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(i) Overview

This symposium aims to assess recent co-operative initiatives in management education between Western/US and Eastern European business schools. The following important issues will be examined: (1)  forms of co-operation so far; (2) stage of globalisation of management education in Eastern Europe and its critique; (3) value of management education and development as perceived by the Eastern European managers; (4) value of educational projects in emerging market economies as perceived by Western/US management students; (5) institutional value of the co-operation between business schools as perceived by Eastern European and Western partners. Symposium will last around 110 minutes with each presentation lasting 15 minutes and 30 minutes in the end will be devoted to the common discussion. 

In particular the symposium will cover some approaches to the curriculum design and pedagogic delivery of graduate management education with the exclusive focus on co-operative educational projects between Western and Eastern European countries. The participants of the symposium will search for new approaches which will re-address the recent critiques of traditional MBA programs in the Western business schools such as their overly analytic emphasis; lack of creativity and the disconnect between theory and practice. The critique of existing co-operative programmes will focus, therefore, on the assessment whether these initiatives address those shortcomings or are replicating the same problems and imitating the US schools as a model for business education.

The value of the co-operative initiatives will be also discussed as to whether they are able to develop management students into well-rounded corporate leaders through hands-on learning and international exposure and whether the students via such initiatives gain fresh solutions and perspectives on international business challenges. Participants invited to share their experiences from different countries such as UK, Poland, Romania, Czech Republic, Lithuania. 

They will examine developments in their own countries in contemporary management education, its current shortcomings and future possibilities in particular in the context of the co-operation with Western/US business schools. Each presentation will refer to relevant examples of practice and will identify different national perspectives and elaborate on some key problems in co-operation between schools. Participants of the symposium will shed light on what understanding and actions are required to successful co-operation as well as they will try to provide insights into the level of readiness of their student audience, highlight the potential difficulties and the variations required for different national audiences.    

PRESENTATION 1 

‘Romania – an example of international cooperation in managers’ education’

Associate Professor Luminiţa Nicolescu, Academy of Economic Studies, Bucharest, Romania

After the changes that took place at the end of 1989 in Romania, the society opened and started to transform itself in all domains, including the field of education. Along with processes such as liberalization, privatization, and marketization, new practices were developing at the level of organizations and institutions. Therefore, these institutions and organizations were requiring new types of abilities and skills from those who were in charge and were managing them in order to cope to the new environments.

Education played a role in the process of acquiring new skills, through some of its sectors and the new forms that developed.  Traditionally, the education system is conservative and lags behind the economic development of the society and this was the case in general in Romania. However, some new forms developed and ensured part of the necessities in society, especially the education of new generations of managers. This need was fulfilled mainly through two types of programs : 

· the short-term programs on specific topics, in many instances vocationally oriented. Such programs would usually be run by for-profit training organizations  that were also sett up at the begining of 1990’s and that would be staffed with people with mixed background theoretical and practical, including both Romanian and foreign specialists.

· the MBA programs  that were usually developed as cooperations between a Romanian university and other universities from the West, either Europe or USA, or as spinnoffs of foreign universities in Romania. Most MBA programs benefited in their early stages by funding coming from the country of origin of the partner universities and most of them offer double certification: from Romania and from the partner country.

At the beginning of 1990’s, the first collaborations for MBA programs started in Romania with the financial aid of Western governments as the French government (1991) of governmental agencies such as USAID (1993), CIDA (1993) or British Council (1993). In time more such collaborations developed so that at present there are few well known and well established MBA programs in Romania: the ASEBUSS that started as apartnership between an economic university from Bucharest and universities from USA and became indepdendent from the Romanian institution later on, the Romanian-Canadian MBA Program as a partnership between a Romanian economic university from Bucharest and two Canadian universities, INDE  as a partnership between an economic university from Bucharest and French universities and also in Iaşi another MBA developed as a partnership between the economic university from Iaşi and USA universities.

