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INTRODUCTION

The We are pleased to present to our Readers this publication, a collection of student posters prepared as part of the student session of the 18"
International Scientific Conference of the College of Management Sciences and Quality at the Cracow University of Economics (CMQ 2026), held under
the theme “Knowledge — Economy — Society.” This year’s edition focused on the timely and multifaceted topic of “Organizational Culture
in the Face of Contemporary Management Challenges and Concepts,” serving as a starting point for reflection on the development of
organizations amid dynamic technological, social, and economic transformations.

The poster session, the outcome of which is this publication, played a particularly important role within the conference framework. It served not only as a
platform for presenting research findings and analyses conducted by students, but also as a forum for exchanging ideas, confronting diverse perspectives,
and developing the research competencies of young scholars. As a concise form of knowledge presentation, a poster requires the ability to select key content,
clearly formulate research problems, and communicate conclusions in an accessible and inspiring manner. Consequently, this publication reflects both the
substantive quality of the topics addressed and the development of the Authors'academic skills.

The works collected in this volume demonstrate a broad spectrum of students'research interests, including issues related to the digital transformation of
organizations, the implementation of modern management concepts, the role of leadership in shaping organizational culture, and the challenges arising
from globalization, sustainable development, and increasing environmental uncertainty. A noticeable trend is also the exploration of interdisciplinary topics
that combine economic, social, and technological perspectives.

Organizational culture, the central theme of this year's discussions, emerges as a key organizational resource that determines an organization's capacity
for adaptation, innovation, and the creation of sustainable competitive advantage. Contemporary organizations operate in conditions of intensive
change driven, among other factors, by technological progress (including the development of artificial intelligence and automation), evolving work
models (remote work, hybrid arrangements, and flexible forms of employment), and growing stakeholder expectations regarding the social and
ethical responsibility of businesses. In this context, organizational culture is no longer merely a“soft” management element; it has become a strategic
instrument for shaping behaviors, values, and attitudes within organizations.

The Authors of the posters seek to capture these complex phenomena by proposing both theoretical approaches and empirical analyses, case studies, and practical
applications. Their work demonstrates a growing awareness of the importance of organizational culture as a factor that integrates managerial processes and
influences organizational effectiveness across various sectors of the economy. Importantly, many contributions also reflect on the need to build cultures based on
trust, collaboration, and openness to change, aligning with broader streams of research on the organizations of the future.

This publication also carries an educational and developmental dimension. It stands as evidence of students’ active participation in academic life and their
engagement in the process of knowledge creation. For many Authors, the preparation of a poster and participation in the conference constitute one of the first
steps on a scientific career path, fostering analytical skills, critical thinking, and the ability to present research results effectively. At the same time, it provides an
opportunity to build relationships within the academic community and draw inspiration from the experiences of other conference participants.

Itis also worth emphasizing that the thematic and methodological diversity of the presented works reflects the idea of interdisciplinarity, which is one of the
foundations of the College of Management Sciences and Quality. Combining different research perspectives allows for a more comprehensive understanding of
the complex processes taking place in contemporary organizations and supports the development of innovative solutions to the challenges of the modern world.

We hope that this collection of posters will serve not only as a review of interesting concepts and research findings developed by young Authors, but
also as an inspiration for further scientific inquiry and reflection on the role of organizational culture in shaping relationships between knowledge,
the economy, and society. We believe that the studies presented here will contribute to a deeper discussion on the future of management and the
significance of organizational cultural capital in a rapidly changing world.

We wish you an inspiring and rewarding reading experience.

prof. UEK dr hab. Agata Niemczyk
dr Zofia Grodek-Szostak
dr Robert Szydto

Krakow, June 2026



IS A HIGHER FINANCIAL INVESTMENT EQUIVALENT TO BETTER COMPANY GROWTH?

Authors

1925

A CASE STUDY BASED ON THE COMPARISON OF MYSPACE AND FACEBOOK

Adamska Natalia
Mech Magdalena

@ OBJECTIVE

The objective of this poster is to analyze whether
higher financial investment leads to better company
growth, using the cases of MySpace and Facebook.

RESEARCH PROBLEM

MySpace had significantly greater financial resources
and strong corporate backing, yet it failed to sustain
its market leadership. In contrast, Facebook, which
started with limited funding, achieved long-term

RESEARCH METHODOL!

=

Comparative case study (MySpace vs. Facebook)

Analysis of secondary data (company reports, academic
articles, industry sources such as Statista and TechCrunch)

The study aims to demonstrate that the way financial
resources are used is more important than the amount
of capital itself in determining long-term success.

strategic decisions?

growth and global dominance.

This raises the key question:
Does greater financial investment actually guarantee
better company growth, or can it lead to suboptimal

Qualitative analysis of:

o

strategic decisions

o

product development approaches

o

user experience
growth outcomes

°

Time frame: early development and growth phase (2003—
2012)

Strong financial backing
Acquired by News Corporation in 2005 for approximately $580 million

Focus on monetization
Prioritized advertising revenue and rapid profit generation

Ad overload
Excessive advertisements negatively impacted user experience

Chaotic user interface
Over-customization led to cluttered and inconsistent profiles

Lack of strategic focus
Frequent changes and unclear long-term vision

SUBSTANTIVE CONTEN

Limited initial resources
Started as a small-scale project with minimal funding

Focus on product quality
Emphasis on clean design and functionality

User-centered approach
Platform developed based on real user needs and continuous
improvement

Gradual and sustainable growth
Features introduced step by step based on user feedback

Clear vision and execution
Strong leadership and long-term strategic focus

declined. Source:
literature.

FI NCIAL PERFORMANCE AND GROWTH
: ESTIMATED REVENUE
USER GROWTH MySpace Facebook © Fachook @ Myspce
@ Ficchook @ MySpace 600
1000
5000
- $ 580 M <$500K
s Acquisition / . - H
Y Fundin (acquired by (inital :
) e News Corp.) investment) H
s H
20
I
R 006 2008 2010 202 Revenue ~$35M ~$5B o
Vaar 2006 2008 200 2002
Vear
Source: Authors” own elaboration based on Statista and historical ~ }=7TTTTTTTTmTTsssmmmssssgmssssssssssssssssssssnsgosssssnsnsss s Source: Authors” own elaboration based on Meta Investor Relations
platform statistics. reports and TechCrunch publications.
~100 M >1B
Peak Users
Facebook surpassed MySpace in users around 2008 and (2008) (2012) Facebook’s market value and revenue grew
continued rapid expansion, reaching over 1 billion users exponentially, while MySpace lost relevance and market
within a few years. H position.
MySpace reached approximately 100 million users at its Market Position Declining Market Leader ! While MySpace focused heavily on advertising revenue
peak (around 2008), but its growth stagnated and later H early on, Facebook implemented a more scalable and

Authors’ own elaboration based on case study analysis and academic

diversified monetization model over time.

CONCLUSIONS
Greater financial investment does not guarantee better company growth.

MySpace had more money but failed to convert it into long-term value.

Strategic focus, product quality and user experience are critical.
Facebook s success was driven by understanding user needs and continuous improvement.

How capital is used matters more than how much you have.
Excess funding can create pressure for short-term profits, leading to poor strategic decisions.

Sustainable growth results from strategy, execution, and value creation — not simply from
larger financial resources.

REFERENCES

TBoyd, D. M., & Ellison, N. B. (2007). Social Network Sites: Definition, History,
and Scholarship. Journal of Computer-Mediated Communication.

Statista (2024). Number of monthly active Facebook users worldwide.

TechCrunch (2005). News Corp acquires MySpace for $580 million.

Facebook Investor Relations (2012). Company reports and financial data.

Adamska Natalia, Magdalena Mech



UNIWERSYTET
KONOMICZNY
1925 W KRAKOWIE

/METHODOLOGY

The study uses a qualitative approach based on a
comprehensive literature review and comparative
analysis of business case studies. Sources include

academic articles from databases like Google Scholar,

Taylor & Francis, and business reports. The framework
for analysis incorporates established cultural theories,
such as Hofstede’s Cultural Dimensions and Hall’s
High and Low Context Culture concepts, to compare

marketing communication across diverse regions (e.qg.,

contrasting communications targeting Western and
Asian markets). This methodology synthesizes
qualitative insights to identify cultural best practices
and barriers in tourism communication.

VASILETS SOFIYA
AKHREMCHYK TATSIANA

ESEARCH PROBLEM
In the global tourism industry,
standardized marketing often fails due to a
lack of cultural nuance. This study
explores how cultural differences shape
the perception of marketing messages. It
argues that adapting communication to
diverse cultural contexts is essential for
avoiding misunderstandings, improving
service quality, and ensuring long-term
customer satisfaction.

« COMMUNICATION STYLES
HIGH-CONTEXT CULTURES (E.G., ASIA)
PREFER IMPLICIT, VISUAL, AND
RELATIONSHIP-ORIENTED MESSAGES.
LOW-CONTEXT CULTURES (EG., NORTH
AMERICA, EUROPE) RESPOND BETTER
TO DIRECT, FACTUAL, AND LOGICAL
INFORMATION.

« Symbolism and Aesthetics:
“ Colors, symbols, and imagery that are

.appealing in one culture can be neutral

or even offensive in another. For
example, some colors associated with
celebration in certain regions may
symbolize mourning in others.

y |

» VISUAL SYMBOLISM
THE USE OF COLORS AND SYMBOLS IS
CULTURALLY SENSITIVE. WHAT
SIGNIFIES "LUXURY" OR "SAFETY" IN
ONE REGION MAY HAVE A DIFFERENT
OR EVEN NEGATIVE MEANING IN PROMISES TO MATCH LOCAL VALUES
ANOTHER, DIRECTLY AFFECTING LEADS TO HIGHER LOYALTY AND BETTER

BRAND TRUST. REVIEWS.

* QUALITY PERCEPTION
CUSTOMER SATISFACTION IN TOURISM
IS DEEPLY ROOTED IN CULTURAL
EXPECTATIONS. ADAPTATION OF TONE
(FORMAL VS. INFORMAL) AND SERVICE

o « Service Quality Perception:
Expectations of service quality are
rooted in cultural values. Marketing
communication must accurately reflect
the level of personalization, directness,
or formality expected by different
cultural groups.

v

« THE RISK OF STANDARDIZATION
USING A "ONE-SIZE-FITS-ALL"
MARKETING STRATEGY OFTEN LEADS TO
"CULTURAL NOISE" — WHERE THE
MESSAGE IS EITHER IGNORED OR
MISUNDERSTOOD, RESULTING IN
LOWER CONVERSION RATES AND POOR
SERVICE QUALITY PERCEPTION.

SUCCESS IN THE GLOBAL TOURISM MARKET DEPENDS ON THE ABILITY TO BRIDGE CULTURAL GAPS THROUGH
STRATEGIC COMMUNICATION. THIS STUDY CONFIRMS THAT CULTURAL AWARENESS IS A VITAL ASSET IN QUALITY
MANAGEMENT. BY REPLACING STANDARDIZED MESSAGING WITH CULTURAL ADAPTATION, TOURISH COMPANIES

ACHIEVE:

e Enhanced Satisfaction: Personalized communication that aligns with local cultural values.
 Risk Mitigation: Minimized reputation damage and fewer misunderstandings in diverse markets.
o Competitive Advantage: Long-term resilience and brand loyalty in a volatile VUCA world.

1.Hofstede, G.

RESOURCES: 2HaiET(19

4.Reising

Akhremchyk Tatsiaana

7(6(2( Beyond Culture

). Culture's Col uences Companng Values, Behaviors, and Organizations Across Nations. Sage Publications.

or P
arketin Across Cultures. Pearson.

Tumer / (2003 . Cross- 8ultura| Behaviour in Tourism: Concepts and Analysis. Butterworth-Heinemann.




Nowe paradygmaty konsumpcji.

Swiadomos¢ ekologiczna i kulturowa
jako determinanty wyboru na rynku

ustug turystycznych

Anna Biszko

1 Cel

Celem pracy jest analiza wplywu Swiadomosci
ekologicznej i kulturowej konsumentéw na wybory
podejmowane na rynku ustug turystycznych. Badanie
koncentruje si¢ na identyfikacji czynnikéw
determinujacych decyzje zakupowe zwiazane

z turystyka zr6wnowazona oraz na ocenie barier
ograniczajacych rzeczywiste zachowania proekologiczne
podroéznych.

2 Hipoteza

Wzrost §wiadomosci ekologicznej

i kulturowej konsumentéw pozytywnie wplywa na
deklarowane intencje wyboru ustug turystyki
zrownowazonej, jednak istnieje istotna luka pomiedzy
deklaracjami a rzeczywistymi zachowaniami
zakupowymi. Dodatkowo postawa wobec ekologii,
normy spoleczne oraz postrzegana kontrola
zachowania wplywaja na intencj¢ zakupu ustug
turystycznych zgodnie z modelem TPB.

3 Metodologia

Praca opiera si¢ na analizie danych wtérnych
dotyczacych zachowan konsumentéw w turystyce
zrownowazonej. Wykorzystano model Theory of
Planned Behavior (Ajzen, 1991) do identyfikacji
determinant intencji zakupowych. Analizie poddano
wyniki badan dotyczacych luki intencja-zachowanie
oraz raporty branzowe odnoszace si¢ do barier wyboru
zrownowazonych ustug turystycznych, m.in. Sustainable
Travel Report Booking.com (2023).

5 Whioski

Swiadomosé ekologiczna i kulturowa konsumentow
coraz silniej wplywa na deklarowane wybory
turystyczne. Wyniki wskazuja jednak na wyrazng luke
mi¢dzy intencjami a rzeczywistymi zachowaniami -
okolo 75% respondentéw deklaruje che¢ wyboru
zréwnowazonych uslug, natomiast jedynie okolo 25%
przeklada te deklaracje na realne dzialania.
Najwiekszy wplyw na intencje zakupowe maja
postawy wobec zachowania ekologicznego oraz
postrzegana kontrola behawioralna. Gléwnymi
barierami rozwoju turystyki zréwnowazonej pozostaja
ograniczona dostepnos¢ ofert, wysokie koszty oraz
brak wiedzy i zaufania konsumentéw wobec
rzeczywiScie ekologicznych ustug.

6 Bibliografia

* Ajzen, 1. (1991). "The Theory of Planned Behavior".
Organizational Behavior and Human Decision Processes.
* Armitage, C. J., Conner, M. (2001). "Efficacy of the
Theory of Planned Behaviour: A meta-analytic review".
British Journal of Social Psychology.

¢ Juvan, E., Dolnicar, S. (2014). "The attitude-behaviour
gap in sustainable tourism". Annals of Tourism Research.
* Booking.com (2023). Sustainable Travel Report 2023.

Biszko Anna

KANS

Karkonoska Akademia Nauk
Stosowanych w Jeleniej Gorze

4 Wyniki

Wyniki badan nad zachowaniami konsumentow
w kontekscie wyboru turystyki zrownowazonej

Luka intencja-zachowanie w
zrownowazonej turystyce

Intencje zakupu =75%

Reeceywisie
=25%

rachowanic

0% 207 407%% 600 B0 T00%h

Zridle: Badania nad luky intencja-zachowanie (intention-hehavior gap)
w zriwnowazonej turvstyee; Juvan i Dolnicar (20014), wartodei preyblizone

Determinanty intencji zakupu (Model TPB
- Theory od Planned Behavior)

Pastawn wobee
#achowania f=052
Postrzegama kontrola p=041

behawioralma
=034

Mormy subibcktywne B~ standarveomany

sprileasnmik regresfi

08 00 ®I8 030 040 S0 GusD

Na podstawie modelu Theory of Planned Behavior (TPE) (Ajzen. 1991)
wras metwanalley Armbisge | Commer (2000)
Werystkle enlednodcl Bsioine statystyeenle {p < 005 )

Postawy konsumentéw wobec opcji zrownowazonego
podrézowania; jakie odczuwajg bariery?

Brak wystarcrajacej licehy dastepnyveh ofert
Brak zachgt ckonomicenych

Brak whedzy, gdeic rnabeid takie oferty

Hrak raulamis, fe olerty fakivemie sy Trownowsions

" b L 40 B

a podsiaw e raporis Beoking.csm na temal barler w srdomomadone] turysiyee:
Sustaimnblc Travel Heport, Beaking.cem {2025)
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ZARZADZANIE | KOMUNIKACJA CYFROWA

Social media w zarzadzaniu

Platformy spotecznosciowe wspieraja relacje z klientami, decyzje
marketingowe i zarzadzanie reputacjg marki.

Reputacja

a reakcja na

meonitoring opinil i
kryzysy

Definicja

Whykorzystanie platform spolecznosciowych do
budowania relacji z klientami, komunikacji
marketingowej, zarzgdzania wizerunkiem i analizy

v Korzysci

Zwiekszene zasisgqu komunikac.
Bezposredni kontakt z klientem
Targetowanie reklam i budowanie lojalnosci.

L I

danych Szybka informacja zwrotna.

E] Narzedzia /i\. Zagrozenia

o Kryzys wizerunkowy i dezinformacja
« Negalywne komentarze eskalujgce publicznie.
¢ Koniecznosé stalego monitorowania reakcji

Facebook, Instagram, Linkedin, TikTok craz Twitter
(%) petnia rdzne funkcje w zaleznosci od grupy
docelowej, charakteru tresci i celu kampanii.

odbioredw,
|
| . Kluczowe wskazniki (KPI)
Zasieq Zaangatowanie Konwersje Wazrost obserwujgcych
liczba asdb, do kh.":.":. hn le: komentarze dzialania odbiorcow po l.'t:, Namika Il.":-.".\l.”:-_;l..i
COCiera prZekaz UCOSTgpmier kontakcie Z trescig spotecznoscl marki

Zrodta

1] Kaplan, A K., Haenlein, M. (2010). Users of the world, unite! The chaBenges and opporlunibes of Social Media. Business Horizons, 23(1),
59-68

12] Sznapder, A (2018). Social media w zarzgdzaniu przedsigbiorstwem. Warszawa: PWE.
[3] Hofacker. C. F.. Belanche, D. (2016). Eight social media challenges for managers. European Journal of Management, 16(3), 13-24.

Loge UEK wykorzystano z oficjainego pakietu identyfikacji wizualnej Uniwersytetu Ekonomicznego w Krakowie

Bol Justyna, Stobierska Julia
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Z.arzadzanie roznorodnoscia
kulturowg na rynku pracy:
wyzwania i korzysci

Rosngca mobilnos¢ pracownikow i procesy globalizacyjne  Cel badan: Identyfikacja kluczowych

determinujg ewolucje wspolczesnych struktur korzysci oraz wyzwan wynikajacych

organizacyjnych w kierunku r6znorodnosci kulturowe;. z obecnosci zréznicowanych kulturowo
Analiza oparta zostala na systematycznym przegladzie zespoléw na wspoélczesnym rynku pracy

literatury przedmiotu (m.in. badania McKinsey, OECD, w dobie globalizacji.

IOM) oraz krytycznej analizie wybranych strategii

zarzadzania zasobami ludzkimi. Glowne wyzwania

120 Bariery komunikacyjne

115

Odmienne normy spoteczne

110
105 2.9 R .
Réznice wartosci 1 priorytetow
100
95 0
& P P PP P P N4 0
> Y PP W > <Y
£ & S &‘b\ & S s"’\ S

Wykres 1. Dynamika liczby cudzoziemcow wykonujacych pracg w Polsce na
przestrzeni lat 2023-2025. Opracowanie wlasne na podstawie danych GUS/ZUS
(stan na XI 2025)

Strategie Zarzadzania

om] B Gy
&

4

Wigksze prawdopodobienstwo osiggnigcia
% ‘ - & ponadprzecigtnych zyskow przez zré6znicowane
kulturowo organizacje (McKinsey, 2020)
Szkolenia Rozwdj kompetencji ~ Budowanie inkluzywnego
migdzykulturowe komunikacyjnych Srodowiska
Literatura

¢ Gtoéwny Urzad Statystyczny. (2025). Cudzoziemcy wykonujacy pracg w Polsce.

* IOM. (2024). World Migration Report 2026.

e McKinsey & Company. (2020). Diversity Wins: How inclusion matters.

» Rakowska, A. (2023). Kulturowa r6znorodnos$¢ pracownikéw w czasach nasilonej emigracji.
e Rachmad, Y. E. (2022). Collaborative Innovation Theory.

Bury Roma
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Understanding organizational culture typologies:

‘Wiktoria Chmiola

Organizational culture constitutes a foundational element shaping how
organizations function, how effective they are, and how their internal dynamics
unfold. This poster presents comparison of three influential theoretical
frameworks: Handy's cultural typology, the Deal and Kennedy model, and
Schein's three-level model. Each framework offers a distinct analytical lens

through which organizational culture can be interpreted, diagnosed and managed.

Charles Handy identifies four basic types of
organizational culture based on the way power

How do the major organizational culture typol

differ in their

S

conceptual focus, and what are the implications of these differences for

org:

ional t and transformation?

The goal is to systematically compare Handy, Deal and Kennedy, and Schein
typologies, identifying their analytical dimensions, strengths, and practical

applicability.

Deal and Kennedy propose that organizational culture can

be understood by two key dimensions: the level of risk
is distributed and how people are organized. and the speed of feedback.

High Bet-your-company Culture
4 « High risk

Power is held by a few

individuals
N2 « Control in centralized « Slow feedback
Power Culture "

« Organizations are often small « Big changes, long-term
and entrfp.rcncunal commitment

« Fast decision-makeing X .

« Emphasis on planning
and analysis

« Power comes from position in

Tough-Guy Macho Culture
« High risk
« Fast feedback
* Quick decisions,
competitive
« result-oriented

the hierarchy

Bureaucratic structure with
Role Culture
formal rules and procedures
« Emphasis on stability,
predictability and efficiency

Person Culture
Low risk
Slow feedback
Bureaucratic
Emphasis on procedures
and stability

Power comes from expertise
‘Teams are created to solve
specific problems

Flexible and project-oriented
Common in professional
organizations

Task Culture

Slow

‘Work Hard/Play Hard
Cultur
* Low risk
« Fast feedback
 Short-term projects
« Focus on quality of life
and fun

— Fast

« Organizations exists to serve

the needs of individuals
Person Culture High degree of autonomy
Loose structure and informal

relationships

Edgar Schein defines organizational culture as a system of
shared assumptions developed while solving problems of
adaptation and integration. He argues that culture strongly
influences how organizational members think, behave, and
perceive reality, making it difficult to change.

