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Abstract. Regarding to the challenges and the needs of sustainable development
and strengthening social cohesion in the European integration process it is im-
portant and possible to respond by clarifying the concept of sustainable develop-
ment and studying of its impact on the paradigm of management sciences and
contemporary competence structure of human resource management profession-
als. This paper presents an intellectual instrument of holistic understanding of
sustainable development and the model of extended concept of strategy “Europe
20207, which allows identifying the priorities and innovative trends of contempo-
rary human resource management competence development and its impact on the
issues of management studies content development.
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1. Introduction

The future of the World and also the future of European Union and all countries in
EU lies in the sustainable development and in the creation of the knowledge based
society and economy. Sustainable development has become the El Dorado of mod-
ern times, a vaguely charted dream of everlasting prosperity, which inspires dis-
course rather than deeds. In the words of UN Secretary-General, Ban Ki-moon:
“Sustainable development is the imperative of the twenty-first century.”

The aim of the article is to create the conceptual model of intellectual instru-
ment of holistic understanding of sustainable development, which allows identify-
ing the priorities and innovative trends of human resource management paradigm
development and its impact on the paradigm of management sciences and contem-
porary competence structure of human resource management professionals and its
studies content development.

According to the results obtained by creating the conceptual model of intellec-
tual instrument of holistic understanding of sustainable development and the theo-
retical studies in competences of human resources management, two hypotheses
were assumed for this research:
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H1) Paradigm of management sciences and contemporary competence struc-
ture of human resource management professionals and its studies content should
reflect the processes of sustainable development needs.

H2) In order to respond to modern human resources management training
needs in the context of sustainable development it is necessary to provide an inno-
vative intellectual instrument for holistic understanding of sustainable develop-
ment.

The scientific problem is related not only to the interpretation of the concept of
sustainable development. It is also a discussion of initiatives and finding new ways
to manage the process of the sustainable development. One of the most prospective
ways to improve sustainable development performance management process is to
develop an appropriate management professional competence.

To reach the aim of the article, different research methods are in use: analysis
of scientific literature, comparative analysis and methods of conceptual synthesis.

Before undertaking the analysis of human resource management training needs
in the context of sustainable development and problems associated with cohesion
processes in EU, it could be useful to critically review the methods and meanings
presented in the theory and models of human resource management.

2. Concept of sustainable development - a new paradigm of sciences

Today sustainability and sustainable often are treated interchangeably despite hav-
ing different roots. While the notion of sustainability is contested, the term origi-
nally stems from the science of ecology and can be described as “the ability of the
whole or parts of a biotic community to extend its form into the future” (Arian-
sen 1999).

For the first time the term “sustainable development” was mentioned in 1987
in the report of the World Commission on the Environment and Development “Our
Common Future”. It should be noted that it was the time of intense development of
human resource models by the American and European researchers.

Sustainable development — a process of change in which the exploitation of re-
sources, the direction of investments, the orientation of technological development
and institutional changes are consistent with each other and strengthen the current
and future potential to meet human needs and aspirations.

Sustainable development is development that meets the needs of the present
without compromising 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 (Fig. 1).
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Fig. 1. Scheme of sustainable development: at the confluence
of three constituent parts (Adams 2006)

- Sustainable: Sustainable development (state of development) - is the co-
ordination and harmonization of development processes.

- Bearable: Tolerant society, recognizing the diversity in nature and society
and consisting of tolerant people, tolerance for others (regardless of whether
that is a sign of their differences).

- Equitable: Fair and impartial, based on law and governed by the law so-
ciety and the economy.

- Viable: Contributing to the continued viability of environmental economics.

The concept of sustainable development is focused on society (Baker 2005)
and was brought into common usage by the so-called Brundtland report that
defined it as ‘development that meets the needs of the present without compromis-
ing the ability of future generations to meet their own needs’ (World Commission
on the Environment and Development 1987).