All these programs were succesful and neither of them was discontinued in spite of difficulties encountered on the way.  Their continuation after the financial aid from the partner Western government was over, shows on the one hand that the purposes of the financial aids were met and on the other hand and probably the  most important the fact that they are succesful on the market as they are needed. 

Besides the institutional cooperation forms with universities presented so far, there are also other MBA programs that are offered by organizations that function as licencees or branches of foreign universities: CODECS for the Open University UK (under a licence agreement), and the University Wales Romania for the University of Wales, UK. 

The question that arises is how are these programs so different from the traditional Romanian higher education and what is the need they fulfil? In order to do this, we will shortly be looking at their mode of operation in Romania and the similarities and differences between them. 

First of all the concept of Master of Business Administration (MBA) was not know in Romania previously to the existence of these programs. The concept had to be introduced for the direct clients (the students) but also for the remote clients (the organizations that would hire the graduates). The process was eased by the multinational companies functioning in Romania, thatbased on their international experience, would see as a plus an MBA diploma when recruiting, creating in this way an indirect demand for the services, many of them even financing this type of education for their employees.

A common feature of these programs is that they borrowed from their Western partners a number of aspects (such as curricula, scheduling, methods of teaching, etc) that made them different from the offer in the Romanian market, innovative and capable to respond to an increasing need in the market, need created by the new environment of the transition period. In terms of management and administration approaches, the programs had to comply to rules required by their partners so that to ensure a similar functioning as in the home country of partners. In most of them a reporting system is in place in order to periodically check the compliance to the academic standards of the Western universities. The innovative academic character of these programs for the Romanian educational market consisted in:


· the new types of admission requirements (such as the number of years of managerial experience) that would ensure a minimum common experiential level of students and thus better collaboration between them and would contribute to the dynamics of the class.

· the new curricula through the association of a number of disciplines that would include knowledge about each field a manager should know, taught in an intensive way.

· the new methods of teaching that would combine to a much higher degree the theory with practice, with a higher emphasis on practice the use of different technical facilities and the more interactive and participating learning methods used by lecturers/tutors.

One more common feature is that these organizations are very preoccupied to train their academic staff both in terms of content of specific courses, as well as teaching methods, as opposed to the typical Romanian higher education system where there is no such preoccupation. The process is even more intense as most of the programs opted for transfering the courses to the locals.

Another common feature is the fact that they all offer double certification, increasing their legitimacy due to possible double utility in the Romanain labour market, but also in foreign markets. In order to offer the double certification, quality control systems have been introduced by the Western university partners. They wanted to make sure that the structure of the programs in Romania correspond to their own standards, that the level of knowledge, abilities and skills of a MBA graduate in Romania is similar with their own. 

One similarity among the programs that also has a character of innovation for Romania (as still does not occur in Romanian universities) is the fact that most programs have strong Alumni Associations that help graduates to continue networking even after the program is ended.

The main differences consist in the different way each of them have chosen to accomodate the students in terms of schedule (full time or part-time, week-ends, evenings, mornings, etc), the different type of programs they offer (executives, usual MBA, more certificates that would lead to a gradual accumulation of an MBA), also curricula is not identical but the principles behind setting it are similar. 

The profile of the MBA student would differ from one program to another according to the audience to whom each program addresses (such as executives or not) but will also have common features in a body with different faces: employees, middle managers and top managers of multinational companies, private owners and entrepreneurs. However, the succes in training managers can be ilustrated by the example of one of the MBA programs conducted in Bucharest, where graduates of the program hold in proportion of 27% top managerial positions, 33% middle managerial positions and 11% are owners of the businesses they manage.

The collaboration between Romanian partners and Western partners in offering the MBA programs for educating managers offered a number of benefits among which:

· the possibility to deliver the program locally also for those students who are not willing to go abroad to follow such a program

· the fast transfer of know-how in organizing and delivering an MBA program to the Romanian academics

To conclude, the collaboration between Western higher education institutions and the Romanian ones for training managers for the Romanian market through MBA programs was beneficial for the Romanain economy as it responded to an existing and emerging need in a more appropriate, innovative and faster way than the Romanian higher education system would have been able to do it alone.  