@ Artifacts

Visible izational and p Hard el that
can be seen, heard, and felt.
E: les: physical envi It hnol. p d
rituals.

@ Espoused Values

Strategies, goals, philosophies, and justifications that organizations
declare and promote.
Examples: mission statements, codes of conduct, goals, strategies.

Basic Underlying Assumptions
Unconscious beliefs and hidden rules that shape behavior and
organizational thinking members.

Examples: beliefs about human nature, reality, truth, time,
relationships.

Hanady’s typology emphasizes the internal distribution of This model highlights how organizations balance risk and
power and dominant form of organization that shapes feedback to create particular cultural environment that
employee behavior and relationships. influences decision-making and performance.

Schein's model emphasizes the depth of culture and the
importance of understanding underlying assumptions for real
change.

L Different cultures arise from how power is held Helps diagnose the dominant type of culture and
HANDY Organizational structure . o .
and how people are organized understand its impact on behavior and structure
DEAL AND KENNEDY Risk and feedback Cultures var?/ dePending on how organizations Useful for understanding how organizations
deal with risk and receive feedback respond to challenges and adapt to change
SHEIN Depth of culture Real culture lies in hidden assu@ptions that Essential fair deep diagn.osié and lasting
shape values and behavior transformation of organizational culture

Organizational culture remains one of the most important factors affecting management, communication, employee engagement, and organizational effectiveness. Comparative analysis of the
presented typologies shows that culture may be understood through structure, behavioral patterns, environmental conditions, or deep psychological assumptions. The combination of these
perspectives enables a more comprehensive analysis of organizations and supports effective organizational development and change management.
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UNIWERSYTET A PARADIGM SHIFT IN REMUNERATION: CAFETERIA
EK(K)ESIQQ)[C%ENY PLANS V M;}ﬂu})\:l\s\kmw INGENZ
1925 W W

\" SUBSTANTIVE CONTENT

OBJECTIVE OF THE POSTER / RESEARCH PROBLEM

Traditional compensation models were historically rooted in classical motivational and economic theories. Early e Onoof the a1 etvees of s cihge
frameworks such as Taylor’s Scientific Management emphasized financial incentives as the primary motivator of Z in the global workforce. Individual 1997 and 2012 enter employ with expectations, values, and carcer prioriti i dally from P by
employee productivity. Later theories, including Adams’ Equity Theory and Vroom’s Expectancy Theory, expanded this previous generations. Unlike Millennials, Generation X, o Baby Boomers, Generation Z & more holistic work, d i
understanding by emphasizing faimess, perceived value, and yet monetary For decades, traditional were based primarily on direct financial Ong assumed that higher sal

remained Sentral. the most effective mechanisms for increasing employee motivation, producti ind organizational loyalty. In classical cory, GRS as I

actors primarily maximizing financial wtility. Consequently, annual salary increases became one of the dominant instruments within corporate compensation policies

Within these frameworks, salary increases symbolized recognition, status, organizational appreciation, and financial

However, recent labor market trends increasingly challenge this traditional paradigm. Emerging evidence suggests that Generation Z loy do not evaluate employment relationships solely
security. Employers traditionally assumed that employees shared relatively homogeneous preferences regarding rewards, P P R - e tocaapune ey o e i

through financial remuneration. Instead, they plac growing emphasis on flexibility, personalization, mental well-being, work-lfe integration, autonomy, and opportunitics for continuous self-

leading to standardized compensation systems applied broadly across organizational structures. Oy sradually shifting rd highly
evertheless, modern labor market dynamics increasingly expose the limitations of such universalistic assumptions.  of the most visible manifestations of this transformation is the growing popularity of cafetcria plans. These systcms allow cmployees to personalize and select benefits according to their
Neverthel odern labor market d Iy the limitati f such listi t One of the bl f thi f the growing popul: f cafe lans, Th i I lize and select benefi rding 10 th
Employees no longer constitute a workforce. Instead, diversity has created differentiated individual ifestyles, personl circumstances, and psychological nceds. Rather than offcring identical benefit packages to all employecs, cafeteria systems cmphasize flexibiity and cmployee
expectations regarding work, identity, and employer responsibility. choice.
@it o4 i ittt N different by @ <o Gt i ‘1:;: c:::::lqo :z,:i: o o(:n:xmsc‘:r‘c:“ is 1o critically analyze the paradigm shift in employee compensation preferences by comparing traditional salary “._w;calsisnmm flexible cafeteria pl:::|
employment relationship. Their expectations extend beyond transactional economic exchange toward relational and " pect / Lty
holistic employment experiences. The rescarch is guided by the following key questions:
« To what extent does Generation Z prioritize customizable non-financial benefits over traditional salary increases?
The concept of hyper-customization reflects this shift by emphasizing individualized approaches to human resource + What ic factor i P ?
management. Within this framework, employees are no longer passive recipients of standardized benefit systems. Instead, . imize Total ics in order to improve cmploy, i fixed labor costs?
they become active participants in designing their own compensation structures according o personal preferences and
B2 DT (A 0y et o (0 ey Uy g e o e (e (e () The central hypothesis assumes that the subjective utilty generated by highly personalized bencfits —particularly those supporting mental health, flexibilit, and personal development
highest subjective utility for them individually. sigaificantly outweighs the wilky of Z professionals,
This research is. ant in the context of the. - ions increasingly compete not only through financial compensation, but also through the

quality of employee experience and organizational culture. Understanding the it ing expectations of Generation Z may therefore become essential for developing sustainable and competitive
human resource strategies in the future labor market.

EXAMPLES OF SUCH BENEFITS INCLUDE EXPLANATION

According to contemporary generational studies, Generation Z has been strongly shaped by instability, leration, the COVID-19 pandemic, social uncertainty, and rising mental health concerns. These experiences
contributed to a broader understanding of security that extends beyond financial stability alone. Employers are increasingly expected to support not only economic needs, but also overall employee well-being and life satisfaction.

« mental health support and psychological

counseling,

« flexible working hours, As a consequence, the traditional model of rcmunbranon bascd pmumly on salary increases appears less effective in maintaining long-term employee engagement. A moderate salary raise may improve temporary financial satisfaction; however, it

« remote and hybrid work opportunities. often fails to address deeper and lif In contrast, cafeteria benefits frequently create stronger emotional attachment because employees perceive them as expressions of organizational care and

« cducational subsidies and professional empathy.From a psychological perspective, this phenomenon may also be cxp]amcd through Self-Determination Theory, which identifies autonomy as one of the human needs. Cafeteria directly support autonomy
cartifications) by allowing employees to independently choose benefits aligned with their personal priorities.

+ fitness memberships.

« wellness programs, At the same time, economic theory provides additional explanation for this shift. The principle of diminishing marginal utility suggests that the satisfaction generated by additional income decreases after basic financial needs are fulfilled.

Consequently, younger professionals may derive greater long-term value from flexible benefits that improve everyday quality of life than from relatively small salary increases absorbed by inflation and routine expenses. From an organizational

+ additional vacation days, perspective, cafeteria plans may also improve cost efficiency. Unlike permanent salary increases, which continuously elevate fixed payroll obligations, flexible benefit systems allow organizations to distribute value more strategically and
« childeare support, adaptively. This may contribute to improved employee retention, stronger employer branding, reduced burnout, and increased organizational flexibility without proportionally inflating labor costs.
+ financial well-being services,
« language courses and self-development The growing popularity of cafeteia sysiems therefore reflects not oly changing employes expectations, but also a broader transformation of the psychological contrat between employers and cmplnyccs Whereas traditional employment
e relationships were based primarily on financial exchange and long-term stability, modern employees gly seek relational and that thei well-being, and personal
aspirations. In this context, remuneration is no longer "ncm.md solely as direct payment for labor. Instead, it becomes an integrated component of employee experience and organizational culture. “The shif from sandardized salary-centered
towa Total may present one of the most significant transformations in contemporary Human Resource Management.

(LS AR OIN A DK T el MAIN FACTORS INFLUENCING GENERATION Z COMPENSATION EXPECTATIONS COMPARATIVE STRUCTURE OF EMPLOYEE PREFERENCES
CONTRACT
e b e e R e e Rl CR Tt Rl Genration Z evaluat through multiple dimensions si One of the most significant findings in contemporary HR rescarch is the visible shift from
ety Salary is considered only one component of overall employment value purely financial motivation toward holistic employment satisfaction. Generation Z employees
" o o ) increasingly prioritize flexibility, mental well-being. and autonomy over standard compensation
Traditional psyclzk;g‘;clal c&lmlr::;s were primarily transactional: o,
+ employees offered loyalty.and productivity;
Salary level a
+ employers provided stable employment and financial compensation 127% N
Generation Z increasingly replaces this framework with a relational psychological . F— ; S— P —
e g . p— T — e T—T—
+ emotional well-being, [—— Ve et Ve vigh
 fexibily, e [e—— pr— ™
+ authenticity, itics [ p— [ Swos
+ inclusion, 15.3% Sepron o el wet g ot e
+ organizational values, Adapmion o vl soks Nt Bt
+ personal development, Mental health support Orgmzaio ity Low s
+ work-life integration. 17.8%
[ —— [—— [T——
Flexible work
e [ — ek Veryong
o N . Inerpreation 254% Source: own study Py —— e Ve e
Acroes Genorelicas The graph llustrates that non-financial fctors colletively ouweigh purely monctary compensation. Work-ffe ) :
integration and l-being fiEs among Gea Z cmployees. Interpretation
R A I S NN NSRS IS0 ot ilistic employment DD o) 0 R i iy bl s (il
B ] [ m— T o A A T Ay I psychological value than standard Salary. increases. While direct remuneration remains
By By, important, Generation Z increasingly pcmncs personalized benefits as more meaningful and
e s  of long-term life quality.
J— -0 ——. —.—’ Lo\ )
- L o
sty g L= g

Source: own study
MAIN FACTORS INFLUENCING GENERATION Z COMPENSATION EXPECTATIONS|
The graph highlights a gradua shift fmm financial and stability-oriented employment
ions toward i ically centered
relationships. The economic efficiency of cafeteria systems should be understood as a shift from rigid, cost-increasing compensation structures toward more adaptive and utility-optimized reward mechanisms. Unlike base salary increases, which
R, e ee B uployeos not merely as (OVSR oL S NAITas TR pemmanenly aise fxed labor costs and become embedded in the organizationa cost bas. cfetria benfis unction s vriable expenditres tha can be redisributed depending on employee demand, budget consiains, and sratcgic
" ially in volatile cconomic environments From an analytical perspective, salar hibit a low degree of ; because they

vy
jon in which the marginal cost of compensation growth is identical for all workers, while the marginal utility varies significantly. Cafeteria
ciency by allowing cmployees to sclf-sclect benefits, aligning organizational spending with hterogencous preferences. This reduces the mismatch between compensation costs and percived

partners supporting overall quality of life.

systems, in contrast, increase allocative cf
/ employee value

Akey theoretical mech: laining this difference is ‘marginal uility of income. As income rises, each additional unit of salary gencrates progressively smaller increases in subjective satisfaction. For Generation Z
employees, who often operate within relatively similar entry-or mid-level income brackets, incremental salary increases may therefore produce limited motivational returns. Cafeteria benefits, however, shift the utlity function away
from purely monetary gains toward multidimensional well-beifig, where non-financial factors such as flexibility, mental health, and time autonomy have disproportionately high marginal utility.

Furthermore, cafeteria systems can be interpreted through the lens of behavioral efficiency. Employees do not evaluate compensation solely in monetary terms but rather through perceived usefulness in daily life. Benefits that dircctly
reduce stress, improve work-life balance, or enhance personal development often generate higher behavioral impact than equivalent financial compensation. This leads to improved retention and engagement without proportional
increases in fixed costs.

At the ofganizational level, cafeteria plans also function as a fisk management tool. Fixed salary increases create long-term financial rigidity, n:dw:mg the company’s ability o adjust to market downtums or changes in labor demand.
Flexible benefits, by contrast, allow firms t0 p . This adaptability

iy 55 G0 GBSy o caferasysicms sl fromthle ailty o oo tho relaionshlp ctwee cot, mployeo
‘more flexible, behaviorally aligned. and financially sustainable approach to Total Rewards management

Compared to uniform salary increases, they provide a
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Good Lood's Organizational Cultur:

Artisanal Authenticity and CSR

Objective O o O

The main objective is to analyze Good Lood's
organizational culture as a case study of modern
management. The research problem concerns the
mechanism through which uncompromising transparency,
artisanal quahty, and care for stakeholders bul]d a hlghly

L# Substantive Content O00

Transparency & Quality: Local suppliers + proprietary
RMS system = full quality control

Community & Brand Language: “Loods,”
“Loodomaniacs,” and the signature “00” build loyalty
No Franchising: 100% proprietary network ensures

Theoretical Foundations of
Organizational Culture
\N—

Organizational culture is a system of" assumptmns, va.lues, and norms shared by members

authenticity and consistency effective ge — while o bt [ s a0 a4 inglthe fi % of
+ CSR & Inclusion: I:nonty for pregnant women, pet- ;;e]ectmg rapid scal.nfg, w;;cln “‘; brand .oﬂ‘iu:lly cnnﬁrm; acceptable behavior and problem-solving m eth ods. B. Nogalski refers to it as the "spirit
fnendly approach third place a.trflosphere Y re) s o DLy UD[IEEDE of the organization," emphasizing its impact on innovation and flexibility.
. i + empathy + internalizing corporate values and translating them into

In the case of Good Lood, this spirit is founded on transparency (technologically
supported by the proprietary RMS recipe management system), artisanal quality (e.g.,
constant cooperation with the local Regional Dairy Cooperative in Skata), and care for
people. A strong culture reduces supervision costs w1th1n the company (hmugh a self-

sirong relational capnal CSR initiatives.

regulation mechanism based on trust. Imp: as highligh by Rummler
-~ f and Brache, becomes a natural g of high 1 here.
Relational Architecture: T breaks the wi d asy y of i ion. The brand rejects the
"Loodomaniacs" Identity trade secret model, providing full knowledge about raw materials, which builds long-
\— term trust capital. Artisanal quality, on the other hand, generates strong emotions and a
. ) . . . . . sense of uniqueness. The "spirit of the organization" is encapsulated in the final product,
Relationship management is a key test for corporate culture. Good Lood d it the team is "Loods",

making culture the most important communication interface with the consumer.

-~
Rejection of the Franchise Model to
Protect Authenticity
\

Rejecting cost-effective scaling through franchising is one of Good Lood's most
important strategic dati Devel through a ized network of over 35
own premises serves to categorically protect operational independence and artisanal
identity, which the company clearly emphasizes on its website.

and the customers are "Loodomaniacs", of which over 450,000 are already gathered in the dedicated mobile app alone. This treatment
has deep identity implications (neo-tribalism).

The term "Loods" blurs rigid hierarchical barriers, creating an environment with a high sense of psychological safety. Employees are
empowered — they feel they are co-creators of an artisanal masterpiece. Their high motivation translates into service quality because
engagement drastically increases in a cohesive and supportive group.

Creating the "Loodomaniacs" identity moves away from i customer The becomes a particij in the
"spirit of the organization", blurring the boundary separating the inside of the company from the market (boundary spanning).
"Loodomaniacs" are treated with full care, realizing the idea of business as an ecosystem based on empathy.

An extremely expressive element of this identity architecture is the brand's specific communication language, where the letter "u" (or
"6") is systematically replaced by a double "00". Examples such as "loody" (ice cream), "loodspot", "Koobki" (cups), or social media
messages like "obserwooj" (folloow) or "jubil ych" (jubilee), itute a powerful marketing tool. From the point of view of

e
the sociology of language, creating one's own unique dialect (sociolect) strongly i the iy, builds a sense of loyalty. ./ According to the principal-agent problemn theory, franchising generates a conflict of

and immediately distinguishes the brand in the informational noise, making its culture highly authentic and recognizable. o interest: the franchisor strives for standards, and the franchisee (agent) for cost
optimization (e.g., lower quality of raw materials, staff reductions). For a brand based on

transparency and quality, such a compromise would lead to the erosion of

! "Lood iacs" trust.
49G oou 3 5 ds Onjamacs lized control over the entire value chain. Every stage —

uiytbuwnllndrw ﬁ'om mgredlent selection to consumer contact — must resonate with the "spirit of the
Good Lood App lmdmw . The company's officially states that this is driven by the
desire to keep processes, quality, and creation in the hands of their own team ("Loods").

-~
Corporate Social Responsibility at the _ The conscious resignation from quick profit in favor of consistency proves the highest
Core of Operations managerial maturity and creates a powerful barrier to entry for the competition.

BEA <N
Corporate Social Responsibility has evolved in Good Lood from simple PR to the strategic core of the company, which is reflected in . . 3
the brand's official slogan: "Caring for what's around us". This care is a itutive element of izational identity. zl:::?‘;:“alys's :’é‘;‘;;'i:zr e Franchise Model Implications for Strategy
Authentic CSR requires i resource i In the ecological di the brand ensures supply transparency,
avoidance of artificial additives, and ethical production chains. In the social dimension, it unhesmtmgly uses its brand reach and Chain Contral Full at every stage of  Limited at the Guarantee of craftsmanship
spaces to support charitable and relief campaigns, evidenced by actions like free coffee for uni d services and p di in Contro production and sales.  distribution stage. and zero compromises.
special discounts for public transport employees on their holiday, or creating a dedicated flavor to financially support the Polish
company Dary Natury after a fire in their production hall. Agency Theory Risk  Minimized. High (optimizationat  Full transparency and gaining
through responsibili so-called " izational pride" among employe&e, which is a key motivator for the expense of quality). | market trust.
Ge"e"““f’"s Y and Z. This l?ads to workplace attachment "'?d r°d9°°d t“"“""e“f d 1 ‘«' P {5 . lated by a sense of Personnel Direct implementation  Dependent on the Protection of team cohesion
purpose in work, and the ethical culture of the company validates its external actions, building an irreproducible image capital. Management of the "Loods" culture.  independent franchisee. and employee well-being,
Expansion Susainable, based on  Fast,supported by Long-term stability over
OWN resources. external capital. short-term profit.
q N g N
Social Inclusion: Fully Friendly N
and Safe Spaces Innovative Health Education and
ention in Commercial Space
\N— Prevention in C ial S)
\
An lmponam dlmensmn of the organizational culture is the real implementation of the
— with particular emphasis on pregnant women and An i ive aspect of the p: ibility is its invol in the area of medical prevention. Good Lood deconstructs
nursing mothelsA traditional thinking about gastronomy by makmg its premlses avallable as mformal centers for distributing health knowledge.
In urban spaces, usually designed for physiologically unburdened users, mothers A key example is the of the 1 ‘R (testicular cancer prophylaxis) in
encounter barriers and pressure regarding public breastfeeding, leading to alienation and cooperation with IFMSA-Poland. Moving the discourse from cold, stressful offices to ﬂ-lendly ice cream parlors significantly lowered
stress. Through empathetic service design, Good Lood offers a safe haven that helps psychological barriers among young men. The brand ly took up a sti; ized topic, prioritizing public health over the
release tension and brings regenerating relaxation, a flagship example of which is the potential disruption °ﬁhe !16(101115!10 nature Of‘he service. . . N "
media-famous, official policy of serving pregnant women in all chain locations without Such a strategy, with P in sharing full nutritional values, and allergens through
queuing. A safe place is defined as a space to which one gladly returns. their own systems (like the proprietary RMS system), builds the health literacy of society. A high level of this awareness increases the
Such inclusiveness creates a so-called "third place” — an anchor point of social life free chances of successful health promotion on a macro scale. Utilizing dlgnal medm and local ds with

conclusions about the power of non-
the burdened public healthcare system.

| media in pi i The 1 capital of the company thus leverages

from home and work rigors. The atmosphere of this place is perfectly reflected in the
thoughtful shaping of the space in individual locations — an excellent example is the
Bonarka shopping center in Krakow, where a piano was made available, and live music is
played for guests from Friday to Sunday. Furthermore, the concept of a friendly space
extends beyond humans to include pets. The brand is widely known as an extremely dog-
friendly environment, caring for four-legged friends by preparing special ice cream for
them (so-called "LoodoLapki" / Doggy Scoops) This is another innovative proof of

N

Final Conclusions
\N—

B Good Lood's culture is an i d where ing profit is a natural denvauve of achieving social and ethical goa.ls
building a broadly . ot T .
Th  ("Loods" . b . conal intelli ing th The research problem has found a comprehensive answer: rigorous to the highest

e"sta- X ( o) m“?‘ - immense LI2 1ge;nc.e, g a} efficiency. Protecting flexibility, or the "spirit of the organization," was possible solely through the strategic rejection of franchising.

the "spirit of th.e ! strongly the very ".f ! Thoughtful relationship management on both sides of the counter shapes an innovative community model. A strong CSR foundation
processes. Consistent protection of the most vulnerable groups and attention to details is in supporting pr ial and health initiatives. This indicates the enormous potential of companies in building social
enhancing comfort and relaxation (from live music to ice cream for dogs) generate deep medical awareness (health literacy).
intergenerational loyalty. The enterprise proves that it perfectly ds, daily realizing ed that corresponds to the systemic assumptions

of the new Health Education subject. The brand's empathy, expressed in spatial inclusion, makes it a leading case study, proving that
authentic, comprehensive care is the safest model for long-term growth and market value creation.

Reference:
6.Bonarka City Center. Good Lood: Menu i w? X
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i, B. (1998). Kultura organizacyjna. Duch organizacji. Bydgoszcz: Oficyna Wydawnicza O$rodka Postepu

Zeszyty Naukuwe. Quallty, Produntmn. Improvemenl, 1(10), 43-51.
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MULTICULTURALISM IN TOURISM

Tourksm connects people from different cuftures, languages, and traditions. In today's glabal hos-
pitality industry, mubticulturalism is not only a social value but alsa a strategic advantage. Hotels,
restaurants, alrfines, and travel agencies Increasingly serve international guests whose expecta-
thons and communication styles may differ. Diverse teams help organizations better understand
customer nieds and create more personalized experiences.