The discourse of sustainable development entails certain unguestioned as-
sumptions about society, nature, economies and their relationships (Dryzek 1997).
For example, the capitalist system is treated as given; nature is subordinated,
growth and environmental protection go together, transnational and local agents are
motivated by the public good. These assumptions are supported by the use of key
metaphors and rhetorical devices (e.g. organic growth, reassurance).

The different approaches to sustainable development have also been classified
according to the scope of change they advocate (Hopwood et al. 2005). First, those
that argue for minor adjustments or status quo; second, those that advocate a re-
form in how we relate to the environment; and, finally, there are approaches that
promote fundamental changes in the relationship between humans and the envi-
ronment. The approaches typically correspond with the political and philosophical
outlook of its proponents.
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Other scholars simply split the approaches into two camps: ‘ecological mod-
ernization’ on the one side and, on the other, those calling for more fundamental
changes. The former view suggests a trade off or a balance between the environ-
mental and socio-economic systems (Hajer 1995; Stubbs and Cocklin 2008): some
pollution may be acceptable to secure jobs. This approach is therefore placed firm-
ly within the paradigm of economic growth. Given a narrow conceptualization, it
tends to pre-empt ‘real” commitment to sustainable development (Wright and Ku-
rian 2010).

Presented in scientific papers interpretation of the concept of sustainable de-
velopment and the implementation of management initiatives for sustainable de-
velopment reflect a wide range of interest in this issue: the ideas of planetary
(World Commission on the Environment and Development 1987; The Millennium
Development Goals Report 2011) and continental strategies (Europe 2020) — for
concepts of Sustainable Organization (Bagdonien¢ et al. 2009) and the theory of
“sustainable management of human resources” (Ehnert 2009; Thom et al. 2001).

The concept of sustainable development is focused on society (Baker 2005)
and was brought into common usage by the socalled Brundtland report that defined
it as* development that meets the needs of the present without compromising the
ability of future generations to meet their own needs’ (World Commission on the
Environment and Development 1987).

The concept of sustainable development after a certain evolution has become
recognized globally as a paradigm of human development. However, in recent re-
search papers few new interpretation of the concept of sustainable development are
offered and the implementation of management initiatives for sustainable devel-
opment, reflecting a wide range of interest in this subject, is suggested.

In the presence of attention to the study of differences in the understanding of
the terminology and methods of managing the process of sustainable development
there is a lack of association of different points of view.

3. Intellectual tools for holistic understanding of sustainable development

The framework for the integrity analysis was proposed by Kalinauskas in early
1990s as a tool of behavioural psychology (Kalinauskas et al. 1997). Later, this
approach (named method of quality structures, MQS) was successfully applied by
analyzing various business situations.
MQS - the method of quality structures, which was invented to identify the
movement of the whole in the whole intellectually.
- First. You can never see the whole as long as you are located within it.
You will always see only parts and details, catching hold of those
which, in your understanding, seem to be most important.
- Second. You can never see, feel, or sense the whole with the help of a
NON-whole instrument.
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MQS proposes viewing the whole, distinguishing in it:

- the coordination aspect, the content of which forms the qualita-
tive distinctness of the given whole,

- the organizational aspect, the content of which describes the con-
struction of the whole,

- the communicative aspect, the content of which determines the
type of interaction with reality, or, in other words, the background
on which we view this interaction,

- the functional aspect, the content of which describes the product
made by this whole.

All of these aspects are equal in importance!
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Fig. 2. Visualization of method of quality structures (MQS)

The importance of evaluation of the effectiveness of the above solutions is
emphasized by the strategy “Europe 20207, its goals and flagship initiatives. The
European Economic and Social Committee (EESC) states that the cohesion policy
is a “historical EU value”, whose three goals — convergence, increase of regional
competitiveness by creating more and better jobs and closer territorial cooperation
should be maintained and reinforced (EESC Opinion to Europe Counsel 2011). The
European Social Fund, as the EU tool for promoting investments in human re-
sources, should support three priority issues of the strategy Europe 2020, i.e. smart,
inclusive and sustainable growth (Fig. 3).