PRESENTATION  2

Internationalizing business curricula in the CEE - will Lithuanian universities get lost in the stampede?

Erika Vaiginiene, Vilnius University Department of Economic Policy, address: Sauletekio 9, II-807, Tel: +370-5-236-6129, Vilnius, Lithuania 

email: verika@takas.lt 

Audra I. Mockaitis, Vilnius University, Department of Marketing, Sauletekio 9, II-817, LT-10222 Vilnius, Lithuania

Business education in Lithuania has come a long way since the 1990s and has certainly seen a shift from more technical to general business and management disciplines. Many of the programs have been heavily influenced by western principles of education, and have borrowed from European and U.S. education. However, it is apparent that modules and programs cannot be taken directly from western countries and applied. The current needs of future executives and current business must be taken into account. It is obvious that business education in Lithuania, considering the size of the Lithuanian market and its entry into the European Union, must be internationalized. The question that remains is how to best achieve these goals and how to assess the competitiveness of these relatively new programs.

Since the 1990s, all universities in Lithuania have changed their focus from management as an exact science to management, corresponding to western conceptions. Exchanges between faculty and collaborations on programs with Western European institutions have been increasing steadily over the years and have resulted in various types of programs, ranging from those based on Scandinavian-type of management education, to those relying heavily on U.S. management principles. Currently programs are including more and more of the “soft” skills required for management as well as courses contributing to their increasing internationalization. The programs attract more and more youth each year, which has also given rise to the number of private management schools, part-time education and colleges, previously nonexistent under the former system. In fact, according to McNulty (1992), the amount of management education per manager in Eastern Europe is by far greater than that in any Western country, including the United States. However, the question remains as to what types of programs are needed and are indeed the most effective. It is apparent that modules and programs directly taken from western and especially American-style management cannot be directly applied (McNulty, 1992) and that programs must be tailored to the current needs of the market and the specific demands and interests of future managers (Minzberg and Gosling, 2002).

The Central and Eastern European universities, despite the newness of their curricula, are advancing and beginning to compete with their western counterparts, as evidenced by satisfaction with graduates from their programs by recruiters and executives. The Vilnius University Master of International Business Program is one example of a program gaining popularity among future executives.

However, although the program has been in existence for only a few years, it is already in need of some revision, to better adjust to the changing business environment upon Lithuanian accession to the European Union. The university also still has little experience in exchanging resources and developing ties with local and foreign businesses, which is of primary importance for such a program. Additional programs of study are being introduced as well, which concentrate on functional aspects of business, such as marketing, and operations management.

This paper will provide a brief overview of the path towards modernization and internationalization of business curricula in Lithuania. Among one of the main questions is whether Lithuanian education stands a chance against open doors of Western European and even other CEE universities, as more and more students are given the opportunity to study elsewhere. It is more the intent to exchange experiences with colleagues in other CEE universities and to bring advice back to program administrators in Lithuania.
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PRESENTATION 3

‘Some lessons from projects between Western and Russian organizations focusing on  “Train the Trainer” issues’.

Dr Kovaleva Tatiana, Assistant Professor, International Management Institute of St. Petersburg, Russia.

Educational system in Russia has been developing separately from Western (USA) system for the long time. And it has difference in both content and structure issues. It is vivid. At the same time there is one more aspect of difference which is not so clear for observers.  The aspect we often call a kind of national mentality or if we face some problems in understanding or interpretation of people behavior we call it intercultural difference. 

When we try to implement one country educational systems to another country audience it is very important to take into consideration some mentality issues and students’ expectations how the educational process should be organized and how  responsibility for the result should be shared between trainers and trainees. That is extremely important, if we deal with adult people education. According a theory of adult people learning, an adult education  is a process of an interaction between new information and current knowledge (experience) of adults. Educational process to be effective can not ignore former experience of the adult students. 