-
Y s
- WHY MULTICULTURALISM MATTERS IN TOURISM SENEFITS FOR GUEST SERVICE

j_:. : 7 F' | i .
£ @} Improves communication with international - i ot o wl
et é tural norms can communicate more effectively with tourists (

- @) Increases guest satisfaction and loyaltyguests Tk R s veore -i":
::'f.ﬂ‘r :3} Encourages creativity and innovation in = Understanding culturpl prefegieh dhm-t-ﬂhmm ses
~ 7 problem-solving 7l :

LA vices, food cetings, and customer Intoractions 16

Wil ‘@’ H’elwhﬁimunduﬁandwhﬂliexm- o
im : tions and traditions

o Builds a positive and inclusive workplace
environment )

ol +INN Bl

CHALLENGES OF MULTICULTURAL TEAMS

Despite mony odvantages, diversity
may also create challenges:

l‘- Language barriers

PRACTICAL STRATEGIES FOR MAN#EIHE

Intercultural Trainin I

Organizations should educate employees about cultural awareness, communica-
then styles, and respect for diversity.

° Inclusive Leadership :EL, B
Managers should ereate an environment where every em : s Lﬁ:m and
L ] : : respected. 1“1_— ¥ 1-"
® il : ) dings caused by Language Support & P b"‘"_:‘-':?'{',:‘p
d‘“ll‘l u,‘_ 1CES ng age ortrasd .'FE:\ i%ﬁh b:,—ﬁz._ g1 -—.4.‘.ii',‘-m o
B i % P i ,-'w; . g % .P.—'
y '_‘, #\' . | 1 e
L * thmmm Celebirating Diversity ; >"5’|h\”-‘ )
L) munication habits Cultural evenis and infernationa teom aivities s
® employees. y.

CONCLUSION

Multiculturalism in tourism creates better experiences |*I
for both guests and employees. Diversity improves com- I '
munication, innovation, and service quality while help-

ing organizations remain competitive in the global tour- =
ism market.,Companies that invest in inclusive work- =
plqﬁi and intercultural competence are more prepared

for the future of international tourlsm. [«

CASE EXAMPLE

Many international hotel chains su

s successfully use =,
WMMhmﬂm“m|mm;f“m
members with different cultural backgrounds help
guests feel understood and welcomed, increasing cus-
tomer satisfaction and positive reviews.
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Maintaining Employee Wellness in
Remote and Hybrid Work Environment

The primary objective of this poster is to highlight the critical importance of mental and physical health within the context of the

Zuzanna Torba

permanent shift toward remote and hybrid work models. It serves as a strategic guide for organizations aiming to identify multifaceted
risks such as technostress, digital burnout, and social isolation while proposing actionable frameworks and systemic solutions. The
ultimate goal is to provide a roadmap for building a sustainable, innovative, and human-centric professional environment.

Introduction Negative Outcomes of

The global COVID-19 pandemic acted as a catalyst for a massive and rapid R em Ot e WO I‘k
shift toward remote work which has now evolved from a temporary crisis
measure into a fundamental structural transformation. While this shift
initially offered a way to maintain business continuity and now provides

COGNITIVE
The "always-on culture" preventing mental

unprecedented flexibility, it has introduced significant long-term detachment from work; mental fatigue caused by

challenges for mental health and organizational cohesion. Future success extensive use of digital devices (e.g. video calls).

depends on moving from a task-oriented management style to one that AFFECTIVE

prioritizes the human experience because addressing the cognitive and Negative emotions, emotional exhaustion, loss of job

affective costs of this post-pandemic reality is a prerequisite for satisfaction, and organizational commitment.

Innovation. Includes stress, anxiety, depression, and technology
dependency.
SOCIAL
How would you rate your Work - life Balance on o scale of 1 to 57 . . . .
0 oot Social isolation, lack of face-to-face interaction, and

blurred boundaries between work and private life.

PSYCHOSOMATIC

20 (80%)
' | Eye strain, blurred vision, head/neck pain, reduced
meE sleep quality due to prolonged digital device use.
3 ) PROFESSIONAL
o ' - F 3 i 4 - 5 .

Feeling the pressure to be constantly available,
techno-overload resulting from long working hours
and inability to "switch off."

Four strategic approaches for the future

THE RIGHT TO DISCONNECT
Formalizing boundaries to combat the "always-on" culture and professional burnout.

HUMAN-CENTRED LEADERSHIP
Shifting focus from monitoring "screen time" to supporting psychological safety and social inclusion.

DIGITAL ERGONOMICS
Addressing psychosomatic risks through better equipment and mandatory "digital breaks."

SOCIAL CAPITAL BUILDING
Creating intentional spaces for face-to-face or high-quality virtual social interactions to fightisolation.
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Ribeiro, J., Da Silva, F. P., & Vieira, P. R. (2024). Remote workers’ well-being: Are innovative organizations really concerned? A bibliometrics analysis. Journal of Innovation & Knowledge.
Démétriadeés, S., Cabrita, J., & Eiffe, F. F. (with European Foundation for the Improvement of Living and Working Conditions). (2023). The future of telework and hybrid work. Publications
Office of the European Union.

Gtogowska Aleksandra, Zieliriska Julia, Torba Zuzanna



ORGANIZATIONAL CULTURE WITHOUT AN OFFICE:
HOW GENERATION Z REDEFINES WORKPLACE NORMS IN A REMOTE ENVIRONMEN’

SUBSTANTIVE CONTENT:

Organizational culture is a set of standards Remote environment is a work setting in Generation 7 is the first fully digital
and values practiced within an organization which employees collaborate, communicate ‘generation (born between 1995-2012), known
that shape the habits, attitudes, and behaviors and share informations from  different for valuing individuality, work-life balance,
ofits members. Tocations using digital tools. and openness to the world.

OBJECTIVE

Examine how Gen Z reshapes organizational culture in a remote environment by redefining communication, leadership expectations, knowledge sharing, and collaboration norms.

Sample size: Target group: Date of research:

. Generation Z - Online survey April - May ]
bom 19952012 (Google Forms) 2026

Which aspects of communication influence your job satisfaction the most?

Which leadership qualities influence your job satisfaction the most?
N\ 4
‘The results indicate that asynchronous communication was the most influential factor affecting job satisfaction among Generation Z respondents. d organization of meetings and work was the leadership quality that most strongly influenced job satisfaction among Generation Z dent
Out of 126 participants, 34 selected asynchronous communication as the most important aspect of workplace communication. Face-to-face receiving 23 responses out of 126 participants. The ability 10 provide regular feedback, as well as the ability to build trust within the team, were also
.' communication and text communication tools such as Slack or Teams were also highly valued, receiving 26 responses each. In contrast, video highly valued, chosen by 22 respondents each, which highlights the importance of communication, transparency, and continuous support in modern
o conferences and non-verbal communication were considered less significant, chosen by only 6 and 10 respondents respectively. workplaces. Additionally, respondents appreciated leaders who are able to respond quickly to changes and remain highly available for employees,

change, as well as conflict-solving abilities, received fewer responses compared to other ip qual

indicating that Generation Z values adaptability and accessible leadership in dynamic work environments. In contrast, flexibility and adaptability to

Asynchronous communication Good organization of meetings and work

Face-to-face conversation Ability to provide regular feedback

“Text communication tools (Slack, Teams, etc.) Building trust within the team

] E-mails Ability to respond quickly to changes

High availability for employees

| Ability to solve conflicts

‘Team meetings in the office

Non-verbal communication

Video conferences Flexibility and adaptability to change

e
»
s
a
8
b3
H
b

How do you prefer to gain knowledge used in your daily work? Which aspects of cooperation do you prefer?

The results indicate that the exchange of experience was the most preferred way of gaining knowledge, receiving the highest number of responses — “The opportunity to work from anywhere was the most preferred aspect of cooperation, recciving the highest number of responses (44 out of 126
. (44 out of 126 participants). Respondents also frequently selected independent search for information (34 responses) and -learning platforms (29 participants). Flexible working hours were also highly valued, selected by 35 respondents, which further highlights Generation Z’s strong
responses), highlighting the importance of autonomy and digital Icaning tools in modern work environments. In contrast, traditional methods such preference for adaptable and balanced work models. Respondents also appreciated a clear division of roles and tasks (30 responses) and the ability
as information boards and printed materials were considered the least effective source of knowledge, recciving only 1 response. Mentoring, 1o build interpersonal relationships within teams (28 responses). In contrast, shared office space, collaboration tools, and quick feedback from team
brainstorming sessions in the office, and training sessions or in-person workshops received moderate results. members received lower but sill noticeable levels of support.
Exchange of experience Opportunity to work from anywhere
Independent search for information Flexible working hours
E-learning platforms Clear division of roles and tasks
Brainstorming sessions in the office Building interpersonal relationships
p Training sessions and in-person workshops - Quick response/feedback from team members
Mentoring Using collaboration tools
Information boards and materials Shared office space
\ 0 10 20 30 40 50 40 50
A\ J \_ )
N
Generati digital icati i ibility, i and ion i i that icati reduce pressure, support autonomy,
and allow them t iently. Traditional icati tobe i p flexibl upported i i realitics.
== - - 0 = ; 5 " longanized work T i i ; jcati ibility, and
clear i i i ip i i connected i building and maintai
L e et i i \eaming, cspecis i and digitalleaming p . The findings indicate that leam most effectively through i ind easil
* ible onli i " tional maerials or one-way jcati idered signi less valuable.
ty i ypportunity to work intain flexit ing hours valued aspects of on, highlightir ion Zs pr for y life balance. that flexible work models are becoming a
key clement of posit izati i i At i dents still appreciated teamwork and i jonshi i lexibility with soc i
- J/

Wikiorowicz, J Wanwas, 1 Kuba, M. Staszewska, E. Woszczyk P, Stankiewicz, A., & Kliombka-Jarzyna, J. (2016). Pokoleni
ROHAYATL Tet, et al. Impact of job satisacti i i WSEAS 2023, 22: 613621,
Steffen Gauglitz, Cha Lee, Matthew Turk, and Tobi 2012 i ical envir P il i i intermati interaction with mobile devie ilcHCT'12). Associati i inery, New York, NY, USA, 241-250.
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Bin. AT way to the future

Artificial Intelligence: shaping our world, challenging
our values, and redefining our future.

Research Objective

The aim of this study is to identify key areas where

Research Question

How is Al perceived in terms of benefits and threats, and

Artificial Intelligence (Al) brings significant benefits, what are the key ethical and social challenges shaping its
while simultaneously posing ethical, economic, and responsible development and future integration into
social challenges that require careful management society?

and responsible governance.

Public perception of AIL:

Benefits vs Risks

50
40
30
20
o
N TATSEEn ST Equal benefits More risks than Don't know
than risks and risks benefits

Source: Office for National Statistics (ONS) - Public awareness, opinions and expectations about artificial
intelligence, UK: July to October 2023
https://www.ons.gov.uk/businessindustryandtrade/itandinternetindustry/articles/publicawarenessopi
nionsandexpectationsaboutartificialintelligence/julytooctober2023

AIl: Friend, Tool or Threat?

Al as a Friend Al as a Tool Alas a Threat
e Virtual ¢ Increases ¢ Job displacement
assistants and productivity and and economic
chatbots provide efficiency. inequality.
companionship e Supports ¢ Misinformation,
and emotional innovation in deepfakes, and
support. healthcare, privacy violations.
e Personalization education, ¢ Bias and lack of
improves user transport, and accountability in
experience in more. algorithms.
daily life.

AI: Friend, Tool or Threat?

Al holds immense potential to improve lives and drive progress,
but it also presents real risks that cannot be ignored. Our
research shows that society remains divided and cautious. The
future impact of Al depends on responsible development,
ethical standards, transparent regulations, and inclusive
dialogue. Only then can Al become a force for good-
empowering people, not replacing them.

Public opinion on Al is divided. The largest group
(43%) believes that the benefits and risks are
balanced, while 28% think the risks outweigh the
denefits.

This indicates:
» Cautious optimism - many see potential, but

remain uncertain.

» Need for trust and transparency - key to
wider acceptance.

> Ethical and social governance is essential for
responsible Al development.

How do you see Al in your life — as a friend, tool, or
threat?

opinionsandexpectatio @ é%;'i A

Hajkus Amelia, Szpak Julia
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Filip Hardek

Will Al Change the DNA of Organizations?

The aim of this poster is to examine whether artificial intelligence fundamentally transforms the internal
logic of organizations their structures, decision-making processes, and culture or merely serves as an
operational tool. Drawing on recent empirical and theoretical research, the poster identifies key dimensions
of Al-driven organizational change and its implications for management practice.

it is becoming the operating system of modern
decisions, it is reshaping how firms
| does to productivity this poster asks

Al is no longer a peripheral technology
organizations. From restructuring hierarchies to automatin
think, act, and compete. Yet most research focuses on what
what it does to the organization itself.

Organizational Structure
Flatter Hierarchies

Al-driven innovations are
transforming organizational
frameworks, reshaping them from
hierarchical models toward
decentralized decision-making
structures

Ewens, M., & Giroud, X. (2025). Corporate hierarchy.
Columbia Business School; NBER.

Firms investing in Al shifted toward
flatter structures with proportionally
fewer mid- and senior-level
employees. Information technology
decentralizes, while communication
technology centralizes Al amplifies
both forces simultaneously

Business models Leadership

Redesigning around Emotionally intelligent &

Al capabilities augmentation-oriented
. Agility
Ethics Fluid, non-hierarchical
Aligning structures
transformation X
with ethical Learning
& societal Culture of continuous

responsibilities

lom, N, Shaik,A. S, & Yoqub, M. Z. 2026). Leadi

Alzeiby, E.A, i

Decision-Making
From Intuition to Data

Al algorithms differ from human
decision-making along five key
factors: specificity of the search
space, interpretability of outcome,
size of the alternative set, speed,
and replicability

Brynjolfsson, E., Li, D., & Raymond, L. (2023). Generative Al at work (NBER Working Paper No. 31161).
National Bureau of Economic Research.
https://www.nber.org/systemyfiles/working papers/w31161/w31161.pdf [dostep 10.05.2026]

Productivity improvement from
generative Al assistants in
customer-support settings

especially benefiting less
experienced workers

Culture & Workforce
Augmentation, Not
Replacement
Al can accelerate shifts
toward agility, innovation,
and continuous learning,
while also introducing tension
with existing cultural
assumptions. Lack of cultural
alignment, resistance, and
opacity can become critical
obstacles

WEF Future of Jobs Report
2025 by 2030:

Jobs lost 92M

World Economic Forum. (2025). The future of jobs report 2025, WEF.
https://reports.weforum.org/docs/WEF. Future_of Jobs_Report 2025 paf [dostep 10.05.2026]

Al is not merely an operational tool — it is gradually transforming the
fundamental logic of how organizations are structured, how decisions
are made, and what it means to work. The evidence across three
dimensions points to a consistent direction: flatter hierarchies, data-
driven decision-making, and a shift from automation to augmentation.

1

Brynjolfsson, E., Li, D., & Raymond, L. (2025). Generative Al at Work. The Quarterly Journal of Economics, 140(2), 889-942.

Ewens, M., & Giroud, X. (2025). Corporate hierarchy (Working Paper). Columbia Business School; NBER

Murire, O. T. (2024). Artificial Intelligence and its role in shaping organizational work practices and culture. Administrative Sciences, 14(12), 316.

Okrasa, O. (2025). The impact of Al on enterprise decision-making process. arXiv.
World Economic Forum. (20: The future of jobs report 2025. WEF.

Alzeiby, E. A., Islam, N., Shaik, A. S., & Yaqub, M. Z. (2026). Leading organizational transformation in the age of Al: A roadmap to 2035. International Journal of Applied Research in Business and
Management.
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55 E EATURE | REAL-TIME MACHINE LEARNING
IN RISK AND FRAUD

SPACE MANAGEMENT AND ITS IMPACT
ON ORGANIZATIONAL CULTURE

A Visa Solution

turespace.com/

50% 50% Effectiveness of Real-Time Machine
40% Learning in Fraud Detection
The growing sophistication of e 9
fraud in digital payments poses 30%
challenges for conventional 20% o
rule-based detection systems. ,
. 1. - Luis 12%
Their high false-positive rates
el ope 0%
cmfl limited adaptublllty' » & 2 N «
underline the need for real-time & o.-,&“ d & &
machine learning-driven \o‘?‘ & & & }o“‘
detection methods. & . R4 & &
b\’o &oo « b\'o
& & & Q(o"
o & & &
& Q'ob &
‘b\)‘} ab\\b
< <

Source: Abdurrauf, A. (2026). Deep Learning for Real-Time Payment Fraud Detection. Abdurrauf Science and Society, 4(1).
https://doi.org/10.62125/asoc.v4i1.521

1.Visa A2A Protect - detects scams and account takeovers
from Day 1by analyzing behavioral and ecosystem-level
signals. the models identified up to 33% of previously
missed scams and helped reduce losses by $200M, while
continuously improving as more data flows through the
system.

2.TallierLTM™ - A pioneering Large Transaction Model
developed to support data scientists in safeguarding

consumers
6.ARIC ™ SOLUTIONS INVENTED BY FEATURESPACE:

SARE . . ARIC " cont. :
) deﬂg:te;::::::f;ully B - This innovation has successfully detected over 90% of
I’-“I'yl":;:ovit.les cdvc;nced analytics and real-time machine i i D Ry D
i) e ey oy S e T im:;sk Hub evaluates and scores every transaction in
perspectives, enabling financial institutions to detect and It . fraud whil inq fe
prevent fraud throughout the application process. r(laa r:s'me’ preventing more frau tle generating fewer

Ao y 5 . alerts.

- Blocks suspicious payments in real time, reducing fraud e P @i

and false positives while improving customer experience.

rn risk management practices.

- , _y
https://www.{ kclurupuoe ﬁom/chock-frwd
https://werw.f

https:
Potla, R. T. (2024). Al in Fraud Detection: I..cverﬂgmg Rpul Tme Mudlme Lacrmng for Financial
ResearchGate.

Security.
Abdurrauf, A. (2026). Deep Learning for Real-Time P Fraud D« ion. Abdurrauf Science and
Society, 4(1). https://doi.org/10.62125/asoc.v4il. 521

Janusz Karolina
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“Hybrid work”

This poster analyzes the transition to a hybrid work
model, demonstrating how digital tools enable a
results-oriented management style that balances
operational efficiency with employee well-being.

The objective of this poster is to analyze how the
transition to a hybrid work model, supported by
digital tools, addresses the challenge of
maintaining organizational efficiency while

HYBRID WOR

HYBRID WORK IS MORE
THANA CHANGE OF
LOCATION, ITISA
STRATEGIC SHIFT TOWARDS ¢ (s
ACULTUREOFFLEXIBILITY, 1~

TRUST, AND RESULTS.

THE CONCEPT

Hylorid work ks @ flexibio
ocrganizational model that
biends on-site and
remate work, bn modem
management, it's seen as
o transition fram “time-
spent” 1o resulis-
oriented” performance. It
Alows employees to
chaase the emilonment
that best suits thair
current taghks, fostoring o
maors agile way of
working.

THETOOLBOX
Success in a hybrid setup
depends on a robust digital
infrostructurs,
Communication platiorma
I&ke MS Teames or Slack,
project managemant tools
Fke Asarm, and clood-
basad systems are the
beckbone of this model.
These technologies ensure
seamiloss infarmation flow

and kedp Wams connected,

rogardiess of thair pivysical

THEIMPACT
This modal gignificantly
Doosts employes woll-

barirg by Emproving work-
e batance and efiminating
the dally commute. For
organizations, the challenge
ligs in moving away from
traditional suparvision
toward managemant basod
on trust and clesr
objectives. The goal is to
maEntain a strong team
jeulture while embracing the

froedom of a romote-first
mindset

REFERENCE: https://www.microsoft.com/en-us/worklab/work-trend-index

Kaplita Emilia, Palma Alicja
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Organizational culture of a ski school - an instructor’s perspective

Organizational culture refers to a shared system of
values, norms, beliefs, and behavioral patterns that
guide how members of an organization interact
and work together (Schein, 1985).

In a ski school, it is particularly significant due to
direct responsibility for children's safety.
The role of an instructor involves more
than just completing a course and
possessing technical knowledge—many
aspects depend on interpersonal skills
and pedagogical approach. Working with
children requires constant adaptation of
communication style, teaching methods,
and behavioral responses to the
developmental stage of each age group.

Five core dimensions were identified: team
atmosphere and job satisfaction, values and
organizational culture, safety and procedures,
team cooperation, and communication.

AVERAGE SCORES BY DIMENSION

Communication 4.67
4.67

Atmosphere & satisfaction 4.55

Team cooperation 4.54

Safety & procedures 4,50

Values & culture 4.33

4.33

This poster examines the organizational culture
of a ski school operating with children aged 3—
14 years, from the perspective of its instructors.

The research problem focuses on identifying
the key values, norms, and patterns of behavior
that shape the daily work environment of ski
instructors, and evaluating how effectively the
declared organizational culture is reflected in
practice.

Methodology: A quantitative survey among ski
school instructors. Respondents assessed 15
statements on a 1-5 Likert scale + 2 yes/no
questions. Data collected anonymously via
Google Forms.

Managing such a large group of instructors has built
a trust-based "clan culture" (Cameron & Quinn)
within the school, where individual teaching styles
(3.50) and procedural flexibility ©) reflect the
high, independent competencies of the staff. In light
of E. Schein's theory, the foundation of safety here is
not based on strict procedures, but on a deeply

rooted team value: every difficult situation
accident on the slope is immediately and successfully
resolved with the direct support of management.

LOWEST INDIVIDUAL SCORE

Consistency of teaching approaches 3.50

YES / NO QUESTIONS

All instructors follow safety procedures
YES 58%

Uniforms build professionalism
YES 92%

Results indicate a high level of organizational culture across all dimensions (4.33-4.67/5)-suggesting a

unified and motivated team. However, 42% of instructors reported that not all colleagues consistently
pay attention to the safety of their students or take pedagogical approach. The lowest individual score
concerned consistency of teaching approaches (3.50).

References: https://questus.pl/kultura-organizacyjna-jak-ja-budowac-3-poziomy-kultury-edgara-scheina/,
Schein, E. H. (1985). Organizational Culture and Leadership. Jossey-Bass, Cameron, K. S., & Quinn, R. E.
(2011). Diagnosing and Changing Organizational Culture. Jossey-Bass.,Canva, Claude Al

Karlinska Milena
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SKUTECZNOSC KREATYWNYCH TECHNIK WSPIERAJACYCH PRACE
ZESPOLOWA - BADANIE EKSPERYMENTALNE

3 PROBLEM BADAWCZY

Jak studenci oceniaja przydatnos¢ kreatywnych technik pracy zespotowej
w przygotowaniu do Debat Oksfordzkich oraz ktore z tych technik sa
postrzegane jako najbardziej efektywne pod wzgledem usprawnienia
komunikacji i zwigkszenia efektywnosci pracy?