Sustainable growth means:

- building a more competitive low-carbon economy that makes efficient,

sustainable use of resources;

- protecting the environment, reducing emissions and preventing biodiversit

loss;

434



capitalising on Europe’s leadership in developing new green technologies
and production methods;

introducing efficient smart electricity grids;

harnessing EU-scale networks to give our businesses (especially small
manufacturing firms) an additional competitive advantage;

improving the business environment, in particular for SMEs;

helping consumers make well-informed choices.

Smart growth means improving the EU's performance in:

education (encouraging people to learn, study and update their skills);
research/innovation (creating new products/services that generate growth
and jobs and help address social challenges);

digital society (using information and communication technologies).

Inclusive growth means:

raising Europe’s employment rate — more and better jobs, especially for
women, young people and older workers;

helping people of all ages anticipate and manage change through invest-
ment in skills & training;

modernising labour markets and welfare systems;

ensuring the benefits of growth reach all parts of the EU.

Strategy
EUROPE INCLUSIVE GROWTH
2020 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

Fig. 3. Areas of Europe 2020 strategy

In this context, some particular features of the Open Method of Coordination
(OMC) (Borras et al. 2004; Zeitlin 2005), resting on soft law mechanisms, should
be discussed. Though this method has been used since 1992 in the European Mone-
tary Union, it was defined only in 2000 in the conclusion made by Lisbon Europe-
an Council as a new method for formulating the following strategic EU 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
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cohesion”. However, the European Economic and Social Committee expressed re-
gret that the Commission had not created any growth scenario, allowing the com-
mon market possibilities to be maximally used, and focussed its attention on drastic
consolidation of finances as a “basic precondition of growth” (Project EU-
ROPE 2030). It should be noted that Europe will need a highly competitive and
sustainable market economy for ensuring social 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 mecha-
nism than those suggested by the Open Method of Coordination, should be devel-
oped. The strategy Europe 2020 is part of these great efforts.

This is clearly illustrated by the developed coordination model of sustainable
development ideas, based on the method of qualitative structures (Fig. 4).

"Point" coordinator — position of the leaders of sustainable
development (point of view of the subject of decision-making):
Understanding and promotion of sustainable development in society integration of
society through unity of cultures, mentalities, lifestyles, value systems, coherent
ideologies

The Peint of Coorditater

Functional manifestations
(“intelligence*) of sustainable
development:
"Smart" economy focused o
manufacturing without
compromising the enviro

Communication (“feeling”) for
sustainable development:
social development and the
process of consolidation

i > Organizational Aspect
CoorRDI TING eaT Organizational chart basis of
Self-regulation (consciousness / Sustainable development
"ldentity") of sustainable development: ("body" of economy):
Harmonization and complementarity of - y
economic and social development, and (in(:AISSii;loplli:itri:nsfec;foijeri(;:;c?nsore
environmental goals of environmental ng - ?
environmentally friendly and

protection -
competitive economy

Fig. 4. The conceptualization of Model of Sustainable development by MQS
(based on the works Kalinauskas et al. 1997; Lobanova and Melnikas 2012;
Lobanova 2008; Lobanova 2003; Lobanova 2001; Grigas 2001)

At the present stage of the EU 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 complicated than it may
seem to the ‘development bureaucrats’. The targets set and measures and financing
suggested for particular EU development stages (the EU institutions revise their
policy every seven years and the next stage of programme development will begin
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in 2014) can hardly be effective in the absence of fundamental research into the
problem of sustainable development, required for its successful solution. Though
the ideas of intensifying the sustainable development and cohesion have become an
inherent part of the EU integration policy, the lack of the respective research (par-
ticularly, into the cohesion problems), as well as insufficient efforts in dissemina-
tion of these ideas in the society (though it could be an effective cohesion promo-
tion measure), can be observed. These disadvantages at the conceptual level, in-
cluding uneven 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 al-
ready become clear during the global economic crisis). The Open Method of Coop-
eration has not either become an effective EU management method (NakroSis
et al. 2007).