During the late nineties and the first years of the 21 century in St Petersburg, Russia several educational programs with grants from European countries were realized. The author took part in two of them: Educational projects between the City Administration of St Petersburg and Manchester Business School, and Training of Trainers Course between St. Petersburg Foundation for SME Development and the Danish Agency for Trade and Industry.

The first one was designed and implemented to create research into, and development of, courses for managers of the small business sector in St. Petersburg. The second one focused on training of Russian trainers in export skills development to provide training and service for managers from different business fields.

The design of the programs was very similar: both programs had the first part of training in St. Petersburg and the second one in another country.  They were very different in their implementation. Manchester Business School used training time in St. Petersburg for team building, general case studying and getting acquainted with the international culture difference issue. The goal of their training in St. Petersburg was to create a good atmosphere of collective work, to do some preliminary research to refresh knowledge regarding management issues, and to identify some problems of the most interest. The main educational part was organized in Manchester, but on arrival the group was divided into small groups, and each group had own projects to work with.

People from the Export Skills Development Project hired the Danish Consulting company  Rambøll  to do educational training in St. Petersburg, and then to have a kind of tour through Denmark explore how Danish companies  do export operations. 

Rambøll did a very good job inviting very high-quality international instructors to teach Russian trainers some aspects of company management amongst others planning, ISO 9000 and certification issues, the issue of intercultural difference, and export diagnosis. 

In both projects the audience was professors and lecturers of Russian Universities and business schools, as well as business consultants. 

The results of the projects were different: in a year after finishing a project about 90% of participants of the program with Manchester Business School started and continued  new courses for managers at their Universities or new services for small businesses. Many articles based on the research started in Manchester were published.

In a year after Export Skills Development Project only about 20% of participants  had interest in the field.  A few did export projects for Russian companies and provided granted training for business people. 

In the presentation the author will analyze the processes that took part during two educational projects and will try to make a conclusion about what might be the reasons for the different results: a design of a project, participant selection process, content of the project, while taking into consideration educational culture difference, personality of the leaders of the projects, etc.

At the end of the presentation the author will put forward some lessons from the cases and will make some recommendations to international teams working with train – the – trainer issues.

PRESENTATION 4

‘HRM development practices in the Czech Republic’

Dr Zuzana Dvorakova, Department of Human Resource Management, Faculty of Business Administration, University of Economics, Prague, Czech Republic

Personnel management in the Czech business environment started to be internationalised by multinational enterprises from the beginning of the 90s of the twentieth century. They implemented human resource management principles, brought in their know-how and established HR best practices. In general, inside privatised businesses they played a significant role in the transformation process converting administrative personnel management from the centralised economy era into human resource management (HRM) and became an inspiration of a kind for other large Czech enterprises.

Recent experience with HRM in the Czech Republic points some employers to a conclusion that means a rather critical evaluation of this concept. The initial enthusiasm for modern practices that were presented under HR headings as the best ways in leadership, motivation at work and labour relations was replaced by pragmatic approaches. Business leaders seem to be disappointed and bombard HR directors with questions concerning the extent to what HRM rhetoric is able to solve one of the hot topics of the 21st century – the lack of high potential employees. Everyday, media provide us with some evidence on matters as “brain drain” of researchers and specialists from developing countries into developed ones. Thus, employers compete on labour markets across borders and HR managers and services are keen to acquire best practices that would facilitate recruitment, retention and development of people with right competencies. An illustrative example of “brain drain” in the Czech Republic in the last decade may be the resettlement of gifted Slovaks into Czech Republic in order to study at universities and to work.