3 WPROWADZENIE

3 CEL BADANIA

Zbadanie postrzeganej skutecznos$ci
kreatywnych technik wspierajacych prace
zespolowa podczas przygotowania studentow do
Turnieju Debat Oksfordzkich.

W pracy zespotowej czesto wykorzystuje si¢ techniki kreatywne, takie jak burza mozgéw i mapa mysli. Metody te pomagaja uporzadkowaé pomysty,
wypracowac argumenty oraz ufatwiaja wspolne dochodzenie do wnioskow. W celu oceny skutecznosci tych narzedzi przeprowadzono badanie wsrod
studentow bioracych udziat w Debatach Oksfordzkich zorganizowanych 11 maja 2026 roku

na Uniwersytecie Ekonomicznym w Krakowie. Celem badania bylo sprawdzenie, jak uczestnicy oceniaja przydatno$¢ kreatywnych technik pracy
zespotowe]j podczas przygotowan do debat. Po zakonczeniu przygotowan uczestnicy wypelnili kwestionariusz ankietowy dotyczacy uzyteczno$ci

zastosowanych metod.

3 METODOLOGIA

W badaniu udziat wzigto 15 studentéw przygotowujacych si¢ do turnieju Debat Oksfordzkich. Uczestnicy korzystali z wybranych technik
kreatywnych, a nastgpnie ocenili ich wptyw na efektywnos$¢ przygotowania, komunikacj¢ w zespole oraz gotowos¢ do ponownego zastosowania

tych metod.

3 PODSUMOWANIE

POWIAZANA LITERATURA

W badaniu uwzgledniono odpowiedzi 15 uczestnikéw Debat Oksfordzkich, ktére odbyty si¢ 11 maja 2026 roku !-McFadzean E., Techniques to Enhance Creative Thinking, . Team

na Uniwersytecie Ekonomicznym w Krakowie. Analiza wynikow wskazuje, ze kreatywne techniki pracy
zespolowej zostaly ocenione bardzo pozytywnie i byly postrzegane jako istotne wsparcie w procesie
przygotowania do debat. Najczg$ciej stosowana technika byla burza mozgow, z ktorej korzystali wszyscy

Performance Management: An International Journal” 2000, vol. 6, nr
3-4,5.62-72.

2.Wilson B. G., Exploration of Mind Mapping as an O
Change Tool, rozprawa doktorska, Pepperdine University, 2016,

respondenci. Dodatkowo_ 5 0s6b wykorzystywato mind mapping, a 4 osoby korzystaly z metody szeSciu  proQuest Dissertations & Theses, nr 10100912,

kapeluszy myslowych. Zaden z uczestnikow nie wskazat technik 6-3-5 ani Six Serving Men jako metod 3.Karlitska B., Knosala R. Analiza technik kreatywnego
faktycznie stosowanych podczas przygotowan. Az 93,3% badanych uznalo, ze wykorzystanie technik  rozwiazywania probleméw na wybranych przykladach praktycznych.
kreatywnych zwigkszylo efektywno$¢ przygotowania do debat. Jedynie jedna osoba nie zauwazyla takiego 4 Karlifiska B., Knosala R.. Sesja tworeza j‘al_(o sposob kreaty\:vneg.o

d: Zar

wplywu. Réwniez ogodlna ocena przydatnosci technik byla wysoka - $rednia ocena przydatnogci w =~ rozWiazywania  probleméw —w e

przygotowaniu do wydarzenia wynosita 3,8 w pigciostopniowej skali.

Kisiel Julia, Bieniek Patrycja, Cieslik Natalia
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Mind the (Digital) Gap
The Skills Gap Among Employees In The Face Of Digital Transformation

Digitalisation and the application of
emerging technologies accelerate the
demand for digital skills. The
COVID-19 pandemic has amplified
the urgency to create conditions
which effectively leverage digital
solutions for virtual work and
commerce. In a business context,
this is linked to the phenomenon of
the digital skills gap.

In a board sense, digital transformation
refers to the structural transformation of
the global economy, the market ‘and its
participants. An integral part of this is the
concept of the digital skills gap. This paper
sets out to examine this concept through an
in-depth analysis of | the / literature,
including the identification of implications
for organisational management ‘and the
presentation of proposed recommendations.

Digital skills are a range of abilities to navigate, design, manage and critically and resposibly engage
with digital technologies. The gap emarges between the pace of technological progress and
employees’ ability to use and implement innovations.

The impact of the digital skills gap on business

CHALLANGES

Digital and social inequalities affect
opportunities to develop digital skills.

Technological progress is necessitating
agile skill adaptation from workers who
need a range of new skills to adjust to
the new marketplaces and work
environments.

Traditional modes of education alone
may not be keeping up with employers’
needs for digital skills.

Practical solutions for businesses

=»» Microlearning:

Reverse mentoring:
generational knowledge
exchange

Culture of experimentation:

= )] openness to failure

THE IMPACT ON ECONOMY

Productivity Loss: organisations struggle to
implement digital transformation due to insufficient
skilled labour.

Missed Opportunities: businesses fail to capitalise on
emerging technologies, stalling innovation.

Recommendations for management

REFERENCES

APMG International (2025), What is the digital skills gap? Pobrano 30 kwietnia 2026 z https://apmg-international.com/article/what-

digital-skills-gap

Eurostat (2026), Skills for the digital age. Statistics Explained. Pobrano 30 kwietnia 2026 z https://ec.europa. eu/eurostat/statlstlcs-

explained/index.php?title=Skills_ for the_digital_age

RAND Corporation (2021), The global digital skills gap: Current trends and future directions.
World Economic Forum (2025), /\ew economy skills: Building Al, data and digital capabilities for growth.
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Digital Transformation and
the Evolution of Business Thinking

INTRODUCTION

Digital transformation reshapes management by integrating Al, big

data, and cloud technologies, changing how

organizations operate and compete. It enables data-driven decisions, agility, and innovation while requiring new skills
like digital literacy and collaboration. It transforms structures, culture, and leadership. Success depends on aligning
technology, strategy, and people, making transformation a key driver of modern management evolution.

KEY TECHNOLOGIES DRIVING TRANSFORMATION

Artificial Intelligence (Al)
Al automates tasks, analyzes data, and

supports faster business decisions.

Automation
Cloud systems improve flexibility,
collaboration, and remote access

to information.

SKILLS
OF THE FUTURE

Modern employees need:
« Digital literacy
« Problem-solving skills
« Communication and teamwork
« Adaptability to new technologies

IMPACT ON BUSINESS

Digital transformation creates more agile and
innovative organizations. Managers use real-time
data to make strategic decisions, while companies
focus more on collaboration and

customer needs.

Klima Oliwia, Pedzioch Dominika

Big Data

Big data helps companies understand
customer behavior and market trends.

Cloud Computing
Automation increases productivity
and reduces repetitive work.

CHALLENGES

Companies face challenges
such as:

« Cybersecurity risks

« Resistance to change

« High implementation costs

« Data privacy concerns
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“Knowledge - Economy - Society”

ORGANIZATIONAL CULTURE AND MOTIVATIONAL SYSTEMS
IN NON-PROFIT ORGANIZATIONS ACROSS EUROPE

@ 1.RESEARCH OBJECTIVE Q 2.SCIENTIFIC PROBLEM

Contemporary organizations increasingly face challenges related to Why do individuals remain actively involved in non-profit

cultural diversity, international cooperation, mobility, and employee organizations despite the absence of financial rewards?

engagement. These issues are particularly relevant in the context of The study also examines how organizational culture affects:

modern management concepts and organizational culture. s long-term engagement,
The aim of the study was to analyze how organizational culture .

. . . . member retention,
influences motivation and engagement in non-profit organizations

operating in different European countries. ‘ interpersonal relations,
The findings may contribute to a broader understanding of volunteer )

engagement, intercultural cooperation, and value-based organizational @ leadership styles,

management in contemporary organizations. ‘ willingness to participate voluntarily

2.RESEARCH QUESTIONS 4 METHODOLOGY

Research approach

1. What motivates individuals to engage in non-profit organizations L gpauatiativeirescarch
« in-depth interviews

without financial compensation? « literature review

2.How does organizational culture influence long-term engagement? +_comparative analysis
3. Which organizational values are perceived as the most important Q Research sample
R « Interviews were conducted among board members of AEGEE

among AEGEE members? branches operating in different European countries.

4. Are there visible motivational differences between members from
Research context

different European countries? « The poster presents selected conclusions from the bachelor’s
5.How does leadership style affect volunteer commitment? g et thesis “Organizational Culture and Motivational Systems in
Non-Profit Organizations in Different European Countries”
written by Sara Kotlarz.

@ 5.MAIN MOTIVATIONAL FACTORS @ 6. DIFFERENCES ACROSS @ 7. CONCLUSIONS

EUROPE
Most fre uently mentioned motivations Shared characteristics: Main differences
q « strong focus on self- concerned: The study demonstrates that
Personal development — 88% development « communication styles organizational culture significantly
) ) * appreciation of * level of formalization affects motivation and engagement in
Community & belonging — 84% intercultural exchange « leadership I
. 5 non-profit organizations.
* value-driven expectations

International experience — 72% The findings indicate that:

engagement « decision-making
Shared values — 64% * importance of processes » non-financial rewards may effectively
interpersonal relations sustain long-term engagement,

Recognition & trust — 60%

shared organizational values
strengthen commitment,
participative leadership positively

Countries included in the research: Austria,

QO QO
DAL Belgium, Croatia, Czech Republic, France,

The findings suggest that personal and value-driven Germany, Greece, Hungary, Italy, influences volunteer satisfaction,
motivation play a greater role than financial Netherlands, Poland, Portugal, Romania, « international cooperation increases
incentives in sustaining volunteer engagement. Spain, Sweden and Turkey motivation and interpersonal
Source: Chart created in Canva based on authors’ research. development.
Volunteer retention Leadership development Organizational culture
. . Strengthening organizational Promoting participative leadership management
NGO recruitment strategies culture and recognition and trust-based management Building a value-driven and inclusive
Understanding what motivates people to join systems helps maintain long- increases motivation and member culture supports adaptability,
allows organizations to design more targeted and term engagement and reduce satisfaction. collaboration and sustainable
effective recruitment. turnover. development in a dynamic environment.

Kotlarz, S. (2023). Organizational culture and motivational systems in non-profit organizations in different European countries. Bachelor’s Thesis. Jagiellonian University, Institute of Economics, Finance and Management.

Kotlarz Sara, Gorka Oliwia
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RURPAOSE OF Al IN ORGANIZATIONS /\
\
Artificial Intelligence helps organizations improve efficiency, automate repetitive tasks, N\

support decision-making, and increase productivity. S

| g g @ . A
Al allows companies to analyze data faster and create innovative business solutions. /\
/\

AL ADOPTION - KEY STATISTICS
100%

80%

. Artificial intelligence is becoming an
60%

b essential part of modern  business
20% | development and is transforming the way
‘ companies operate. The growing demand
20% | for digital and Al-related skills shows that

technology will continue to play a major role

0%

in shaping future careers and workplace
" d A

lj’ B ] ﬂﬂ 8,(:5) efficiency.

of organizations of companies Al-related emplovees with
use Al-in at least adopted Induatries Al skilis eam
one business denerative Al achieved higner salaries
function. technologics. productivity on average.
growth.
Source: hthttps://www.pwe.com/gx/en/news /press ses/2025 /ai-linked-to-a-fourfold-in productivity-growth.html

CHRALLENGES
AND RISKS A
Faster data analysis
Organizations still face challenges connected
with: () Lower operational costs
e Data privacy and cybersecurity
* Ethical issues and Al bias | Better customer experience

e High implementation costs
- t:i
* Lack of employee Al skills (2} Improved decision-making
Research shows that successful Al adoption
requires employee training and responsible Al : Increased innovation and competitiveness

governance.

UTURE OF AT IN ORGANIZATIONS
Al will become a core element of modern organizations through intelligent automation, predictive
analytics, and human-Al collaboration.
Companies investing in Al education and innovation will gain a competitive advantage in the future.
REFERENCES:
https:/ /www.techradar.com/pro/gartner-genai-has-broken-traditional-cyk it

https:/ /www.techradar.com/pro/2026-is-th . the-c-suite-ibm-stud
.

https:/ /www.mckinsey.com /capabilities/quantumblack/our-insights /thi
Image source: Canva - generated using Al tools

Kowalczyk Aleksandra




Oliwia Krzeminska

THE FUTURE OF LEADERSHIP IN THE AGE OF ARTIFICIAL INTELLIGENCE

INTRODUCTION - THE CONTEXT OF CHANGE
The dynamic development of artificial intelligenceandongoingdigital transformation are
reshaping the role of leaders. Al influences work organization, decision-making processes, and the
psychological well-being of managers. It has transformative potential, changing the nature of work
and the structure of the labor market. As technology advances, leadership must be redefined within
the digital environment.

WHAT IS ARTIFICIAL INTELLIGENCE?

Artificial intelligence referstocomputer systemscapableofanalyzing data, learning, and
making decisions with a certain level of autonomy. It includes machine learning and deep
learning as core components. Al can function as software (e.g., speech recognition or
image analysis) or be embedded in physical devices. Its performance relies on large
datasets, and its outputs require critical assessment and responsible use.

THE IMPACT OF Al ON EVERYDAY LEADERSHIP

Leaders indicatethegrowing importance of Altools thatsupport process

automation, report preparation, data analysis, and decision recommendations. In the
coming years, recommendation systems, automation tools, and Al-based planning
solutions are expected to play a key role. In project management, Al enables large-
scale data analysis, risk prediction, planning optimization, and automation of repetitive
tasks. As a result, part of operational responsibilities is shifting from leaders to
technological systems.

OPPORTUNITIES FOR LEADERS

The use of Al reduces the timespentonroutinetasks andanalytical work, creating
more space for strategic activities. Process automation improves work organization
and allows leaders to devote more time to interpersonal relationships. In project
management, Al supports team-task alignment, data analysis, communication
improvement, and progress monitoring. Technology can therefore enhance efficiency
and decision accuracy.

RISKS AND CHALLENGES
Concerns include potential jobdisplacement,performance pressure, and information
overload. There is also a risk of mechanical decision-making based solely on
technological suggestions and a reduced reliance on leaders' intuition. Generative Al
systems may produce incorrect outputs, known as hallucinations, which require careful
and responsible use. Ethical issues such as transparency, accountability, and system
security are also significant challenges.

THE FUTURE LEADER - KEY COMPETENCIES IN THE Al ERA
Al is mainlyperceivedas operationalsupport ratherthanacreative decision-making
partner. This increases the importance of conscious technology use and critical
evaluation of Al-generated recommendations. Implementing Al solutions requires
attention to transparency, security, accountability, and ethical standards. Leadership
in the Al era combines technological competence with reflection and preserved
decision-making autonomy.

References:
https://bibliotekanauki.pl/chapters/57686665.pdf
https://www.academyofbusiness.pl/wp-content/uploads/2024/06/Przywodztwo_Al_25.06_FINAL.pdf

Krzeminska Oliwia
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The tourism industry is undergoing dynamic transformation driven by rapid
technological development. Artificial Intelligence (AI) has become a key
supporting innovation, improving operational efficiency and customer experience.

UNIWERSYTET
EKONOMICZNY
W KRAKOWIE

Weronika Lesniak

The Role of Artificial Intelligence in Modern Tourism Enterprises

O Offer personalization

Q Customer opinion analysis
O Marketing automation
O Recommendation systems
O Chatbots and assistants

Q Data analytics

O Language translation

Q Other

Q Robots and virtual guides
O Virtual and augmented reality

TECHNOLOGIES AND AI SOLUTIONS
USED IN TOURISM ENTERPRISES

customer engagement, optimize marketing
processes, and provide more tailored and efficient
tourism services. As digital transformation continues
to grow, the importance of Al solutions in the
tourism sector is expected to increase even further.

The main objective of this study is to analyze
the role of Artificial Intelligence as a tool
for innovation in the tourism industry.

Tourism enterprises most often use Al for offer
personalization, customer opinion analysis, and
marketing automation. Recommendation systems
and chatbots are also widely used to improve
customer service. These results suggest that

Al technologies are primarily applied to strengthen

The results show that the main benefits of implementing Al in tourism enterprises are increased operational efficiency and innovative
marketing solutions. Companies also highlighted better decision-making through data analysis. At the same time, the most significant
barriers are the lack of appropriate technical knowledge and problems with system integration. The findings indicate that although Al
brings important business and marketing advantages, many tourism enterprises still face technological and organizational challenges.

KEY BENEFITS OF IMPLEMENTING AI

20k IN TOURISM ENTERPRISES
15 -

10+

daiill i

0 (.

Increased
operatiaonal
efficiency

Increased

O company

competitiveness

Innovative
marketing
solutions

Improved
quality of
customer

experience

Better
O decision-making O Cost savings

Improved
internal and
O external O Othey

communication

15

12

w

BARRIERS TO IMPLEMENTING Al

IN TOURISM ENTERPRISES
)
Lack of System Inadequancy
technical integration O No barriers O of Al solution to the
knowledge problems company’s specifics
Employee High Difficulty in
i il service
costs implementation

Conclusions & Recommendations

The study shows that artificial intelligence positively influences operational efficiency and customer service quality in tourism enterprises.
The key advantages of Al are automation and personalized services, although barriers such as limited technical knowledge and integration
difficulties still exist. Overall, Al received a positive rating of 3.76. Therefore, tourism enterprises should focus on gradually implementing
Al solutions, using Al for service personalization, and combining modern technologies with employees’ experience and skills.

Lesniak Weronika

Kaczmarska, A. (2014). Wybrane czynniki rozwoju rynku turystycznego. Katowice: Uniwersytet Ekonomiczny w Katowicach.
Kachniewska, M. (2011). Wplyw nowych technologii na rynek ustug posrednikow turystycznych. Warszawa: Wydawnictwo Ekonomiczne.
Rozanski, K. (2020). Sztuczna inteligencja: rozwoj, szanse i zagrozenia. Warszawa: Wydawnictwo Ekonomiczne.
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Darya Lopukh, Natalia Gérecka

Roéznice kulturowe jako fundament komunikacji marketingowej na
przykladzie przedsi¢biorstwa Mondelez International

CEL: Wplyw roznic kulturowych na komunikacje Wptlyw réznic kulturowych na komunikacje

Mondelez (wg wieku).

marketingowa Mondelez w zaleznosci od

METODY: CAWI (N=89, 18-30, 3045, 45+). wieku konsumentéw.
WYNIKI: 86/89 zna marki. 81%: dostosowanie do
polskich tradycji. 68%: polskie pochodzenie wazne.

Gen Z — social media; Silver — TV.

WYNIKI: Adaptacja kodow kulturowych

kluczowa.

Do jakiego pokolenia
Pan/Pani nalezy?

14,6%

@ 18- 25 |at (Pokolenie Z)
@ 26 - 45 lat (Millenialsi)
46 - 60 lat (Pokolenie X)
@ Powyzej 60 lat (Silver Generation)

Whnioski:

Gdzie najczesciej widzi Pan/Pani
reklame ponizszych marek?

Telawizia 53 (50.8%)

Mattis spclacrnodciown (TTok,
Irestagram. Facobook)

Rakdamy w sklepach (plakaty.

A (46,3%)

sinngdy przy kasoch) 43 (50.0%)
Gazety promacyinaiPrasa 17 (49, 1%)
Rekiama rewngtrzna (bibordy) 15 {124%)
o 20 a0 0

Kluczowe obserwacje:

1. Respondenci pozytywnie oceniajg lokalizacje
reklam globalnych marek.

2. Najwieksze znaczenie dla odbiorcéw maja
tradycja, autentycznos$¢ i spoteczna
odpowiedzialnos¢ firmy.

1. Skutecznos$¢ komunikacji zalezy od 3. Kampanie wykorzystujgce polski humor,

adaptacji kodéw kulturowych.

lokalnych aktorow i odniesienia kulturowe sg

2. Gen Z preferuje kanaty cyfrowe i oceniane jako bardziej wiarygodne.

autentycznos¢ marki.

4. Mtodsze pokolenia oczekujg personalizacji oraz

3. Starsze grupy silniej reagujg na tradycje i  aktywnej obecnosci marek w mediach

lokalne odniesienia.

spotecznosciowych.

4. Lokalne elementy (humor, jezyk, aktorzy) 5. Komunikacja marketingowa Mondeléz tgczy
zwiekszajg wiarygodnos¢ przekazu. globalng identyfikacje marki z lokalnymi kodami

kulturowymi.

Bibliografia

Raporty roczne Mondelez International (Form 10-K) 2021-2025 - Kodeks ,,Snacking Made Right”
https://www.mondelezinternational.com - https://ir.mondelezinternational.com - Badanie wlasne CAWI, kwiecien 2026.

Machalska Hanna, Lopukh Darya, Gérecka Natalia, Szalonka Katarzyna
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THE (MPACT OF GLORALIZATION AND
MULT(CULTURALISM ON SERVICE QUALITY (N
THE TOURISM SECTOR: A MANAGEMENT 'L
METHODS PERSPECTIVE 2

INTRODUCTION

In today’s tourism industry, standard service rules often fail because what one guest considers high quality might be a *
disappointment to someone from a different culture. The main challenge is the cultural gap, which occurs when employee

habits clash with the diverse expectations of international travelers. We need to find a way to make company culture a

flexible tool that helps staff understand these differences and turn them into better service.

RESEARGH PROBLEM

Given that high quality is a subjective value shaped by cultural
backgrounds, how can tourism organizations adapt traditional
quality models like SERVQUAL to effectively meet the diverse
expectations of a globalized market?

* GLORALIZATION (N TOURISM

The primary goal of our research is to examine the correlation between
globalization and service standards, focusing on how organizational
culture helps firms build a competitive advantage while adapting to the
specific needs of local tourism markets.