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

th: communication aspect

Smart growth nication — cohesion as

o ——— Sustamable growth:

Sustainable development: Organization aspect

Coordination aspect (economic *body”)

(economic *self-awareness’ — Environment protection goals resource
self-regulation of sustainable development) effective, more environmentally-
Coordination and mutual supplementing friendly and competitive economy
of environment protection goals

Fig. 5. The coordination model of sustainable development (based on the works
Kalinauskas et al. 1997; Lobanova and Melnikas 2012; Lobanova 2008;
Lobanova 2003; Lobanova 2001; Grigas 2001)

The concept of sustainable development includes 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 es-
sence of the sustainable development idea is lost. The inclusive growth performs a
dual function in this model, associated with the direction of sustainable develop-
ment and economic communication, thereby harmonizing the subject and direction
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of sustainable development in the cohesion processes. This can be clearly observed
in considering the universal character and diversity of the cohesion concept.

It is clear that the implementation of the ideas of increasing sustainable devel-
opment and cohesion in the whole European Union is a very complicated 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.

4. Innovative trends of contemporary human resource management
competence development and its impact to management studies content

Though the human resource concept was first used in the third decade of the 20th
century, two decades after the appearance of human resource management 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 teaching of various aspects of human
resource management was started at universities and business schools), the prob-
lem of human resource management 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, contribute to strengthening social re-
sponsibility of an enterprise, developing the ideas of sustainable growth and solv-
ing the environmental problems (Armstrong 2007; Sinha 2011; Hanada 2000).

The integration of the ideas of human resource 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 mod-
el, drew attention of both business management practitioners and public manage-
ment strategists because 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 or-
ganization’s resources.

The European human resource management model gave rise to heated discus-
sions and interpretations (Brewster et al. 2004) in comparing human resource man-
agement 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 organ-
izations (background, meaning, relationships) differs from that found in the United
States, the country where the first models of human resource management originat-
ed. The European (the so-called ‘contextual”) human resource management model
emphasizes that the management of the state, market and work relations is a specif-
ic management combination, becoming highly efficient in the European Union.
The main advantage of this model is that the external factors 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
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Open Method of Coordination on this model. It is also emphasized that the above
approach would allow the organizations, working under similar conditions, to
choose other human resource management strategies than those *recommended’ by
some popular model and still to achieve good results. The relationship between the
level of human resource management and the welfare of a particular 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.

The following stages of human resource management theories’ transformation
in response to the sustainable development processes and cohesion challenges may
be outlined:

1) Responding to the changing conditions of competition by more efficient use
of human resources. This was also associated with a possibility of creating the wel-
fare in a particular enterprise, region or country in the 80’s, when the discussion
mainly focussed on two problems: the efficiency of the US worker (particularly,
compared to the efficiency of a Japanese worker) and the decreasing growth of in-
novations in the US industry (Devanna et al. 1984). Then, the need for the devel-
opment of conflict-free work relations, when the employers and employees are
working towards the same aims, seeking the success of an organization, emerged
(Devanna 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.
Finally, the concepts based on the employees’ loyalty and responsibility pointed
out another trend in discussing management practice and human resource manage-
ment competence. It should be noted that the ‘soft” HRM version (Storey 1992)
pays the greatest attention to human resource issue, emphasizing the guaranteed
employment, continuous development, effective communication, staff involvement
and quality of the working life. Though the first human resource management con-
cepts originated in the US, they agree with European cohesion policy 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 communi-
cation at all functional and hierarchical levels.