The goal of this paper is both to characterise and evaluate HR best practices utilised by employers in the Czech Republic with the aim to identify, retain and develop high potential employees. The paper sums up author’s experience she acquired during cooperating with a consultancy firm specialized on manager training programs and assessment centers and further generalizes findings and conclusions of theses dealing with retention and training and development of employees, that were worked up under her supervision at the Department of Human Resource Management of the University of Economics in Prague.
HR best practices in the Czech reality

HRM as a concept of personnel work represents a set of principles that are designed to lead to an integrated organisation, commitment and loyalty of employees, flexibility and quality of work (Guest, 1987: 503). All HRM models created in the 80s of the 20th century are common in emphasizing the dominance of external influences, the need to implement strategies, the compliance with the single direction from strategy to people management procedures and the limited ability of managers to influence strategic choices (Sparrow and Hiltrop, 1994: 5-24). It is characteristic for HRM that (Dvořáková et al. 2004: 48):

· It is strategy and business oriented, i.e. HR strategy is integrated into company strategies and people management is a managerial oriented activity,

· High importance is attached to strong corporate culture that arises from the vision of executive directors and their leadership style,

· Responsibility for people management lies on line managers and the HR department provides support services and consultation,

· Within industrial relations the direct bind between the employer and employee empowers and the intermediate role of trade unions weakens,

· Stress is placed on performance orientation, assurance of quality for customers and achievement of customer satisfaction,

· Strong emphasis is attached to loyalty and commitment (activity) of employees towards the organisation.

Even though that in the last few years we encounter extensive doubts about the employability of HRM in enterprise practise, especially in the cases of strategic integration, consistency of HR politics and achievement of employee loyalty to the employer, it still stimulates changes in approaches towards employees as for it captured the interest of managers with its rhetoric about corresponding concerns of managers and employees and the assurance of the needs of all involved parties (Branine and Dvořáková 2000: 84-85). Three of the models’ premises are rather interesting for succession management:

· If HR activities are derived from business strategy,

· If recruitment and staff stabilisation processes assure high-quality employees, and

· If organisational loyalty is joint with commitment to work so that it leads to high job satisfaction and high job performance,

than high quality standards and outstanding goodwill become reachable. We can therefore conclude that integrated staffing, training and development (T&D), and succession management become a precondition of high business performance.

High potential employees belong to an extremely demanded labour force anywhere. Besides, unfavourable demographic changes in developed economies (from the beginning of the 90s of the 20th century this also pays for the Czech Republic) and China’s economic growth (Katwyk, 2005) will lead to an increasing demand for high-potential workers and the necessity to accent succession planning of internal human resources. The war for talents gives individual owners of high job potentials the opportunity to choose such an employer that offers not only an above standard tangible allowance but in addition, also the possibility to learn and grow, in terms of career progression. On the other hand, employers have the opportunity to facilitate the professional development of their key people by applying personnel practices for identifying personal potentials and therefore by offering “tailor-made” challenges in relation to a carrier growth within the company. Both employment contract sides can win in this game, however, the loss can be tougher for businesses because trained employees may be hunted and employed by competitors.

Lately, the labour market in the Czech Republic can be characterised by a stabilised unemployment rate around 9 %. As mentioned above, high potential employees are unique and employers are beginning to realize that this labour force group isn't easily available on local markets – especially outside the city of Prague. These conditions together with employers' social responsibility contribute to HR policies that prefer internal labour markets and investments into T&D where the enterprise can systematically manage deployment and succession in order to develop required core competencies (Dvořáková 2003).

The HR marketing emphasizes the importance of the human capital value for achieving business success. And indeed, a great number of employers in the Czech Republic name key employees as their exclusive source and consider financial means spent on their retention and development as long-term corporate investments. The reason that hinders any broad implementations of this philosophy seems to stem from limited staff budgets, which is influenced by a constant pressure on personnel costs cuts. Such surroundings encourage many managers - mainly in companies in Czech hands - to view subordinates as easily reducible or removable cost items. This primarily applies to T&D budgets. This kind of management stance is also supported by another practice; it's quite an exception to find an employer who utilises an assessment system that measures the effectiveness of financial means spent on personnel services, e.g. recruitment and selection, training and development or fridge benefits.