In the globalized tourism industry, the biggest challenge is maintaining Following Meyer's insights, effective service delivery depends on
brand consistency while effectively adapting quality management inclusive cultures that foster intercultural collaboration as a key
methods to local realities. Success depends on respecting local determinant of guest satisfaction.

cultural differences to ensure operational efficiency

SERVICE QU V§ CULTURE

Our comparison of Japan and the USA (Fig. 1) proves that a "one-size-fits-all" approach fails; local
tourism markets require different service styles, from rigid procedural reliability in Japan to

personalized speed in the USA

FIGURE 1: HOFSTEDE CULTURAL DIMENSIONS:
JAPAN VS USA

FIGURE 2: CONCEPTUAL MODEL: ORGANIZATIONAL CULTURE &

SERVICE QUALITY IN GLOBAL TOURISM
Q @® Japan ¢ USA

HATIOMAL CULTURE — MOFSTIDE DIMINSIONS 100
o i Foor ferwwT B i = ]
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St Wt |
0
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& & *\Q\d & »° &
& & & & &
5 3 @ ™ & <>
&c \“6 W _ ‘@ QO AN
L&
S CUSTOMER SATISFACTION & o‘&
N N

CONCLUSION

Adapting Standards: Our findings suggest that traditional quality procedures only
succeed when tourism organizations translate them through Cultural Intelligence
(cQ), allowing staff to adapt global methods to the specific expectations of local
tourism markets.

The Operational Bridge: As shown in our model (Fig. 2), CQ acts as the essential link
that allows tourism organizations to bridge the "cultural gap” between rigid
1SO/SERVQUAL standards and the diverse needs of international guests.

Strategic Advantage: Ultimately, by prioritizing intercultural competence, tourism
organizations can transform diversity into a key competitive advantage, ensuring both

operational efficiency and guest satisfaction in the global-local reality. '

= LOYALTY & COMPFTITIVE ADVANTAST

B moderates B3

£ MULTHULTURAL TUURISM CONTLET
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THE TREND OF INDEPENDENT TRAVEL
AMONG POLISH AND FOREIGN TOURISTS

AND THE ORGANIZATIONAL ADAPTATION
OF TRAVEL AGENCIES

ALEKSANDRA MACZENSKA

PURPOSE AND METHODOLOGY

PURPOSE:

PRECOGNIZING THE TRAVEL PREFERENCES OF GENERATION Z IN POLAND AND
ABROAD AND CREATING RECOMMENDATIONS FOR TRAVEL AGENCIES IN ORDER
TO ENCOURAGE POLISH AND FOREIGN REPRESENTATIVES OF GENERATION Z TO
USE THEIR SERVICES

METHODOLOGY:

ONLINE SURVEY, 60 POLISH RESPONDENTS, 45 FOREIGN RESPONDENTS

EXAMPLES OF RESPONDENTS' COUNTRIES OF ORIGIN: SPAIN, PORTUGAL, BRASIL,
ENGLAND, ITALY, TAIWAN, AZERBAIJAN, HUNGARY, GERMANY, JAPAN, PHILIPPINES,
ROMANIA, SWITZERLAND, THE NETHERLANDS, SWEDEN, ALGERIA

RECOMMENDATIONS FOR

TRAVEL AGENCIES

1) DIGITIZATION OF THE TRAVEL PROCESS

2) POSSIBILITY OF EXPAND OR CHANGE THE OFFER
(SUSTAINABILITY) SO THAT THERE IS SOMETHING
FROM BOTH SLOW TRAVEL AND ADVENTURE TOURISM,
BUT ALSO FROM THE RECREATIONAL ONE

3) CREATING TRIPS TO HARD-TO-REACH PLACES AT
PRICES LOWER THAN THOSE PLANNED AND
COMPLETED BY YOURSELF

4) SHOW THE PRICE AT THE TRAVEL AGENCY VS. THE
MARKET PRICE OF INDIVIDUAL SERVICES

Maczeniska Aleksandra
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Diversity in Organizations —
Source of Innovation or Potential Conflicts?

Workplace diversity refers to the co-existence of individuals with different
characteristics within a single organisation. It can be classified as surface-level
diversity (observable attributes such as gender, ethnicity, age) and deep-level
diversity (values, knowledge, cognitive styles). In the context of global
competition and complex market challenges, researchers have increasingly
examined whether diverse teams serve as a driver of organisational creativity
and innovation — or whether unmanaged heterogeneity triggers interpersonal
friction and process losses.

The aim of this poster is to synthesise evidence from peer-reviewed
research on the dual effects of organisational diversity. Specifically,
it addresses two questions:

1. How does workforce and leadership diversity affect innovation
performance and financial outcomes?

2. Under what conditions does diversity generate conflict rather than
value, and which organisational factors moderate these effects?

Lorenzo et al. (BCG, 2018) studied 1,700 companies across 8

countries and found firms with above-average diversity
generate 45% of revenue from innovation vs. only 26% for less 50
diverse firms — a statistically significant 19 pp gap [1]. The 40
effect spans gender, nationality, and industry background. 30

Importantly, gender diversity only boosted performance when
. 20

women held more than 20% of management roles - marginal
representation does not produce equivalent performance gains 10
0

!

companies for gender diversity were 25% more likely to

Low Diversity High Diversity

% Revenue from Innovation more  strongly  associated  with

Source: Lorenzo et al. (2018), BCG.
McKinsey's Diversity Wins (2020) found top-quartile n=1,700 companies, 8 countries.

Innovation Revenue

by Diversity Level Research identifies two main types of
conflict in diverse teams: task conflict
and relationship conflict. Task conflict
refers to disagreements about work
content and may contribute to creativity
and improved decision-making,
whereas relationship conflict involves
interpersonal tension and is generally
harmful to team performance. Studies
suggest that surface-level diversity is

relationship conflict in newly formed
teams, while deep-level diversity
becomes increasingly influential as

outperform peers on profitability, while top-quartile ethnic

Gender Diversity Outperformance

teams develop over time.

diversity companies outperformed by 36% [2]. By 2023, the Gap
gender outperformance gap grew to 39% across 1,265
companies in 23 countries — the strongest result in nearly a 40 }
decade of tracking [3]. 30
20 Ely & Thomas (2020) argue that many
organisations pursue diversity without
10 genuine integration of perspectives,
producing resentment rather than value
Duchek, Raetze & Scheuch (2020) propose that diverse teams 20152018 2020 2023 [6,]' Ju .& L (RS shhow. that a
build organisational resilience by enabling broader anticipation, o 2 hierarchical ~ culture - significantly

. . . . . Likelihood of outperformance gap (%) suppresses the diversity—innovation link
wider response repertoires, and faster adaptation during crises. X 4 .

L . . - . even in structurally diverse, high-tech
Diversity management is therefore a strategic resilience Source: McKinsey & Company i 1 Di . ithout inclusion i
capability, not just an equity measure [4]. (2015-2023). .1rms [ _]' HiEreliyy Vo O (I8 U 8

. . insufficient.
n > 1,000 companies, 23 countries.

Key conclusions

1. Diverse leadership generates 45% vs. 26% innovation revenue (BCG, 2018) and up to 39% higher outperformance likelihood (McKinsey, 2023).
2. Diversity alone is insufficient — without inclusion it triggers relationship conflict and coordination losses (Ely & Thomas, 2020).

3. Organisational culture is the decisive moderator determining whether diversity yields creativity or friction (Ju & Kim, 2025).

4. Diverse teams enhance organisational resilience under disruption (Duchek et al., 2020).

Implication: Diversity initiatives must be paired with inclusive leadership and structural supports for psychological safety.

1.Lorenzo, R., Voigt, N., Tsusaka, M., Krentz, M., & Abouzahr, K. (2018). How diverse leadership teams boost innovation. Boston Consulting Group (BCG).
2.McKinsey & Company (2020). Diversity wins: How inclusion matters. McKinsey & Company.

3.McKinsey & Company (2023). Diversity matters even more: The case for holistic impact. McKinsey & Company.

4.Duchek, S., Raetze, S., & Scheuch, 1. (2020). The role of diversity in organizational resilience: A theoretical framework. Business Research, 13(2), 387-423.
5.Ju, H., & Kim, Y. (2025). Bridging diversity and innovation: The moderating role of cohesive and hierarchical organizational culture. SAGE Open, 15(1).
6.Ely, R. J., & Thomas, D. A. (2020). Getting serious about diversity: Enough already with the business case. Harvard Business Review, 98(6), 114-122.

Mieszaniec Julia
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EMERGING CONCEPTS IN FINANCE:
THE IMPACT OF THE MARKET ENVIRONMENT
ON REVOLUT’S FINANCING MODEL AND COMPETITIVE ADVANTAGE
\. J

OBJECTIVE OF THE POSTER / RESEARCH
PROBLEM

The primary objective of this study is to analyze the impact of the market
environment on Revolut's financing model and competitive advantage.
The research focuses on identifying macro and micro-environmental factors that
shape the neobank's strategy during its critical transition from venture capital
(VC) funding toward sustainable profitability.

RESEARCH METHODOLOGY

This study employs a qualitative and quantitative analysis of Revolut’s strategic
shifts. It utilizes the PEST framework for macro-environmental scanning
and Porter’s Five Forces model to assess the micro-environment within the fintech
sector. Financial data and annual reports from 2023-2025 were examined
to identify trends in the neobank's transition to profitability.

SR

CONCLUSIONS

The financial data presented in Fig 1 confirms Revolut's successful transition
from a capital-intensive growth phase to a model of sustainable profitability.
This shift was driven by strategic agility and the ability to scale innovative
services rapidly across global markets. The significant growth in net profit since
2023 demonstrates that Revolut’s competitive advantage is no longer just its
technology, but its efficient monetization of a massive user base amidst changing
regulatory and economic conditions.

REFERENCES

J

Revolut Ltd. (2021-2025). Annual Reports and Financial Statements.
Porter, M. E. (1985). Competitive Advantage: Creating and Sustaining
Superior Performance. Free Press.

Deloitte (2024). The Future of Neobanking: Global Trends and Regulatory

Challenges. )
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SUBSTANTIVE CONTENT

( )
1. Environmental Analysis (PEST & Porter’s Five Forces):

« Macro Factors: Impact of evolving regulatory frameworks (AML/banking
licenses) and technological shifts, such as Al-driven risk assessment.

« Micro Factors: Intense rivalry within the fintech sector and the influence

« of established financial infrastructure providers.

2. Strategic Shift in Financing:

« Analysis of Revolut’s evolution from "growth-at-all-costs" VC-backed rounds
to a model focused on positive cash flow and diversified revenue streams
(subscriptions, trading, business accounts).

3. Competitive Advantage:

« Examination of strategic agility as a core competency, allowing for rapid

adaptation to market shifts and redefining traditional banking concepts.

\. J

FINANCIAL PERFORMANCE & GROWTH

@ Revenue (£m)

2022 2023 2024 2025

@ Net Profit (£m)
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\ Fig 1. Revolut’s Revenue and Net Profit Growth in 2021-2025 (in £ million).
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s Eﬁg:fé’gﬁ??v FROM INMOVATION TO GROWTH: HOW THE MEW
GEMERATION AND MANACEMENTSTYLE
STRENGTHENED MICROSOFT

— The aim of this poster is to demonstrate that an innovative approach and a shift in mindset can lead to

Z a significant transformation of a company. The study focuses on Microsoft as an example of an

organization that, through changes in management style and a generational transition in leadership,
achieved a higher level of development and innovation.

Micnosed's transdormalion Shiws that neal change sians with an
cpen mindsel. Embracing innavation, collabotation, and congimicus
leaening —whili moning iy om ouldated managemmm shybis—
hetlps organizaions growe. Supporing amploynes, SnNcouTaging mn
e, andd ghing fhem soace [0 develog can dive nnayation and
RN DN SUCCESS.

|'_'_'[' The most important Microsolt applications and services
o developed or significantly expanded during the CEQ tenure of
Satya Nadella:

AOCeaOoO

MAOOSOR ARt AdwiseeR 3RS Deselvns Copand P B

REFEREMNCES:
https:firsisinternational .orgfjounalsfijrissiarticles/leadership-strategies-of-satya-nadella-a-review-of -extant-literature/utm_source
hips:fpunktx. plblogfezy-wszyscy-wielcy-liderzy-sa-tyranami
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w MANAGING MULTILINGUALISM IN PRACTICE Patryk Mroz
udent o
THE EUROPEAN COMMISSION AND Economics and
Public
( THE EUROPEAN PARLIAMENT Administration at
1925 IN A COMPARATIVE PERSPECTIVE KUE
INTRODUCTION RESEARCH PROBLEM
Multilingualism is a cornerstone of the EU’s identity. The main objective is to examine the discrepancies
The EU recognises 24 official languages as being of equal | | between stated policy and everyday institutional practice
I status. Despite a common legal framework, the institutions | | in two areas:
have developed different practices for managing this || (D Internal communication: working languages,
diversity. documents, informal practices.
Ll | This analysis compares the European Commission (EC) || @ Formal language policy: regulations, training,
and the European Parliament (EP) in terms of how || intercultural competences. I
multilingualism policy actually works in practice.
™  HUMAN RESOURCES OF THE EC AND EP COMPARATIVE ANALYSIS
LANGUAGE SERVICES —
. European European
_ Criteria
Commission Parliament
Europaan Parfamant Working English, French, All 24 official
languages German (de facto) | languages .
- . Staff of DG TRAD & Internal o Dom}nance of Ful? 1nterpretat?0n
DGT staff including DG LINC communication | English during the sessions
~70% translators 50% translat .
o frans-asors Formal policy Multilingualism Multilingualism

Total cost of translation and interpreting in the EU:
~€1 billion per year (<1% of the EU budget)

Source: own elaboration based on references listed below.
KEY FINDINGS
» Both institutions profess to be multilingual, but differ in
how they put this into practice.
English dominates internal communication within the
EC, which limits the use of other languages.
The EP maintains full multilingualism in its plenary

sessions and committees.

In the EP, intercultural competences are developed in
a more systematic manner, whereas in the EC there is
a greater gap between policy and practice.

. The management of language barriers requires further
development, even though the cost of multilingualism is
low.

| & |

Training courses

Intercultural Optional training . ) |
. integrated into the
competencies courses
system
Informal Simplification into | Varies depending on
practice English the group e

Source: own elaboration based on references listed below.

SUMMARY
Despite a shared legal framework, the European Commission

and the European Parliament differ in their approach to
managing multilingualism due to their distinct
institutional mandates, with the Commission focusing on
the effectiveness of communication and the Parliament on
equal access to languages. As a result, the discrepancy
between policy and practice is systemic in nature and
points to the need for better monitoring of intercultural
policy and greater transparency regarding language use
within the EC.
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THE USE OF ARTIFICIAL INTELLIGENCE IN EDUCATIONAL ORGANIZATIONS
ANALYSIS OF ASSESSMENT PROCESSES AND DECISION SUPPORT

The dynamic development of artificial The aim of the study was to analyze the
intelligence has led to the increasing presence of possibilities of using artificial intelligence in
Al tools in education. Technologies Al support teachers’ work, with particular emphasis on the
teachers in preparing teaching materials, assessment of written assignments, and to
analyzing students’ progress, and assessing determine to what extent Al is capable of
written assignments. This is particularly reproducing the grading logic applied by an
important in the context of the growing workload academic teacher.

of teachers related to non-teaching duties.

The research examined the possibility of using artificial intelligence to support the assessment of written
assignments. The research material consisted of papers prepared by students of Preschool and Early School
Education, previously assessed by an academic teacher holding a doctoral degree.

The study involved the use of ChatGPT (GPT-5) to reconstruct the teacher’s grading logic and reproduce
assigned grades. The model analyzed previously assessed papers, identified recurring grading patterns, and
developed a heuristic decision-making model based on these observations.The grades generated by the model
were then compared with the original teacher assessments in order to determine the level of agreement and
identify the limitations of artificial intelligence in evaluating assignments requiring interpretation and deeper

reflection.
The analysis applied: The Al evaluated, among others:
« Natural Language Processing (NLP), e quality of argumentation,
« semantic and discourse analysis, o level of reflection,
« pattern recognition, « use of theoretical knowledge,
« heuristic reasoning, e coherence of the text,
+ arule-based scoring model. o concreteness and feasibility of proposed

solutions.

The study involved two different written assignments. The first task, an open letter to the Minister of
Education, included 38 papers, which were divided into training and validation sets in an 80:20 ratio. The
second task, “School 20507, included 32 papers, divided into training and validation sets in a 75:25 ratio.

In the case of the open letter to the Minister of Education, the agreement between Al-generated grades and
teacher grades was moderate. The model tended to average the grades, slightly lowering higher scores and
increasing lower ones. The average relative error was approximately 0.125. Higher accuracy was observed in
the “School 2050 task. In most cases, the Al-generated grades were identical to the teacher’s grades, and the
level of error was lower than in the first assignment. The results show that Al can support teachers in the
assessment process by increasing consistency and repeatability. However, the results also indicate that Al has
limitations in evaluating assignments requiring deeper interpretation, critical reflection, and sensitivity to subtle
qualitative differences.

Zalewska-Bochenko, A. (2024). Sztuczna inteligencja w procesie edukacji. Optimum. Economic Studies, 2(116), 194-210.
Berkowicz, A. (2025). Sztuczna inteligencja w organizacjach edukacyjnych: narzgdzia, obszary wdrazania oraz korzysci i ryzyka
stosowania Al. Al w organizacjach publicznych: rozwdj, zastosowanie, trendy i wyzwania: perspektywa interdyscyplinarna, 54-66.
Fazlagi¢, J. (2022). The development of artificial intelligence as a challenge for the education system. Artificial Intelligence (Al) as a
Megatrend Shaping Education. How to Prepare for the Socio-Economic Opportunities and Challenges Presented by Artificial
Intelligence, 24-37.

Mucha Julia, Glownia Szymon
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Analyzing the impact of organizational culture on the
acceptance and normalization of unethical tech and Al practices.

Tymoteusz Nawrocki

1. AUTOMATED TARGETING

System AL “Lavender” used by the IDF
created a list of over 37,000 potential
human targets in Gaza.

Human verification took just 20 seconds.

The military accepted a 10f% error margin,
meaning thousands of civilians could be
wrongly labeled as combatants based on
statistics, not hard evidence.

Operators treated the algorithm’s
decisions as binding, passing moral
responsibility to the “cold calculation”
of a machine.

LAVENDER AT
TARGET LIST

37,000+ |, 4

POTENTIAL
HUMAN TARGETS

HUMAN VERIFICATION

20 SEC.

ACCEPTABLE ERROR

10% hbidi

DEHUMANIZED BY DATA.
KILLED BECAUSE OF ALGORITHMS.

2. EMOTIONAL SURVEILLANCE

Facebook’s algorithms can detect when
teenagers feel “insecure”, “worthless”
or need a “confidence boost”.

They analyze posts and photos to identify
states like stress, anxiety, failure,
or feeling overwhelmed.

“The system could identify when users
felt worthless, helpless or like a failure,
and Meta extracted that information

and made it available to advertisers.”

— Sarah Wynn-Williams, former Meta
director & whistleblower, 2025

WORTHLESS
93%

STRESSED
91%

ANXIOUS

YOUR FEELINGS.
THEIR BUSINESS MODEL.

Paragon’s Graphite spyware can secretly
access everything on your phone -
messages, calls, location, camera,
microphone, files.

Such a tool can never be human rights
compliant and should be banned.

WhatsApp notified 90 individuals
they were targeted by spyware,
many of them jourmalists and

GRAPHITE |8 9

BY PARAGON m
DEVICE 1
COMPROMISED |

NO OVERSIGHT.
NO CONSENT. NO ESCAPE.

REFERENCES:

“ And it was done by people, just like you, you and me.

These people didn’t come from another planet. [...]

They were people, just like us. And it wasn’t Hitler who
arrested me, nor Goering, nor Goebbels. The shopkeeper,
the caretaker, the tailor, the shoemaker, the baker -
they suddenly got a uniform, an armband with a swastika
and thus they became - the master race.”

- Karl Stojka, Auschwitz survivor 2

e Amesty International, e +972 Kagazine, * Amnesty International, * US Senate Coemittee
&m]{ianee anta: How the business ‘Lavender’: The AL machine Euro?e: Paragon attacks on the Judiciary
model of o £ end Facebook directlng Israel's bosbing highiight Europe's growing Sarah-Wynn Williams hearing
treaatens human rights spree in Gaza"” spyware erisis

Visuals of the poster created with the assistance of AI tools.

Nawrocki Tymoteusz
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CONTINUOUS IMPROVEMENT CULTURE AS A
DETERMINANT OF BUILDING
ORGANIZATIONAL COMPETITIVE ADVANTAGE

How to build a competitive advantage? In an era of dynamic globalization, technology is no longer the most important factor
in building a competitive advantage. Organizational culture is gaining increasing importance. A continuous improvement
culture exerts its influence by using of its methods, employee engagement and constant process optimization. The aim of
the poster is to present the impact of continuous improvement culture on building an organization's competitive advantage.

quality
-l i WHAT IS CONTINUOUS IMPROVEMENT?
f‘fﬂﬁ Continuous improvement is a process of constant change, rooted in the
el K T z T management philosophy of Kaizen that engages all employees. It is based
KAIZEN on building a culture of mutual cooperation, where employees

collectively discuss and systematically solve problems’. The Kaizen
focuses on understanding and meeting customer needs, eliminating
waste, and improving quality. It strives for perfection and doing work
better and better2.

v ! MO
dﬁ continuous

success

CONTINUOUS IMPROVEMENT METHODS

LEAN MANAGEMENT THE PDCA (DEMING) CYCLE SIX SIGMA
It focuses on identifying value from the Plan (P) - identifying the problem, The name refers to a rate of 3.4 defects
customer's perspective, differentiating creating a solution and a plan per million opportunities, or six times
between value-added and non-value-

implementation

Source: Canva

added activities, and eliminating
waste3. It fosters a culture where all
employees are committed to cost
reduction, shortening lead times, and

Do (D) - implementing the plan in the
organization

Check (C) - checking whether solutions
introduced brought adequate results
Act (A) - standardization, implementing

the standard deviation, representing
the very high product quality this
method strives for®. It is essential to
create the ability to perform
measurements, collect data, and use it

improving quality*. solutions as a new norms.

gL 2T

to analyze quality levels?.