2) Responding to challenges of social responsibility concepts. At the end of the
20th century, the growing globalization of economy stimulated the interest in social
responsibility of enterprises. Theoretical analysis of social responsibility of enter-
prises has a long history. The researchers were finding its principles in various so-
cial science concepts, the discussions about social responsibility of enterprises
were organized in the 70s and 80s of the 20th century, when the new area and dis-
cipline of management science — business ethics was being developed in the USA
(Atkinson et al. 2000. Vasiljeviené et al. 2008; Vasiljevas et al. 2005). Social re-
sponsibility 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
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et al. 2007). Enterprise responsibilities for society and the sustainable development
are strongly emphasized. All definitions of social responsibility include three main
areas: attitudes to society, environment protection and employees. It is also empha-
sized that social responsibility is closely related to sustainable development (Gry-
baité 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 environment, strong social cohesion, transparent and ethi-
cal business.

3) Responding to diversity management challenges (ensuring equal rights), in-
cluding the problem of gender equality. For a long time, managers were thinking
that the employment diversity consisted in giving work to as many as possible peo-
ple of different genders, nationalities and religions, i.e. employing the workforce
from the social ‘insufficiently represented’ groups. However, the diversity experts
started to doubt about the “positive character’ of this action. They noticed that peo-
ple representing the diversity usually stayed in the Department of Human Re-
sources. 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 advantages of enterprises
pursuing an active diversity policy were identified: 1) keeping the cultural values
within a company, 2) enhancing the staff prestige, 3) helping to attract and retain
clever people, 4) encouraging staff motivation and productivity, 5) encouraging the
innovatory spirit and creativity of employees. The main benefit gained by such en-
terprises from diversity is that the latter is useful not only for a particular depart-
ment, but for the whole company as well. The integration of diversity management
into everyday company’s management is a very important factor. Based on the
above considerations, we may define diversity management as follows: diversity
management is active and deliberate future development, oriented to value-based
enterprise strategy; it is a management process, based on the use of particular dif-
ferences and similarities as enterprise potential; it is a process aimed at creating
enterprise values. Finally, diversity management can only be realized in the climate
of high morale and legality. It is important that both enterprise 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 intensifying the cohesion processes un-
der the conditions 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 human resource manage-
ment and slowed down social cohesion processes. The changes predicted for the
second decade of the 21st century are associated with transformation of public
management principles towards partnership, also involving market models, which
should promote the transformation of human resource management doctrine.
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5. Conclusions

The aim of the article was to create the conceptual model of intellectual instrument
of holistic understanding of sustainable development, which allows identifying the
priorities and innovative trends of human resource management paradigm devel-
opment and its impact on the paradigm of management sciences and contemporary
competence structure of human resource management professionals and its studies
content development. The idea of sustainable development is attractive because it
can contribute to the rapprochement of different generations of people in the civil
society. Paradigm of management sciences and contemporary competence structure
of human resource management professionals and its studies content should reflect
the processes of sustainable development needs.

The need for goal-directed response to modern cohesion demands emerging
under the conditions of European integration and the coordination model of sus-
tainable development of 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 sustainable development
and cohesion needs and challenges requires that practical and research works,
aimed at investigating these problems, should be given the priority in the context of
the works devoted to the improvement of human resource management.

All major changes in human resource management theories emerged in re-
sponse to social development challenges. Taking into account the new demands
and challenges of European integration and the EU expansion, the solutions help-
ing to implement common European standards, to meet the needs for consistent
implementation of the sustainable development and cohesion principles and to ad-
dress multiculturalism challenges, should be sought.

The processes of European integration and the EU expansion determine both,
the new cohesion requirements and the need for it, and the inevitability of the ap-
propriate 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 pro-
cesses may be treated as the actions, raising new challenges to management and
management activities in the EU space and providing new possibilities for man-
agement improvement, taking into account the specific features of cohesion, which
manifest themselves under the conditions of European integration and the EU ex-
pansion.
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