical analysis of social responsibility of en-
terprises has a long history. The researchers were 
finding its principles in various social science con-
cepts, the discussions about social responsibility of 
enterprises were organized in the 70s and 80s of 
the 20th century, when the new area and discipline 
of management science – business ethics was be-
ing developed in the USA (Atkinson et al. 2000; 
Vasiljevienė et al. 2008; Vasiljevas et al. 2005). 
Social responsibility is defined as an improvement 
of life quality in the way suitable not only for 
business, but for society as well (Mankelow et 
al. 2007; Jonker et al. 2007). Enterprise responsi-
bilities for society and the sustainable develop-
ment are strongly emphasized. All definitions of 
social responsibility include three main areas: atti-
tudes to society, environment protection and em-
ployees. It is also emphasized that social responsi-
bility is closely related to sustainable development 
(Grybaitė et al. 2008). The main issues relating to 
social responsibility development are as follows: 
competitive enterprises under the conditions of 
ever changing global economy, safe and clean en-
vironment, and strong social cohesion, transparent 
and ethical business. 

3) Responding to diversity management chal-
lenges (ensuring equal rights), including the prob-
lem of gender equality. The important role of diver-
sity has been recognized since the 1970s, when this 
term was mainly used to denote the working mi-
norities and women. For a long time, managers 
were thinking that the employment diversity con-
sisted in giving work to as many as possible people 
of different genders, nationalities and religions, i.e. 
employing the workforce from the social “insuffi-
ciently represented” groups. However, the diversity 
experts started to doubt about the “positive charac-
ter” of this action. They noticed that people repre-
senting the diversity usually stayed in the Depart-
ment of Human Resources. The Costs and Benefits 
of Diversity (Keil et al. 2007) noted the trend of 
employees to moving beyond the Department of 
Human Resources (The European Commission 
study 2003). Based on this study, five main advan-
tages of enterprises pursuing an active diversity pol-
icy were identified: 1) keeping the cultural values 
within a company, 2) enhancing the staff prestige, 
3) helping to attract and retain clever people, 4) en-
couraging staff motivation and productivity, 5) en-
couraging the innovatory spirit and creativity of 
employees. The main benefit gained by such enter-
prises from diversity is that the latter is useful not 
only for a particular department, but for the whole 
company as well. The integration of diversity man-
agement into everyday company’s management is a 

very important factor. Based on the above consid-
erations, we may define diversity management as 
follows: diversity management is active and delib-
erate future development, oriented to value-based 
enterprise strategy; it is a management process, 
based on the use of particular differences and simi-
larities as enterprise potential; it is a process aimed 
at creating enterprise values. Finally, diversity man-
agement can only be realized in the climate of high 
morale and legality. It is important that both enter-
prise ethics and policy should reflect its attitude to 
anti-discrimination. The observance of human 
rights should be one of the enterprise traditions. 

4) Responding to the growing need for inten-
sifying the cohesion processes under the condi-
tions of the EU development and expansion. The 
first steps were made toward the evaluation of 
human resources (workforce) as a business partner 
(early in the 21st century), but the global economic 
crisis which began in 2008 interfered with this 
process. It raised new economic challenges to hu-
man resource management and slowed down so-
cial cohesion processes. The changes predicted for 
the second decade of the 21st century are associ-
ated with transformation of public management 
principles towards partnership, also involving 
market models, which should promote the trans-
formation of human resource management doc-
trine. 

The analysis performed revealed that, in the 
last three decades, the efforts were made to ad-
dress public management challenges by using hu-
man resource management methods. In general, all 
main changes in human resource management 
theories were made to respond to public manage-
ment challenges. 

The considered stages show that sporadic ef-
forts were made to address social development 
challenges by using methods of enhancing human 
resource management. Human resource manage-
ment as a new area of management science (com-
pared to staff management) was also developed to 
address the social needs for human resource de-
velopment (Stankevičienė et al. 2006; Korsakienė 
et al. 2011; Lobanova 2003, 2008, 2009; Melni-
kas 2011, 2010). The same applies to major 
changes in the theories of human resource man-
agement which were made to address social devel-
opment challenges. If the methods and means of 
management and human resource management 
were not used to address the needs and challenges 
of the cohesion processes, there would be a threat 
of the development of stresses in the course of co-
hesion which might lead to open conflicts. This 
situation could be observed in recent years. It is 
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well-known that social networks often play the 
role of catalysts in these processes. 

5. Conclusions 

The processes of European integration and the EU 
expansion determine both the new cohesion 
requirements and the need for and the inevitability 
of the appropriate perception of goal-directed 
effects of cohesion on the creation of common 
spaces in Europe and the European Union. This 
also implies that the cohesion processes may be 
treated as the actions, raising new challenges to 
management and management activities in the EU 
space and providing new possibilities for 
management improvement, taking into account the 
specific features of cohesion, which manifest 
themselves under the conditions of European 
integration and the EU expansion. 

The need for goal-directed response to mo-
dern cohesion demands emerging under the condi-
tions of European integration and the European 
Union cohesion requires that the greatest attention 
should be paid to the development of human 
resources and the methods and means for their 
management. An adequate response to cohesion 
needs and challenges requires that practical and 
research works, aimed at investigating these pro-
blems, should be given the priority in the context 
of the works devoted to the improvement of hu-
man resource management. 

All major changes in human resource man-
agement theories emerged in response to social 
development challenges. Taking into account the 
new demands and challenges of European integra-
tion and the EU expansion, the solutions helping to 
implement common European standards, to meet 
the needs for consistent implementation of the co-
hesion principles and to address multiculturalism 
challenges, should be sought. 
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