Source: Canva Source: Canva

BUILDING COMPETITIVE ADVANTAGE
The impact of continuous improvement culture on building an competitive advantage is substantiated by many researches.
Observed results in a study by Zaidi et al. regarding the significance of Lean Manufacturing in manufacturing and service
industries from 2018 to 2023 include: "The lead times improved by 32%; The cycle time reduced from 58.64 seconds to
50.2 seconds" - by implement Kaizen; "Waste reduced from 12% to 4% ; Defects decreased to 65%" - by PDCA; "Productivity
improves by 38%; The lead time reduced by 6.79%; Cycle time reduced by 68%" - by other methods of CI®. Applying the
methods of Cl supports the organization's functioning in a dynamic environment and contributes to building a competitive
advantage. Improving quality reduces costs due to fewer errors and delays, which improves productivity and leads to
market penetration with better quality at a lower price. A culture of continuous improvement facilitates easier and faster
achievement of set goals thanks to employee engagement and cooperation. To better understand the essence of
continuous improvement ypu can ask yourself questions propose by Deming:
is every job in an organization done better than the one before?
is there continual improvement of matirials, of selections of new emoployees, of the skills, and in methods to understand better
each new customers needs??

Source: Canva

REFERENCES:
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2Deming, W. E. (2018). Out of the Crisis, reissue. MIT press.

3Thangarajoo, Y., & Smith, A. (2015). Lean thinking: An overview. Industrial Engineering & Management, 4(2), 2169-0316.

46zwiakowski, P. (2015). Lean Management-metoda racjonalnego zarzadzania produkcja. Zeszyty Naukowe Dolnoslaskiej Wyzszej Szkoty Przedsiebiorczosci i Techniki. Studia z Nauk Technicznych.
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CROSS PROMOTION

AS A MODERN MARKETING STRATEGY

Leon Ochenduszko

‘ INTRODUCTION

) ‘ BENEFITS

( ) (
. . . Benefits of Cross Promotion
Cross promotion is a marketing strategy in
A ¢ Increased brand awareness
which two or more brands cooperate to .
, . e Lower marketing costs
promote each other’s products or services. « Access to new taraet audiences
Companies use this strategy to increase « Higher customer egngogement
brand awareness, attract new customers, « Improved brand image
and strengthen consumer engagement. « Increased sales opportunities
\ J N
~\ (
The main objectives of this study are:
¢ To explain the concept of cross promotion
¢ To analyze the advantages and disadvantages of Examples of Successful Cross Promotion
cross-promotional strategies
¢ To present examples of successful brand Spotify x Starbucks
collaborations . Spotify and Starbucks collaborated to improve
* To evaluate the impact of cross promotion on customer experience in coffee shops through
N e e e e e e e S ) music personalization and digital engagement.

‘Types of cross promotion)

GoPro x Red Bull
Both brands targeted audiences interested in
sports and adventure activities, creating highly

N\ engaging promotional content.
1. Social Media Collaborations
Brands promote each other thr9ugh social media Uber x Spotify
platforms such as Instagram, TikTok, and A
Facebook Uber users were able to connect Spotify
accounts and personalize music during rides,
2. Influencer Partnerships improving customer satisfaction.
Companies cooperate with influencers to reach
new audiences and increase product visibility.
\.

3. Product Bundling
Two brands combine products or services into one A
promotional offer. COhClUSIon
4. Event Partnerships
Brands cooperate during events, festivals, or . . . .

} Cross promotion is an effective marketing
conferences to increase exposure. : T

strategy that helps brands increase visibility,
5. Digital Platform Integration reach new customers, and improve
Applications and online services integrate features engagement. Successful partnerships can
to improve customer experience and brand strengthen brand image and support
\_ Visibility. ) business growth.

Ochenduszko Leon
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Clash of The Worlds:

How Generational Changes Affect
Organizational Culture

Work ethic refers to a set of values and beliea
about work that shape one's approach to
performing professional duties. Over the years,
both the work ethos and the organizational
culture have undergone significant changes.
Generation X, which grew up during the
economic transformation, particularly valued
job stability and loyalty to the employer. For its
representatives, work meant primarily effort,
commitment, and consistent pursuit of long-
term goals. However, Generation Z grew up in a
digital reality and in the context of the post-
growth idea, which is a response to excessive
consumerism. This concept assumes a change in
the current priorities and focusing on
sustainable development, which is not based
solely on economic growth. As a result,
representatives of this generation attach great
importance to work flexibility, maintaining a
balance between professional and private life,
and authenticity. It is important for them that
the work they do is meaningful, allows for
development and is in line with their individual

—
Representatives of Generation Z seek meaningful work that supports
personal development and aligns with their values. They are also
strongly connected to technology and expect freedom, feedback, and
opportunities for development. However, they differ in their approach
to life and career — the Z generation is more digital, dynamic, and
pragmatic, placing greater emphasis on mental health, inclusivity, and
financial security.

Against this backdrop, older generations, i.e. Generation X and Baby
Boomers, stand out with a greater attachment to stability, loyalty to
their employer, and a more traditional approach to work and hierarchy.
They are perceived as experienced, responsible and reliable, but less
often associated with flexibility or proficiency in new technologies.
Differences between all generations influence organizational culture,
which becomes more flexible, less hierarchical, and focused on
employee well-being. Companies must combine different styles of work
and communication, creating an environment based on cooperation
and understanding. Due to this, generational diversity can become a
source of innovation and competitive advantage.

values.

HOW ORGANIZATIONAL CULTURE
CAN COMBINE THE EXPERIENCE OF DIFFERENT

7N

may have - company's mission and strategy.

oping with stress and do They may have difficulty
s find themselves wellin  accepting criticism and coping
T C| nith emotions and stress.

Olszewska Klara
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The impact of leadership on organisational culture . Aum.m:
Dawid Polowiec

THE CASE OF APPLE INC. AND STEVE JOBS Martyna Pictrzyk
Zuzanna Rzodeczko

Introduction Key Question

This poster analyses how Steve Jobs” transformational How did Steve Jobs® leadership directly influence

leadership style shaped Apple’s inuque organisational Apple’s internal enviroment? Financtial impact of leadership culture:
culture and drove its global success. This chart illustrates
@ Apple’s dramatic financial turnaround following Steve
Jobs’ return in 1997. The culture of intense innovation
and product focus directly translated into exponential

revenue growth.

Steve Jobs’ Leadership Style Apples Organisational Culture © Ao i illons

201

« Transformational Vision: « Innovation & creativity:
Inspired employees with a clear vision to change the Creative thinking is at the absolute core of daily o
world. operations.
« Perfectionism: « Simplicity & focus: 08
Total focus on creating exceptional products and seamless Obsessive emphasis on simplicity in both products and
user experience. internal processes. o s
« Small teams: « High standards:
Empowered small, trusted and dedicated teams to innovate Strict culture of 11 and p Lo
rapidly. to every detail.
« Leading by example: « Secrecy & Confidentiality: ! ’ v “ " " h
& Set extreme standards of passion and attention to detail for Protecting ideas creates a unique, startup-like sense of Cultural Alligment & Loyalty
the entire company. mission.

High performance required deep emplyee comitment.

oo This metric highlights how effectively Jobs’ vision
& & & Coj aligned internal teams, resulting in extraordinary pride

and across the isation

Why This Topic?

Emplyee engagement
“Iam proud to work for Apple."
Leadership & nos only abown sravegy, I oreases dably norms: whan employeess value, how ey cooperane and
what Kind of wolk is ewastded
Apple was chosen becamse Sieve Jobs strongly connected vislon, product quatity and ceganisational culnime,
His appeoach helped bailld a oulsne of insovation, focus and excoplionad design,

* clear Nnk Between beader's vision and Lmernal values
= el b known exaimple of msovation and design ol
= shows, benetits and pressure of siiong Teadership

2 o7 EED - D - @ - 2D

®Yes  ©No

anclusion

Seewve Jobe’ leadership influmosd Apple thesogh vision, focus and demanding standands. These bebavicars became pan of Apple’s aiganisational culnge;
innovation. simplicily, searecy and pesde i produc quality.

The case sugpests that beadders shape culture by what they emphasive, rewand and repeat. However, o strong culeore can abo oneate pressaite, so leadership
needs boah ambition and tnest.

l(r_\' MEE R lcmlrnlip beconees culivee when wd behaviours become shared !!FI.’I‘.‘IHD‘IH,

\ 4
4 N\
References
1. Bascson, W, (30121 The Real Leadership Lessons of Steve Jobs. Harvand Busines Review,
2. Podotny, 1. M., & Himsen, M. T, {2000y How Appde 1s Organized for Innovation, Harvand Basiness Review,
3. Scheim, £ H, (20100, Urgangzanonal Culoee and Leadership, Jowsey-Bass,
A& Apple Inc. Anmual Repoms, 19972011, Revenue data nsed for the financisl graph
oo
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CULTURAL DIVERSITY IN VIRTUAL
PROJECT TEAMS

SUBSTANTIVE CONTENT

THE POSTER PRESENTS THE DEFINITION AND KEY FEATURES OF
VIRTUAL TEAMS, THE MOST COMMON INDUSTRIES FOR REMOTE
WORK, A COMPARISON OF INDIVIDUALIST AND COLLECTIVIST
CULTURES BASED ON HOFSTEDE'S CULTURAL DIMENSIONS
FRAMEWORK AND THE MAIN CHALLENGES OF WORKING |IN

OBJECTIVE OF THE POSTER

THE AIM OF THE POSTER IS TO ANALYZE THE CHARACTERISTICS OF
VIRTUAL AND MULTICULTURAL PROJECT TEAMS, WITH A FOCUS ON
CULTURAL DIFFERENCES BETWEEN INDIVIDUALIST AND
COLLECTIVIST SOCIETIES AS DEFINED BY HOFSTEDE'S CULTURAL
DIMENSIONS FRAMEWORK.

INTERNATIONAL PROJECT TEAMS INCLUDING CULTURAL SHOCK AND
ITS STAGES.

Introduction Industries that most often have the highest

roportion of remote workers. [2
Virtual teams are characterized by the use of electronic prop [2]

communication in daily work and the absence of a single, ® Germany
fixed location.

Some benefits include: Cost Reduction, Reduced 25

Employee Turnover, Increased productivity and Global >

market expansion. [1]

Virtual teams increasingly consist of people from diverse s |Il .ll ..I

o
cu Itu ra I ba C kgro un d S. Technology, Information and Media Professional Services Consumer Services

@ United Kingdom @ United States

Geert Hofstede Cultural Dimensions

One of the six cultural dimensions identified by Hofstede is Individualism vs. Collectivism, related to the degree to
which individuals are integrated into groups. [3]

Individualism

Collectivism

consciousness

Task prevails over relationship
Personal achievement valued
Transgression of norms — guilt

“We" consciousness

Relationship prevails over task
Group interest prioritized
Transgression of norms — shame

»

[ e

Examples: Germany, United Kingdom, United States. Examples: Asian, Latin American and African countries.

Other dimensions:

Uncertainty Avoidance Masculinity vs. Femininity Long Term vs. Short Term Indulgence vs. Restraint

==/

Sverre Lysgaard's (1955, as cited in [5])
U-Curve model

Cultural shock

Cultural shock is a phenomenon
experienced when entering an
unfamiliar cultural environment.

)

1.Honeymoon Stage
2.Cultural Shock
3.Recovery Stage
4.Adaptation Stage

Chadllenges in International
Teams and Projects

Working in multicultural teams involves:
conflicts in decision-making, differences in
communication styles and ambiguity in
roles and individual responsibility.
Therefore, a project manager must
develop competencies in building and
leading multicultural teams. [4]

[1] Qatamin, L. & Alkoud, S. (2023) The Benefits of Employing Global Virtual Teams in International Business, International Journal of Academic Research in Business and Social Sciences Vol.
13, No. 6, p. 2091-2095

[2] Liongosari, C., Fares, N. & Hood, R. (2024) Global State of Remote and Hybrid Work, LinkedIn Economic Graph, p. 4

[3] Hofstede, G. (2011) Dimensionalizing Cultures: The Hofstede Model in Context. Online Readings in Psychology and Culture, Vol. 2, No. 1, p. 8-16

[4] Juchniewicz, M. & Szewczyk, P. (2025) Wyzwania w zarzadzaniu wielokulturowym zespotem projektowym. Studia i Prace Kolegium Zarzadzania i Finanséw, (199), p. 120-125

[5] Alamri, B. (2018) The Role of Social Media in Intercultural Adaptation: A Review of the Literature, English Language Teaching, Vol. 11, No. 12, p. 78-79
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Beata Plekaniec, Inga Rydz

Organizational culture as a source or competitive advantage:
the case of IKEA

1925

POSTER OBJECTIVE:

Analysis of the role and impact of IKEA’s organizational culture on building competitive advantage in the global market. How do "The IKEA Way" values translate into strategy and results?

RESEARCH QUESTIONS:

3.How does IKEA integrate culture into relations with employees
and customers?

1. What are the core values of IKEA's culture? 2.How does IKEA’s culture support operational efficiency?

« Waste Reduction: The "waste is a sin" mindset drives lean logistics
and optimized supply chains.

« Flat Hierarchy: Fewer management layers speed up decision-making
and communication.

« Standardization: Cultural focus on simplicity enables global scaling
and efficient flat-pack distribution.

Simplicity and Humility: Avoiding bureaucracy and staying
grounded.

Togetherness (Tillsammans): Collaborative effort and shared
responsibility.

« Cost-consciousness: A constant focus on avoiding waste and
maximizing resources.

Leading by Example: Management that is hands-on and
accessible.

Co-worker Empowerment: IKEA hires based on value-fit, giving
employees the freedom to innovate.

Democratic Design: Values are delivered to customers through
products that balance quality, function, and low price.

Community Building: Programs like "IKEA Family" build a sense of
belonging and shared vision with the global community. Waste
Reduction: The "waste is a sin" mindset drives lean logistics and
optimized supply chains.

@

The company fosters a non-hierarchical environment
where every co-worker is encouraged to take
initiative and responsibility. This sense of ownership
leads to a highly motivated workforce that feels
empowered to improve daily operations from the
bottom up.

IKEA STRATEGY MODEL
CULTURE AS THE DRIVER OF SUCCESS
2.EMPOWERED CO-WORKERS

1.VALUE-BASED HIRING -
Responsibility at every level.

Hiring for attitude, not just skills.

IKEA prioritizes a candidate's personal values and
humble attitude over their technical skills during the
recruitment process. This ensures that new co-
workers naturally align with the company's culture,
reducing the need for long-term behavioral training.

LI

TRONG BRAND &

LOYALTY

3.COST-EFFICIENCY

1
==

ﬁ 5.BRAND ADVOCACY

\

Loyal employees and customers. 'Waste is a sin" mindset.

When employees and customers experience a brand
that genuinely lives its values, they become loyal
advocates for the company. This advocacy creates a
powerful cycle of trust that strengthens the brand's
global presence and attracts more value-aligned
talent to the organization.

4.DEMOCRATIC DESIGN

Quality products at low prices.

The cultural belief that "waste is a sin" drives
employees at every level to find ways to optimize
resources and reduce expenses. These savings are
achieved through lean logistics and the famous flat-
pack design, which minimizes storage and transport
costs.

Operational efficiencies allow IKEA to deliver high-
quality products that balance function, form, and

inabili at  an dable price. This
"Democratic Design" approach ensures that well-
designed home furnishings are accessible to the
many, rather than just the few.

SUBSTANTIVE CONTENT

1.Core Values: "The IKEA Way" 2. Employee Approach: Culture-Focused Management 3. Customer and Social Value: Democratic Design

This is where culture meets the market, creating a product that may
not be easily rivaled:

Democratic Design: Residential design based on 5 pillars: Function,
Form, Quality, Sustainability, and Affordability.

Sustainability: A culture of resource conservation translates into
"People & Planet Positive."

Co-creation: Engaging solutions in the process (e.g., through
assembly), which reduces costs and creates a bond with the
community.

« IKEA's culture isn't just about rules on papers it's about the everyday
lives of employees (collaborators):

« Empowerment: Employees at every stage are encouraged to organize
and take responsibility.

«+ Value-Based Hiring: IKEA recruits people whose personal values
align with the company's mission, prioritizing character over CVs.

« Leading by Example: Managers working side by side with a
trustworthy and flat hierarchy.

« The foundation of IKEA's advantage is a readily available set of
values that are effective every time the company uses them.

« Cost Awareness: Savings are not just about low prices, but also about
avoiding waste at every stage of production.

« Simplicity: Rejecting in the
resources and management structure.

« Togetherness (Tillsammans): Belief that working together brings
benefits greater than individual character.

lication of

IKEA IN THE WORLD

THE HUMAN DIMENSION GLOBAL ACCESSIBILITY FOR
PRESNCE EVERYONE
210K+ 100+ 450+
EMPLOYEES COUNTRIES STORIES
REFERENCES

CONCLUSION

1.Kamprad, 1., The Testament of a Furniture Dealer; IKEA, 1976

2.Beijerstam, E., & Berglund, J., 4 Global Working Place - a case study of IKEA, 2010

3.Hadiya Faheem & Debapratim Purkayastha, IKEA's Talent Management and Corporate
Culture, 2020

4.Bartlett, C. A., & Nanda, A., Ingvar Kamprad and IKEA,1990

IKEA's culture is not just a set of rules, but a way of life for the company, constituting a
powerful and hard-to-copy competitive advantage. The culture-driven model ensures market
resilience and long-term brand loyalty.

Plekaniec Beata, Rydz Inga

43



% %]

UNIWERSYTET
EKONOMICZNY
W KRAKOWIE

1925

- Natural differences
ADHD, dyslexia)
- Source of innovation and problem-solving

in cognition (autism,

. Competitive in modern
organizations

- Requires adaptive leadership

advantage

The Cognitive Value of Neurodivergent Teams
Neurodivergent individuals bring highly desirable
competencies to organizations, which become a source
of competitive advantage in the era of digital
transformation. These specific strengths include:
exceptional pattern recognition and hyperfocus;
meticulousness, precision, and advanced analytical
problem-solving skills;
unconventional divergent thinking (innovativeness)
and a high tolerance for repetitive tasks.

Although neurodiversity is increasingly recognized as a
strength, employer openness remains limited. The chart
illustrates current perceptions in the labor market.

Are employers open to hiring neurodivergent individuals?

Yes
7%

Not sure
37,4%

Source: Raport Fundacji JiM, s. 22.

Rogoz Karolina
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Karolina Rogoz

The
implications

of this poster is to present key
with
A scoping review was

for leaders  working
neurodivergent teams.
conducted

that fosters an inclusive organizational culture and
leverages the cognitive strengths of neurodivergent

individuals.

The Desired Leadership Profile (Key Competencies)
Managing a neurodiverse team requires leaders to
redefine traditional leadership frameworks and move
away from forcing employees to fit rigid norms. The
desired profile of a neuroinclusive leader rests on the
following pillars: V7
1. Cognitive empathy ',@- 7
« Understand different perspectives ’
« Build psychological safety
2. Communication flexibility
« Clear, structured instructions
« Based on SCARF model
3. Moderating differences
« Adapt team processes
« Combine thinking styles
4. Strength-based management
« Assign tasks to strengths
« Focus on results, not style
Implications for Organizational Culture sourecscams
« Individualization of the environment: An inclusive
culture requires creating physical and digital
workspaces free from sensory overload (e.g., quiet
zones, hybrid work options), which directly protects
the mental resources of employees.
Education and normalization: A neuroinclusive
leader acts as a role model, normalizes the use of
workplace  accommodations, and promotes
education about neurodiversity, transforming
"difference" into structural organizational capital.
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ELECTRIC VS. DIESEL POWERTRAIN: COST ANALYSIS &
ORGANIZATIONAL INNOVATION IN CAR FLEETS

\

and clients.

s

The aim of this poster is: Compare the Total Cost of Ownership (TCO) between electric and diesel delivery
fleets. Evaluate the financial viability of complementary investments in EV chargers and photovoltaic (PV)
panels. Assess how the green transition impacts organizational culture and shapes the reactions of employees

L

(Based on Arval Mobility Observatory & PSNM reports)

* Electrification Drive: Over 50% of companies in
Poland plan to integrate electrified vehicles within
the next 3 years. It is no longer a niche but a
mainstream operational standard.

Key Purchasing Criteria: Total Cost of Ownership
(TCO) has overtaken the initial purchase price.
Managers strictly prioritize long term savings over
upfront capital expenditure.

ESG Compliance & Supply Chain: Corporate
partners demand sustainability. SMEs in retail
distribution and urban logistics must adopt zero
emission transport to secure B2B contracts.

Infrastructure Synergy: Government subsidies
and affordable photovoltaic systems allow smaller
enterprises to drastically reduce their dependency
on external energy providers

-

Market Context & Fleet Trends %

/

/—( TCO & Infrastructure Analysis %

Cusiiatess TCO & Break Even Pads

e v, e
oy )

L T -y

~
N

Investment & Profitability

1008 Compacmon

=
= -

Model Parameters:
* 30,000 km annual mileage
* Avoided fuel cost at ~7 PLN/L netto
* 50% lower service frequency for EV
* 30% lower authorized service cost

N

CAPEX (Capital Expenditure): The initial investment for an EV
fleet is significantly (~40%) higher due to vehicle pricing,
charger installation and the necessary solar panel
infrastructure.

OPEX (Operational Expenditure): EVs offer drastically reduced
running costs. Avoiding fuel costs of ~7 PLN per liter through
internal free solar generation shields the company from grid
volatility.

ROI & Profitability: Despite the initial infrastructure barrier, the
combined electric vehicle and solar investment pays off within
4.1years, ensuring long term financial optimization.

Strategic Move: Consequently, fleet electrification is a strict
financial strategy that directly optimizes budgets. This
inevitable market shift is heavily secured by massive
automotive industry investments and EU policies. /

Organizational Culture & Social
Response

* Employee Perspective: Initial “range anxiety”turns
into high satisfaction. Drivers appreciate the quiet
operation and feel proud to use modern green
technology.

Client Perception: A zero emission fleet is a
powerful marketing asset that builds a modern
brand and attracts B2B partners prioritizing ESG
compliance.

Innovation Catalyst: Managing electric fleets and
solar infrastructure drives the adoption of digital
energy systems, accelerating the overall

K technological transition.

/

Conclusions

—C AN

e Core Strategy: Fleet electrification is no longer just
a Corporate Social Responsibility trend. It is a strict
financial strategy optimizing SME budgets.