High potential employees can be identified by informal and/or standardised personnel/HR practices. The first mentioned includes for example performance observations by supervisors or supervisors' recommendations based on long-term cooperation at the workplace. The Czech corporate culture has a tendency towards informal practices as it copes with social rules and habits like improvisation, flexible reactions, reliance on social networks and antipathy to be bound by detailed regulations. The latter covers e.g. performance management, performance appraisals and appraisal interviews, assessment centres and development centres, 360° feedbacks and couching. Their application is usually linked with foreign subsidiaries of transnational enterprises located in the Czech Republic. It follows either headquarters' HR policies or decisions of empowered local executives. Standardised practices are preferred in conditions like e.g.

· Frequent changes on management positions cause that the reliability of managers’ informal evaluations become insufficient,

· Executives require that personnel decisions are to be based on results achieved by objective and validated HR practices like 360° feedbacks, assessment centres and development centres, although the mentioned are predominantly used for obtaining feedback and for planning development actions and less regularly for succession planning.

Performance appraisals and appraisal interviews belong among highly popular leadership and management practices that facilitate individual labour relations between the employer and high potential employees and aim to identify good performers and promising workers, motivate and retain them. They deal with performance and behaviour assessment, feedback provision and closing performance and development agreements. Many employers strive to minimise traditional mistakes made by supervisors by introducing intensive management trainings before implementing appraisal interviews. However, it is hard to find any evidence of effectiveness of performance appraisals or appraisal interviews. They are believed to be effective because they are common, widespread and labelled as “the best practices”.

Czech personnel/HR professionals perceive motivation and retention as one of the most difficult and long-term tasks. When dealing with high potential employees they follow objectives as low turnover, high performance motivation and as well as job satisfaction. The desired outcome is influenced by a number of factors, among others: the quality of executives and leadership in the organisation, the position of personnel/HR professionals and their role in managing people and finally the level of collaboration between line managers and the personnel/HR department. The quality of management often doesn't become a subject of a management audit until the organisation faces an extensive organisational change, like e.g. a privatisation and transformation, merger and acquisition etc. Audit conclusions traditionally state that both senior and middle positions suffer from the lack of personalities with appropriate leadership competences, entrepreneurial thinking and communication skills, sometimes even skills to organise and solve problems, which builds a corporate climate insufficiently supporting neither performance motivation nor job satisfaction.

The Czech corporate culture is still stigmatised by management behaviour enrooted in the former central economy. Corporate surveys on job motivation and employees' satisfaction indicate that the largest gaps between employees' expectations and their satisfaction can be found in the areas of supervisors' leadership, access to information and providing consultation, opportunity to participate on management decisions and achieve agreements with executives.

Personnel/HR professionals can act as contributors to human capital growth. Whether the philosophy of human capital and joint personnel/HR practices are perceived by line managers as valuable services that can support their day-to-day activities connected with leading and developing high potential people, still, even after 15 years of renewed market economy and therefore a huge information flow on best practices, basically depends on the personality of personnel/HR directors. Some employers enjoy a very good reputation on labour markets due to generous T&D programs, sophisticated personnel information systems, labour relations and attractive benefits programs. Most of them are foreign subsidiaries of transnational companies or large Czech employers. However, we can still find a bulk of small- and medium-sized enterprises where personnel management remains an administrative office that pays no attention to the philosophy of human capital.

Conclusions and recommendations

High potential employees represent a unique source of long-term business performance. Their identification among staff, development, retention and motivation are the most important objectives of both personnel/HR professionals and line managers, who in particular are responsible for leading and managing people. Foreign subsidiaries and to some extent large Czech enterprises use HR best practices to achieve the above mentioned objectives, e.g. performance appraisals and appraisal interviews, assessment centres and development centres, 360° feedbacks and couching. They visibly demonstrate the value of high potential employees for businesses' prospective competitiveness and prove the need to invest into human capital, incl. the utilisation of best practices.