Competitive Edge: Green logistics lower long term
OPEX and help companies win tenders that require
sustainable supply chains.

Cultural Shift: The transition to zero emission
mobility fundamentally modernizes the
organizational culture, boosting employee morale
and positioning the company as an innovative
market leader.

\

Sources: Arval Mobility Observatory (2025/2026) - Barometr Flotowy, Warsaw. PSNM (2025/2026) -
Barometr Nowej Mobilnosci, Warsaw. EFL (2025), Zielona transformacja w MSP, Warsaw

Rudek Maksym
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wiy Organizational Culture as a Key Determinant of Attracting and Retaining Top Talent

Yevhen Savytskyi

How to make an organizational The aim of my poster is to highlight the importance of good
culture a key reason for talents organizational culture in talent management and describe a
to work in your company? culture that values and supports high-performing employees.

Talented workers are pivotal for company aiming to get competitive advantage. Nowadays, they have big
prospects available in many fields and changing career preferences. A positive organizational culture is a huge
selling point for potential candidates, because it has a big impact on company’s atmosphere, employee
performance and their chances for development.

LPP is the largest Polish fashion company in Central
and Eastern Europe. It owns five fashion brands:
Reserved, Cropp, House, MOHITO and Sinsay. LPP
has more than 3700 online and stationary stores in 46
countries. They have reached that point through the
people-oriented organizational culture. LPP values
show company’s desire to grow — they are described
as FAST: Fire-fuelled (passionate about the
business), Ambition-driven, Success-focused and
Trust-based. The company attracts talented people
with the help of competitive salary, benefits (well-
being programme, clothing discounts in shops of their
brands, subsidized medical packages), a clear
development path and extensive training base. Also,

High-performance organizational
culture

Professional Purpose and Flexibility
growth and values and work-life
development alignment balance

Key Reasons Why Work o .
culture influences Talent Outcomes LPP check employees’ training effects by collecting
feedback, so development programmes can be
loomnm adjusted to eliminating workers’ skills gaps.
mnuon

Altracts Engages Exisling Drhu
Top Talont Employees Performance

Summarizing all above, a good organizational culture is based on respect, trust, people’s needs and company’s goals.
It is also open to changes and appreciating achievements. A positive organizational culture is the key to employees’
performance and success. Also, it is crucial to employer branding. Talented people want to work in companies where
they feel comfortable and have opportunities for continuous improvement. If the organization copes with this task, it
has very big chances to attract top talents and gain competitive advantage.

REFERENCES:

https://www.tmi.org/blogs/building-a-vibrant-work-culture-to-attract-and-retain-top-talent

https://www.lpp.com/en/

Savytskyi Yevhen
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SELLING WITHOUT SELLING:

— (4

We chose this topic because Red Bull

1935

) -

ing. By pr 2 . energy and

Red Bull creates a strong brand i
Tong-term customer loyalty

content marketing, a

of focusing only on the product itself, the company builds emotional connections, audience engagement and

SUBSTANTIVE CONTENT

Red Bull sl "

CONTENT, GRAPHS AND VISUALS

RED BULL

ON SOCIAL MEDIA
-

A GLOBAL COMMUNITY OF MILLIONS ————

o 6

YOUTUBE INSTAGRAM TIKTOK

28M+ 32M+ 21M-+

SUBSCRIBERS FOLLOWERS FOLLOWERS

’ @cmuum ;"i’ MiLLIOMS: OF

RED BULL STRATEGY MODEL

SELLING WITHOUT SELLING
INSPIRE O

PARTICIPATION BUILD
—_ T | CONNECTION
Shared vihess

and mathentic
EanpEEncEs

CREATE

E]ﬂ EXCITEMENT

U and
anbertaning
content

Communities snd
events drive
Frvohgment

RED BULL +

STRONG BRAND
EQUITY & LOYALTY

DRIVE
PREFERENCE

Proderence leads
15 furtural choecs

EARN
ADVOCACY

Fars becoms
ambassadors

NOT ABOUT THE PRODUCT. EMERGY. ADVEMTURE. PASSION -
ABOUT THE EXPERIENCE. A LIFESTYLE PEOPLE WANT TO BE PART OF.

CONCLUSION

Red Bull demonstrates that modern marketing is no longerfocused only on direct p

. Through . and social media presence the brand builds emotional connections and long-
{erm customer loyaly. The company successfullycreates a lfstle hat consumers want to identify with, roving thatsellng without slling’can be a cffctive markeling srategy

1. KOTLER. P, & KELLER. K. L. 2016). MARKETING MANAGEMENT. PEARSON EDUCATION

2.RED BULL. (2065). OFFICIAL RED BULL WEBSITE. RETRIEVED FROM:

3.YOUTUBE. (2026). RED BULL YOUTUBE CHANNEL. RETRIEVED FROM: WWW.Y
4INSTAGRAM. 026) RED BULL OFFICUL INSTAGRAM PROFILE. RETRIEVED FROM:
5.TIKTOK. (2026). RED BULL TIKTOK PROFILE. RETRIEVED FROM:

ITUB] (@REDBULL
WWW.

Sikorski Mateusz, Nicpori Maciej
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FOSTERING A CULTURE OF WELL-BEING ~ PaulinaSiwek
EKOMOMICZN Maria Zebrok

EKONOMICZNY The Role of Academic Work—Life Balance, Time
W KRAKOWIE

Management, and Stress

This poster outlines the research . . . . L. . .
P The aim of this poster is to present and discuss the results of empirical research on the balance between private life,
objective, problem, and questions

work, and academic responsibilities among students.
regarding Work-Life Balance and

academic stress among Polish TARGET GROUP: RESPONDENT KEYWORDS:
university students. It covers Students of Polish universities CHARACTERISTICS: Work—lifs balance
quantitative methodology, METHODOLOGY: Age: Primary age group 21-24 years (nearly 77%) Academic stress
respondent characteristics, and key Quantitative research Gender: Female: 67%, Male: 33% PSyChophySlC.al eouififign
findings concerning planning tools Online survey Mode of study: Full-time students: 98% Ps.ychosomatlc symptoms
and psychosomatic s TS Questionnaire consisting of 29 Employment: Students working while studying*: =82% Time management

P! ymp . questions (*Work-life balance is defined here as the integration of private Planning tools
RESEARCH OBJECTIVE: NUMBER OF RESPONSES life and studies, as well as professional work) Student burnout

Productivity pressure

The aim of this study is to analyze time COLLECTED: 106 responses
management tools and academic stress RES E RC H RE S ULT S

levels, alongside their impact on the

subjective assessment of Work-Life 1 Respondents reporting no stress—28.2% (30 people)—indicate an 83% success rate in maintaining work-life balance. Among those

Balance among students at Polish w experiencing stress frequently or very frequently (75.5%), the group is split equally: half maintain balance and half do not.

universities. It also focuses on identifying Conclusion: Stress acts as a destabilizing factor. As its intensity increases, maintaining balance ceases to be the norm and becomes a matter of
psychosomatic symptoms and evaluating chance. Low stress is a primary factor supporting balance, whereas high frequency significantly reduces the likelihood of a subjective sense of
how planning methods influence harmony—from approximately 83% to 50%.

perceived pressure and anxiety withina To what extent do you agree with the statement: i : 2 Resp ondents identified the following as
research group of over 100 participants. “I manage to maintain a balance between studies, work, ::::;:&:,2rtf::::z:;jff:fess relaced o balancing »  the primary stressors: the exam session

RESEARCH PROBLEM: and personal life.” Son 81};:6““ Now (77.4%), a high volume of projects and
8,5¢

assignments (60.4%), and pressure from
As academic and professional demands

their own expectations (54.7%). The results
increase, students increasingly turn to

do not suggest that social pressure plays a

i 1 Rather dis . o o . . .
planning and time management tools. e significant role—family situation was cited
Despite their widespread availability, the by 6.6% of respondents, and family
ability to maintain balance varies, and expectations by 13.2%. Conversely, 42.4%
these applications can even intensify the of those surveyed indicated that stressors
pressure to remain constantly productive. o . stem from the environment.

echer agree nor isagree
The research problem concerns the e S0%
assessment of students’ Work-Life
Balance levels, considering primary Regarding the question "Does using planning tools effectively reduce stress and the feeling of being overwhelmed by responsibilities?”, 51%
stressors, psychosomatic symptoms, and . of res!oondents a.glieed that it lowers t?lexr stress levels and mitigates workload pressu.re‘ ?—Iowever, c.ros.s—feferencmg tk}ese responses with the
drovaileren e i question "Does using planning tools increase the pressure to be constantly productive?” reveals a significant correlation: half of those who
paradox of these tools. find these tools helpful also experience constant productivity pressure.

This suggests that planning tools have an ambivalent impact—improving organization and reducing stress while simultaneously

RESEARCH QUESTIONS: reinforcing the drive for continuous productivity. Ultimately, the effectiveness of these tools depends on individual usage and attitudes

. L toward rest, highlighting the need to avoid trading the stress of chaos for the stress of perceived underachievement.
1. What is the subjective stress level > highlighting 8 p

experienced by students at Polish 4 Respondents report frequent use of time management tools — only 9.8% indicate that they update their schedules less than once
]

universities, and are they able to a week. 62.3% of respondents state that they often or very often complete planned tasks, while 31.2% admit that they often or

maintain a balance between academic, very often abandon their plans.

professional, and private life? Conclusion: despite widespread use of planning tools, their effectiveness in task execution varies — most respondents remain

2. What are the primary stressors consistent, however nearly one-third struggle to follow through with planned activities.

(tension-inducing factors) in a

o Tuse planning cools in a regular and practical way To what extent do you actually complete the How often do you update your plans and schedules? Do you ever stop planning after a few days or
student's life, and to what extent do (¢g, I systematically update tasks and acwually tasks/activities planned in your tools? weeks?
they stem from academic pressure and D TR ) T
Toa very large extent Less often 6%
labor market demands? s s Oncea weck 9.8%

3.Does the use of planning and time
0 Yes, often

management tools (digital calendars,

24,6%
task-manager apps) actually reduce s Toamodere xtenc
stress and the feeling of being
0
overwhelmed, or does it become an & & »ﬁ& & ﬁf’
g 55 < .
additional source of pressure to be s‘éé\ & & Q&a‘ @@‘ -
o a large excenc
o o
productive? e"y‘ £ Severaltimesa week 213
4.To what extent do students who report 2
using planning tools utilize them in a o
li lg)lP d & tical 5 The most common psychosomatic symptoms among students Chronic fatigue
reliable and practical manner? Sleep problems
i P ) during periods of increased workload intensity include chronic e
5. Which psychosomatic symptoms . K L X Headache
T B p— W —_—" fatigue, irritability, nervousness, anxiety symptoms, and et
s . . . )
ion headaches. s1 decreased concentration. Furthermore, a comparison with what Anxiety symptoms
€., tension hcadaches, sicep dents identi bl indi drnah Gastrointestinal issues
Ty T Yoy students identify as most troublesome indicates that the more e
3
. frequently these symptoms occur, the more burdensome they .
commonly accompany students during : All somatic symptoms
are perceived to be. 0 20 40 « 20

periods of intensive study and work?

42.5% of respondents declare that they do not use any time management tools.
35.8% report experiencing anxiety symptoms, and 32.1% report sleep problems — which may be a concerning signal.
71.7% report a lack of time for rest.

. - S ! \ =
48.1% state that they are able to refuse additional responsibilities when they feel overloaded. / dZBNIE

One-third of respondents report that their average sleep duration on weekdays is 5-6 hours or less (2%).

Siwek Natalia, Zebrok Maria
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Jan Jakub Tyrawa

THE IMPACT OF THE WAR IN UKRAINE ON ORLEN’S FINANCIAL RESULTS

STRATEGIC RESILIENCE AND ADAPTATION IN TIMES OF GEOPOLITICAL CRISIS

Introduction

The escalation of the armed conflict in Ukraine in
February 2022 triggered a massive shock in
global energy markets. As the largest multi-
energy conglomerate in Central and Eastern

Europe, Orlen faced immediate supply chain
disruptions, extreme volatility in crude oil and
natural gas prices, and the urgent necessity to
diversify away from Russian hydrocarbons. This
geopolitical ~ shift drastically altered the
company's refining margins, cost structures, and
overall profitability, requiring a new approach to
financial risk management.

Challenges and opportunities

The crisis presents a dual landscape. Challenges
include extreme market volatility, securing new
supply chains, and the financial burden of state-
mandated energy price caps. Conversely,
opportunities arise to accelerate the green transition
(RES), finalize strategic corporate mergers, and
secure Middle East partnerships to strengthen
Orlen's long-term independence.

The purpose of the poster

The purpose of this poster is to analyze how the
outbreak of the war in Ukraine and the resulting
geopolitical crisis impacted the financial performance
of PKN Orlen. It aims to evaluate the shifts in
revenue, the financial effects of raw material
embargos, and the strategic adaptations in the
company's financial management during a period of
unprecedented market volatility.

Key financial impacts

« Record Refining Margins
Global fuel deficits led to historically high
refining margins, temporarily boosting operating
profit (EBITDA LIFO).

« Costs of Supply Diversification
Phasing out Russian crude required securing
more expensive alternative supplies, increasing
procurement costs.

« Macroeconomic Pressures
High inflation, a weaker PLN against the USD,
and new windfall taxes heavily impacted net
profitability.

« Strategic Consolidation
Geopolitical threats accelerated mergers with
Lotos and PGNiG, creating a resilient multi-
energy giant.

Orlen S.A. (2023), Integrated Annual Report 2022: Operating in an environment of unprecedented volatility.

Centre for Eastern Studies - OSW (2023), The impact of the EU embargo on Russian oil on the CEE energy sector.

International Energy Agency - IEA (2023), World Energy Outlook: The Energy Crisis and Market Shifts.

Sokotowski Jakub, Tyrawa Jan
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JUSTYNA STAFIRA

GLOCALIZATION

how multinational corporations adapt marketing campaigns
to cultural differences

‘Objective of the poster

) ‘ Introduction )
4 4

Purpose of this poster is to highlight that\
organizational flexibility and cultural sensitivity are
essential to maintain brand effectiveness among the
challenges of cultural blending. It explains how
standardization can be combined with localization,
using cultural intelligence, data analytics and local
\pclrtnerships in a strategic mix that brands can use.

‘ Case studies )
p

Glocalization is a concept that merges globalization
and localization, focusing on how global entities
adapt to local cultures and markets. It reflects the
necessity for international businesses to tailor their
products and strategies to align with regional tastes
and practices. It is gaining importance due to
\ongoing globalization processes.

J

McDonald’s

Diversified offers: vegetarian
menu (McAloo Tikki) and avoiding
beef in India, Teriyaki burgers and
localized desserts in Japan,
standard American menu (Big
Mac, fries) in USA.

Brand Consistency Maintained:
golden arches, fast service model,
service standards, core branding
and promotional themes.

Certily

Diversified offers: ads featuring
Bollywood celebrities and festive
campaigns during Diwali in India,
focus on family gatherings and
national pride in Mexico, emphasis
on Confucian values and harmony
in China.

Universal Brand Message:
happiness, togetherness, sharing
and unity refreshing moments.

Mg

Diversified offers: ads promoting
discipline, collective success, and
youth empowerment in China, focus
on local athletes and community
upliftment in South Africa, individual
achievement and competitive spirit
in USA.

Brand Consistency Maintained: "Just
Do It" slogan, performance-based
positioning, innovation in sportswear,

high-performance identity.
\ J

‘ CSA Research’s "Can’t Read, Won't Buy") ‘ Kantar “The Power of Cultural Connection)

When faced with the choice of buying two similar
products, | am more likely to purchase the one that
has product information in my native language:

Brands using effective cultural connection are

) <9

W Strongly agree

W Agree
Disagree .
| Strongly disagree 79% 48% l.nore
meaningful

more unique
for customers

N=8, 709 respondents
than their competiton.

‘ References )
-

~\

Reference: CSA Research. (2020). Can’t Read, Won't Buy.

‘Conclusion )

(According to the research, role of glocalization in the )

success of multinational corporations is crucial.
Examining case studies demonstrates how brands
successfully blend global standardization with local
cultural  adaptation.  Findings  emphasize  that
organizational flexibility and cultural sensitivity are
essential tools for maintaining brand resonance in a
\fragmented global market.

Sahu, P. and Pattanayak, S. K. (2025). Study on cross-
cultural branding: How global brands adapt in local
markets. International Scientific Journal of Engineering and
Management, 4(6).

CSA Research. (2020). Can’t Read, Won't Buy.

Kantar. (2026). The Power of Cultural Connection: Moving
Beyond Trend Chasing.
https://www.investopedia.com/terms/g/glocalization.asp

J \. J

Stafira Justyna
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Magdalena Szwarc

Decoding Diversity:

Determinants of Effective Communication ini Multicultural Tieams

Identifying Drivers, Barriers, and the Language-Trust Nexus

Context

The importance of studying communication in
multicultural environments is driven by modern trends such
as globalization, the informational revolution, and
technological progress. In today’s global business landscape,
multiculturalism is a daily reality for Multinational
Companies (MNCs), which are often geographically
dispersed, challenging the interactions between individuals.

The primary objective of this study is to
identify the key conditions and determinants
that  influence the effectiveness of
communication processes within
multicultural team environments.

Source: Canva

Methodology / Research Approach

The Linguistic Lens: Beyond Translation

Language is recognized as a critical challenge to MNC theory and performance.

@ Perception of Diversity: Surface-level language diversity can create perceptions of "deep-level" diversity

among team members.

@ Cognitive and Emotional Impact: Language barriers trigger both cognitive and emotional reactions,
which directly influence perceived trustworthiness and the intention to trust within a team.
Knowledge Sharing: Weak pronunciation or a recipient's unfamiliarity with a subject can lead to
misinterpretations. Furthermore, the "fear of losing face" often causes individuals in multilingual settings

to pretend they understand information when they do not.

Cultural Context and Communication Styles

High-Context (HC) Low-Context (LC)

Indirect, implicit, and layered.
Messages are "hidden" between the
lines.

Communication Style

Relationships: Building trust and
long-term rapport is a prerequisite for
work.

Primary Focus

Crucial: Body language, silence,
tone of voice, and social status carry
the message.

Non-verbal Cues

Conflict Resolution lnd_lregt:_ Aimed at "saving face" and
maintaining group harmony.
Polychronic: ~ Time is  fluid;
schedules  are  flexible  and
subordinate to relationships.

Time Orientation

Diffuse: Information is shared
through informal networks and social
context.

Information Flow

Direct, explicit, and literal. What is
said is exactly what is meant.

Tasks: The objective and the
information are more important than
the relationship.

Secondary: Emphasis is on verbal
precision and written documentation.

Direct: Issues are addressed openly
and separated from the individual.

Monochronic: Time is a
commodity; punctuality and
deadlines are strictly followed.

Focused: Information is shared via
formal  channels and  explicit
instructions.

Interpretation: Understanding these differences is vital for multicultural teams to avoid
'non-verbal misinterpretations' and to build 'integrity-based trust'.

Conclusions

This study employs an Integrative Literature
Synthesis  of secondary qualitative and
quantitative data.

Source: Canva

The development of Intercultural Competence (IC) is a key
condition for overcoming communication barriers.

@ Models of IC: Frameworks such as Deardorff’s Pyramid and Process
Models emphasize that IC is comprised of attitudes (respect,
openness), knowledge (cultural self-awareness), and skills (to
interpret and relate).

@ Management Strategies: Effective management involves using
"inclusive language" (language sensitivity) to prevent offense and
encourage tolerance. Organizations should also provide training
sessions on cultural competency and inclusiveness.

Trust and Psychological Factors

Trust acts as a vital mediator between team inputs and
performance outcomes.

Trust Formation: Language barriers affect both ability-based
(cognitive) and integrity-based (affective) trust.

Establishing Trust: A trusting environment requires that the
value of knowledge sharing is visible, trust is ubiquitous
throughout the organization, and it flows downward from
management.

. Multifaceted Nature: Communication
effectiveness is determined by an interplay of
linguistic proficiency, cultural intelligence (CQ),

REFERENCES:

Effective communication in multicultural teams is
not merely a product of language proficiency but a
complex interplay of cultural context, psychological
safety  (trust), and developed intercultural
competencies. Overcoming "ramp-up stickiness"—
the difficulty in utilizing acquired knowledge—
requires active management of both linguistic and
cultural barriers.

Source: Canva

and emotional trust.

Management Role: Leaders must actively
mitigate "language-induced anxiety" to ensure that
diversity remains an asset rather than a liability.
Competence over Compliance: Success requires
developing deep intercultural competencies rather
than just following surface-level diversity
protocols.

Lifintsev, D. S., & Canavilhas, J. (2017). Cross-cultural management: Obstacles for effective cooperation in multicultural environment. Scientific Bulletin of Polissia.

1 C

i, M. (2025). An

ion N Framework For Culturally Diverse Organisations. Journal of Intercultural Communication.

Tenzer, H., Pudelko, M., & Harzing, A.-W. (2014). The impact of language barriers on trust formation in multinational teams. Journal of International Business Studies.
Miiki, A.-R. (2015). The barriers of knowledge sharing in multicultural organization. Master’s Thesis, University of Oulu.
Votava, J., & Bakay, M. E. (Eds.). (2024). Multicultural Classrooms: Inclusive Learning and Teaching in Higher Education. Czech University of Life Sciences Prague.

Szwarc Magdalena
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Karkonoska Akademia Nauk
Stosowanych

Anna Karkus, Diana Tataryn

Tytut

v

Model wspétpracy miedzykulturowej na przyktadzie dziatalnosci Fundaciji
Ankizy Gasy w kontekscie globalizaciji

Hipoteza

» Model dziatania Fundacji Ankizy Gasy
sprzyja przetamywaniu barier
etnocentrycznych i wzmacnia wspétprace
miedzykulturowa.”

Bibliografia

1. Mackay, H. (2004). The globalization of culture?. In
A Globalizing World? (pp. 44-81). Routledge.

2. Wani, H. A. (2011). Impact of globalization on world
culture. Research J. Humanities and Social
Sciences, 2(2), 33-39.