No organisation is able to occupy all of its key manager positions from internal resources. Still, to utilise internal human resources to the most must remain the major effort. An effective means of this is to integrate selection, stabilisation and succession management processes in a way, which secures the organisation a supply of top quality workers, retains them and suitably prepares them for a future leadership role. Its succession management system should (Thach, 2002, modified by author)

· In advance, set in written principles and procedures concerning succession and management development,

· Define responsibilities of organisational units and managers for succession planning,

· Include an audit and control of succession management into the assessment of executives and the HR department,

· Involve line managers into the development of talents,

· Assess and reward managers for the effort for the development of their subordinates,

· Gather and sort data about employees and functions for succession and development purposes,

· Determine selection criteria for succession purposes, like past job performance, experience, competencies, etc.,

· Specify the role of HR specialists in succession planning.
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 PRESENTATION 5

‘Business development field trips in an emerging market economy of Poland. Action learning in cross-cultural environment’.

Dr K. Joanna Zaleska, Cass Business School, City University, London, UK  

Christopher D. Jeffery, EMBA director, Cass Business School, City University, London, UK 

The aim of this presentation is to show the value of the field trips on business development in emerging market economy to the curriculum of MBAs teaching in UK. The data was collected during field trips by 430 executive MBAs students who conducted consultancy projects on business development throughout 80 companies in Poland. An intensive week of consultancy work and carefully designed social and cultural experiences during a field trip will be argued as a method of intercultural learning that is difficult to replicate in a classroom environment. 

Firstly, the students’ experience during these field trips is analysed as a replication of true management by providing an intercultural learning, both in its content and in its method. The problem-oriented learning during the consultancy projects includes facing an actual management situation closely related to companies’ growth and its survival in an emerging market economy. Secondly, multidisciplinarity of the projects will be discussed. Since the issues of business development cannot be solved by a segmented discipline but by the insights from all management disciplines and in an integrated way, therefore the students need to use the knowledge from all conventional MBA courses taught in the business school i.e. marketing, strategy, entrepreneurship, finance and OB. 

Secondly, the specific improvements into MBA curriculum are explored such as: internationalisation; learning by doing; multidisciplinarity; training in communication via translators; training in interpersonal skills and sense of community. Thirdly, access and how to establish working co-operation with the Polish companies are analysed as key factors to the success of intercultural training, so sensitive data and free flow of information between different cultures can be established and maintained. 

In summary, my presentation will deal with the specific issues of internationalisation; learning by doing; multidisciplinarity of the field trips; development of ‘soft’ skills such as communication via translators; training in interpersonal skills, cross-cultural sensitivity skills and sense of community. Examples of the specific projects undertaken by students will be discussed as shown in the table below. 

Table 1: EXAMPLES OF THE PROJECTS 

	Name and sector
	Topic of the project



	Interior design & furniture sale
	To provide the basis of a ‘model’ for management of a commercial enterprise of about 40 to 50 people which is too busy to be reliably managed by personal contact and too small to have a formal system

	Radiators producer
	To examine how the internal technologies and current practices can be adapted to future opportunities and to examine the opportunities to increase market share

	Tourist company
	To review the new ‘short package’ holiday proposition as a distinctive tourist attraction

	Building contractor on large industrial projects
	To develop an effective remuneration system across all employee groups.

	Hospital 
	To optimise the resource allocation between departments to gain the advantage of shared overheads and prove cost effectiveness.

	Cosmetics producer


	To review the strategy in the market particularly in the light of the new environment and help with forecasting the future under different scenarios based on the degree of ‘niche’ in the market.

	Amusement Park


	To develop a marketing strategy for Aqua park Networks and to analyse the effectiveness of the planned customer experience in relation to operations for multiple customer groups.
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