3.Wtasne badanie ankietowe

Wyniki

Wyk.1 Wyniki badan dotyczace opinii na
temat dostosowania metod pracy w krajach
rozwijajgcych sie

@© Wdrazanie standardéw zachodnich 16%
Kompromis migdzy tradycja a nowoczesnoscia 55%

@ Petne dostosowanie sig do kultury lokalnej 29%
100

80
60
40

e o o 20

Cel badania

« Analiza modelu wspétpracy
miedzykulturowej realizowanego przez
fundacje, ze szczegélnym uwzglednieniem
mechanizméw przetamywania barier
etnocentrycznych w warunkach globalizaciji.

Metodologia

« Zastosowano analize deskryptywna
dokumentaciji statutowej, sprawozdan rocznych
oraz materiatéw informacyjnych fundaciji z lat
2011-2026. Uzupetnieniem byta analiza
jakosciowa relaciji i raportéw wolontariuszy
zaangazowanych w dziatania terenowe na
Madagaskarze.

Wyk.2 Wyniki badan dotyczace opinii na
temat doboru najlepszej formy pomocy dla
krajéw rozwijajacych sie

® Wsparcie finansowe 13%
Edukacja i wymaganie wiedzy 29%

@ Budowanie infrastruktury 29%

@® Wspdlne wypracowanie rozwigzan z lokalng spot. 2...

. I

Zrédto: badanie wtasne

Whioski wskazuja, ze analizowany model stanowi przyktad efektywnej wspoétpracy miedzykulturowej, w ktérej

ot globalizacja petni funkcje narzedzia wyréwnywania szans edukacyjnych. Kluczowe znaczenie ma inwestycja w
e e e kapitat ludzki, sprzyjajaca dtugofalowej samodzielnosci wspieranych spotecznosci.

Tataryn Diana, Karkus Anna
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The impact of Generational differences on organizational culture

Generational diversity shapes organizational culture through different This poster examines how generational diversity affects organizaticral culture,
focusing on Generations X, Y (Millennials), and Z. It highlights key

ditterences in approaches to leadership, motivation, technology use, and
waork-life balance, While generational diversity may lead to communication
challenges and conflicts, it also offers opportumities for knowledge sharing,
innovition, and arganizatonal learming

values, work styles. and expectations. While these differences may create
communication challenges, they also support innevation, collaboration,
and knowledze sharing, A stromg and inclusive culiure helps organizations
turn generational diversity into an advantage.

GENERATION X ﬁ: ITE::L'&H GENERATION 2
1965 - 1980 - e 1997 - 2012
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Flaszewska, 5., & Szymanska, K. (2024). Multigencrational Teams from the Perspective of Knowledge Management Based on the Example of a
Selected Public University. Zeszyty Nawkowe Universytetn Ekonemicznego w Krakowie / Krakow Review of Economics and Maragement, 1{1003),
5163, Gawel, W, (2017). Social Responsibility in the Workplace — Evolution and New Meaning, Eveopa Reglosir, 32, 19-30,

Trojak Natalia, Szczepaniak Natalia
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HR CONTROLLING AS A TOOL FOR DESIGNING AND
MONITORING EMPLOYEE MOTIVATION

HR Controlling
management by monitoring HR processes and

supports human resource
evaluating employee motivation systems. It also
highlights the role of motivation tools and digital

HR solutions in modern organizations.

HR Controlling is a management process that
combines controlling methods with human
resource management in order to support strategic
and operational decisions related to employees. It
involves collecting, analyzing, and monitoring
employee-related data such as turnover,
absenteeism, productivity, engagement, and

recruitment costs.

lower reqruitment costs higher productivity

40% 22%

lower burnout risk

higher engagement

100%

The chart shows that effective motivational systems
increase employee motivation at all organizational
levels. Motivation among juniors increased from
30% to 65%, seniors from 40% to 75%, and
managers from 35% to 60%, demonstrating the
positive impact of well-designed motivation tools
on employee engagement.

References:

The objective of this poster is to analyse how
HR Controlling can support the design and
monitoring of effective employee motivation
systems in modern organizations.

Motivation systems are a set of financial and non-
financial tools used by organizations to increase
employee engagement, satisfaction, and
productivity. They include elements such as
bonuses, benefits, recognition, career development
opportunities, and flexible working conditions.
Effective motivation systems should be adjusted to
employee needs because properly motivated
employees are more committed, less likely to leave
the company, and contribute to lower organizational

costs.

Motivation Level Changes After Introducing
an Effective Motivational System

before @ after
80
'
« R T
20
junior senior manager

Nesterak J., Nowak M., Kowalski M. J., Controlling personalny w praktyce przedsigbiorstw dziatajacych w

Polsce, Warszawa, 2024 CeDeWu

Armstrong, M. Armstrong's Handbook of Human Resource Management Practice. Kogan Page, 2020.

Trojan Agnieszka, Zawierucha Barbara
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Comprehensive Introduction

Methodology:

Study Results

Research shows that GenAl has a leveling effect. The
productivity of the least-skilled workers increases by
as much as 34%, with negligible impact on experts.
GenAl also drastically shortens the learning curve, as
the technology allows employees with just 2 months
of experience to match the productivity of those
with over 6 months who work without such support.

The adoption of GenAl is rapid, as approximately
33% of surveyed companies use it regularly in their
business operations. However, there is a significant
gap in risk management. Although 56% of
organizations identify data inaccuracy as the main
threat, only 32% are taking steps to mitigate it. The
pace of technology adoption is clearly outpacing the
development of protective measures.

References

Tyksinski Konrad

THE INMMPACT OF CENERATIVE
—— P ===

ON KNOWLEDGE SHARING CULTUREQ

Konrad
Tyksinski

Research Problem

Analytical Hypotheses l:

Statisctical Findings

Learning Curve
@ Without GenAl @ With GenAl

GenAl Risk Management
60%

50%

40%

32%

Actual Risk
Mitigation

Risk

Significance
0%
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Anastasiia Vakhovska

New models of organizational culture and

Generation Z expectations toward the work
environment

Why organizational culture is changing?

Modern organizations now operate in multigenerational teams, which creates
differences in communication, learning styles, values, and work expectations.
Recent studies show that Gen Z has helped normalize flexible and hybrid work,
more open conversations about mental health, and stronger attention to
purpose and values at work. At the same time, many organizations still struggle
to adapt traditional structures and management styles to these expectations.

Objective of the poster

The poster presents how organizational culture is changing under the
influence of Generation Z and modern labor market transformations. The
study focuses on changes in leadership, communication, flexibility, well-
being, and employee expectations. It also compares Generation Z and
millennials to show how workplace priorities have evolved in recent
years.

What Generation Z expects from work?

For Gen Z, work should support personal life, development, and meaningful
contribution rather than dominate the whole identity of the employee. In the
PARP report, Gen Z places high value on happiness, family, passions, ecology,
independence, and health, and values justice, respect, tolerance, equality,
honesty, and freedom in the workplace. A mismatch between company mission
and personal values is one of the strongest reasons for rejecting an employer.

2. Values expected in the workplace culture
|PARP report, 2023)

100 ¢
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Gen I axp ganizations bo uphold |
respect Inclusion in everyday practices.

Bl Well-being and flexibility

Well-being has become one of the key elements of organizational
culture.
Deloitte data shows:

* 69% feel their employer takes mental health seriously,

* 72% feel comfortable discussing mental health with managers,

* 58% of Gen Z experience digital fatigue,

* stress and burnout remain major workplace challenges.
Flexible work is no longer treated as a benefit, but as a standard
expectation among younger employees.

WELL-BEING AND FLEXIBILITY: KEY EXPECTATIONS OF GENZ
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Purpose, relationships and

retention
Modern organizational culture is increasingly based on purpose and
social connection.
According to Deloitte:

e 96% of Gen Z and 97% of millennials say purpose at work is
important,
68% of Gen Z believe their work contributes positively to
society,
employees with close workplace friendships are more likely to
stay longer in the organization.
Young employees expect leaders to:

* provide support,

* communicate clearly,

« offer feedback,

¢ create a collaborative environment.

3. RELATIONSHIPS DRIVE RETENTION
Evmplcoyrt mith i vwirkplscs Irisndubinn ire o Sy
B gty A e orgenaation tor longes

Mo ot ipast ora closs friend at work
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B Sustainable growth and future

readiness

Generation Z and millennials increasingly value sustainable career
development over rapid promotion. Only 25% of Gen Z and 21% of
millennials prefer fast advancement, while just 6% see leadership
as their main career goal. Stress, burnout, excessive responsibility,
and poor work-life balance remain the main barriers to leadership.
At the same time, organizations face challenges related to
knowledge transfer and employee turnover. Deloitte reports that
only about half of young employees believe their team could
maintain performance if a key expert left the organization.

These findings show that the future of organizational culture should
focus on sustainable growth, collaboration, flexibility, mentoring,
and shared responsibility within multigenerational teams.

References:

Deloitte Global. 2026 Gen Z and Millennial Survey.

PARP. Pokolenie Z - czego oczekuje od pracodawcow?

Work War Z Report, 2025.

Cubukcu Cerasi, C., & Balcioglu, Y. S. (2024). Administrative Sciences, 14(229).
Nowicka, J. (2025). Pokolenia baby boomers, X, Y, Z na rynku pracy.

Vakhovska Anastasiia
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The Role of Oraé 111 I()lml
1 Culiure in {\{l)x' 1
Environmental and S T( Socls

This poster presents the concept of organizational culture and 1ts © This study aims to examine how organizational
influence on employee behavior and the functioning of enterprises culture influences environmental and social
It also shows how organizational culture supports the achievement | performance and supports the implementation

of social and environmental goals through varous means of ESG goals in enterprises

Organizational culture 15 a set of values, norms, principles, and pattemns of
behavior existing within an enterprise that influences the way employees act, the
relationships between them, and the achievement of organizational goals, It
defines the way members of the orgamzation think and behave and shapes the
atmosphere and style of the company’s functioning. The four main types are:

« Clan culture (collaboration, relationships. employee engazement)
. [ s iyl TS Higrarchy
« Adhocracy culture (innovation, creativity, flexibility)

« Market culture (results, competitiveness, efficiency)

» Hierarchy culture (control, stability, formalization) Stability

Organizational colture and social goals
Social goals relate to the company's relationships
with employees and society
Organizational culture influences these goals by
Creating a fnendly work environment
Supporting ethics and responsibility
Social engagement
Strengthening communication and cooperation
Supporting employee wellbeing
Studies show that organizations with a strong and
positive culture tend to have higher employee
satistaction, better teamwork, and stronger overall

performance %

wirce: Grreal Mlace To WiekoE In

Organizational culture and environmental goals
Environmental f-_l'l_'ﬁ.lif- Are I'Eléﬂﬂtl to activities mimed at
protecting the natural environment and minimizing the

company’s environmental impact, through

- « Creating environmental awareness and encouraging
management involvement

« Reducing CO; emissions,
» Innovation
Research shows that orzanizational culture serves as g

foundation for green innovation by creating

Source: Sorree: Muklitar &1 al (2029} Sacial Responsibiliy Journal, 20(2), 288 304 opportunities for sustainable growth
References . Summing up. organizational culture plays a central role in the long-term success ul'1
s A 2023) ating sl enterprises by h['lﬂ[-ﬂ'lj_; employee engagement, organizational performance, and social
and environmental outcomes. The four culture types contribute differently: clan
culture fosters collaboration, adhocracy drives innovation, market culture promotes
competitiveness, and hierarchy ensures stability and control. A strong and balanced
culture promotes ethical conduct, employee well-being, and green innovation, thereby

supporting ESG implementatiion and sustainable development

Wencel Julia
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Organizational Culture in the Face of Modern
Challenges: Insights from the Gallup 2025 Report

Introduction

Organizational culture shapes how employees work, connect,
and find meaning. Yet the Gallup 2025 State of the Global
Workplace report — covering over 160 countries — reveals that
something is fundamentally broken. Engagement has stalled.
Stress is at historic highs. Belonging is eroding.

The Employee Engagement Crysis

For the second consecutive year, global engagement has fallen
— now at its lowest since 2020, down from a peak of 23% in 2022.
Each 1 percentage point equals ~21 million workers.

20%

of employees are engaged globally

This means 80% of the global workforce is either not engaged or
actively disengaged — costing the world economy an estimated
$10 trillion in lost productivity, or 9% of GDP.

16% 64%

ACTIVELY NOT ENGAGED ENGAGED
DISENGAGED
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Source: https://www.gallup.com/workplace/349484/state-of-the-global-workplace.aspx

Employee Engagement By Region (2025)

United States and Canada

Latin America and the Caribbean
Southeast Asia

Post-Soviet Eurasia

Australia and New Zealand
South Asia

Sub-Saharan Africa

East Asia

Middle East and North Africa
Europe

0 5 10 15 20 25 30 35

Research Objective

This poster investigates how current global workplace
challenges affect organizational culture. Based on Gallup's
2025 data, it identifies a cultural crisis driven by
disengagement, declining wellbeing, and eroding belonging
— and asks: what must leaders do to rebuild?

Employee Wellbeing

All negative emotion indicators remain above pre-pandemic
levels. However, global 'thriving' (life evaluation) rose 1 point to
34% — the first improvement in three years.

9% 56%

SUFFERING STRUGGLING THRIVING

40% 23%

Daily Stress Daily Sadness
22% 22%
Daily Anger Daily Loneliness

Gallup 2025 reveals a striking paradox: Leaders report higher
engagement and wellbeing than those they manage — yet their
day-to-day emotional experience is far worse.

Al: The New Cultural Challenge

« Only 12 % of employees in Al-implemented organizations
strongly agree that Al has transformed how work gets done.

« 23% of workers in Al-using organizations fear their job will
be eliminated within 5 years — rising to 32% in finance and
tech.

« Employees whose manager actively supports Al use are
8.7x more likely to see it as transformative.

« 65% of U.S. workers say Al has had a positive impact on —
yet macro-level benefits remain elusive.

Recommendations For Organizations

1.Prioritize manager wellbeing — Burned-out managers
cannot build thriving teams. Support them first.

2.Champion Al adoption from the top — Managerial buy-in
is the #1 driver of Al transformation.

3.Measure culture at team level — Company-wide scores
hide dysfunction. Act on team-level data.

4.Address job insecurity proactively — Transparent
communication about Al's role builds trust.

5.Invest in intrinsic motivation — Meaningful, autonomous
work boosts engagement globally.

References: https://www.gallup.com/workplace/349484/state-of-the-global-workplace.aspx; https://www.empowerment-

coaching.com/post/raport-gallupa-2025-kluczowe-wnioski

Wnuk-Kamilov Zuzanna
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INTRODUCTION - THE CONTEXT OF
CREATIVITY AND INNOVATION

Modern organizations operate in conditions of
instability and rapidly changing environments.
In such circumstances, the ability to initiate and
adapt to change becomes particularly important.
Employee creativity can stimulate organizational
change and support the development of new and
useful ideas. The creative potential of employees
is therefore an important organizational resource
that can contribute to development and
increased competitiveness.

THE ROLE OF EMPLOYEE CREATIVITY IN
ORGANIZATIONS

Employee creativity refers to the individual
potential of a person, including resourcefulness,
entrepreneurship, and the ability to generate
new ideas. Organizations seek employees
capable of creative thinking and problem
solving because their ideas can lead to new
products, services, or ways of operating.
Employee creativity therefore plays an
important role in supporting organizational
creativity and innovation processes.

BARRIERS AND CHALLENGES TO

CREATIVITY
¥

Employee creativity can be limited by various
organizational and individual factors. Barriers
may include unfavorable working conditions,
financial or technical constraints, and
psychosocial factors such as fear of failure or
lack of confidence in success. Excessive control,
overly demanding expectations, and a lack of
managerial support may also reduce creative
thinking and limit employees’ willingness to
generate new ideas.

References:

1.https://dbc.wroc.pl/Content/36351/PDF/Krajewska-
Nieckarz_Uwarunkowania_Kreatywnosci_Pracownikow_i_Twor
czosci_Organizacyjnej_2016.pdf

2.http://cejsh.icm.edu.pl/cejsh/element/bwmetal.element.cej
sh-acf7cc84-bf31-46a2-9d8e-a871653dc7c5
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Julia Wojtasik

EMPLOYEE CREATIVITY AND ORGANIZATIONAL INNOVATION

e

Creativity refers to the ability to generate ideas
or solutions that are both new and useful in
a given context. It is related to a way of thinking
that involves identifying relationships between
different elements and combining them in
unconventional ways. The level of creativity
depends both on individual characteristics, such
as experience and thinking style, and on
environmental stimuli present in the workplace.

BENEFITS OF EMPLOYEE CREATIVITY

Employee creativity can be an important source of
competitive advantage for organizations. Creative
ideas make it possible to develop new solutions,
improve processes, and create new products and
services. Organizations search for innovative ideas
and creative employees through initiatives such as
innovation competitions and systems rewarding
creative suggestions. Using the creative potential
of employees can strengthen the competitiveness
and development of the organization.

CONDITIONS SUPPORTING
CREATIVITY AND INNOVATION

e ——

The development of creativity in organizations is
strongly related to the work environment.
Important factors include management style,
communication methods, workplace atmosphere,
and organizational support for innovation.
Creativity is supported by employee autonomy,
opportunities to take initiative, and constructive
feedback from managers. It is also important to
create an organizational climate that encourages
employees to propose new ideas and search for
innovative solutions.
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DIGITAL TRANSFORMATION
AND ORGANIZATIONAL
ADAPTABILITY

Introduction Digital transformation is a process of organizational change resulting from

o . . the implementation of digital technologies, leading to a transformation in the
Modern organizations operate in a dynamic and ; )
constantly changing environment in which the way a company operates. It includes, among other things, the use of
development of digital technologies significantly information systems, process automation, and data analytics, supporting

influences their modes of operation and business decision-making and increasing operational efficiency.

models. Digital transformation involves the

implementation of modern technologies as well as

the adaptation of strategies and processes to new Areas of technological support:

market conditions. Therefore, an organization's

ability to adapt becomes of key importance, - technical infrastructure

te:;é)g23;;:29?2?22?;;2?\?3;&:?uf]?taigge S « system and communication infrastructure
- application software

- integration of business processes with partners

Organizational adaptability refers to the ability to function and develop in a changing environment by
flexibly adjusting to new conditions and leveraging emerging opportunities.

It is reflected in: “

« the organization’s ability to respond to environmental changes
« the ability to adapt processes and strategies -
« the capacity to implement new technological solutions \
- a flexible approach to management and decision-making
L I

AE

TECHNOLOGY
CHANGES INlPRDCESSES
ORGANIZATIONAL ADAPTATION

EFFECTIVE USE OF TECHNOLOGY
Digital transformation provides organizations with new tools and technologies that change the way

processes operate and decisions are made. However, the mere implementation of technology does
not guarantee success. The key factor is an organization’s ability to adapt, which enables the
effective use of new solutions and the achievement of intended outcomes.

DIGITAL TRANSFORMATION — PROVIDES TECHNOLOGIES AND INITIATES CHANGES
ORGANIZATIONAL ADAPTABILITY — DETERMINES THE EFFECTIVENESS OF THEIR USE
TEKST AKAPITU

Digital transformation is a significant driver of change in the functioning of modern
organizations; however, its effectiveness does not depend solely on the implementation of
technology. The key factor is an organization’s ability to adapt, including operational
flexibility, the development of competencies, and the ability to adjust processes and
strategies. Only the combination of modern technologies with a high level of adaptability
enables the achievement of tangible benefits and increased organizational efficiency.

References:
1. https://eiol.sggw.edu.pl/article/view/11025
2.https://lexdigital.pl/transformacja-cyfrowa/ gg,
3.https://dspace.uni.lodz.pl/bitstream/handle/11089/55774/Karas_Transformacja_cyfrowa_-oa.pdf?sequence=1&isAllowed=y""
4.https://cmag.uek.krakow.pl/wp-content/uploads/sites/27/2022/12/CMQ2022_M3PL_FINAL.pdf
5. https://wiz.pb.edu.pl/akademia-zarzadzania/wp-content/uploads/sites/3/2025/12/2.1.-Agnieszka-Rzepka-Lukasz-Demzal-Drzewicki-Julia-Boiko-Rola-

kompetencji-kluczowych-w-adaptacji-Przemyslu-S.D_with_meta @ta.pdf?utm_source=chatgpt.com
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* RESEARCH PROBLEM

Identifying the reasons of introducing and the impact of the CHIPS and
Science Act on the American semiconductor industry, and attempting to
. forecast potential future consequences.

®'-— Source: Liberto (2025)

REASONS FOR INTRODUCING CHIPS ACT

Chips are the lifeblood of the modern economy, powering the core technology that runs everything from automobiles and smart
phones to nuclear submarines, aerospace, and quantum systems.

Chinese Taipei, Republic of Koreaq, the People’s Republic of China (PRC), Japan, and Singapore, together accounted for some 80%
of the world’s total wafer fabrication capacity in the 2018-2023 period.
The capacity for chip manufacturing in the U.S. has declined from nearly 40% of global supply in 1990 to its current standing at 12%.

Taken together, the above factors constitute the weaponization of global supply chains, creating a real threat to national security
and economic stability.

BIDEN ON AUGUST 9, 2022:

Allocation of about $53 billion for American semiconductor business:
| 1) $39 bin - manufacturing incentives
2) $11 bln - R&D
- - P 3) $2,2 bln - workforce development

% 4)$500 min - Security for ICT and SCA
" Furthermore, The act offers 25% investment tax credits for manufacturing equipment costs.

je | a #.%  KEYPROVISIONS OF THE ACT SIGNED INTO LAW BY PRESIDENT
L ol

it
Source: Kanno-Youngs (2022).

° . . N

EFFECTS AND POTENTIAL FUTURE OUTCOMES OF THE ACT:

p , . . . ¢ Alongside the Inflation Reduction Act and the
e Since implementation, over 80 semiconductor projects have been
. ) Infrastructure Investment and Jobs Act, the CHIPS Act
announced across 25 states, amounting to an estimated $450 3 i ) .
o~ . . has helped drive over $988 billion in private investment
billion of privats'secteiiKE ISR and $630.3 billion in public infrastructure spendin
Estimates that the CHIPS Act will help create 44,000 direct jobs in the i I g el
. . across U.S. electronics, clean energy, and industrial
semiconductor industry. manufacturin
Projects that by 2033, the U.S. will capture 28% of the global market X g- . .
share in advanced logic chips, nearly tripling its current share R e eiollncres ssllts share of global
9 PS, Y tipiing ' fab capacity, rising from the current 10% to 14% by 2032.

et SUMMARY

Semiconductors play a critical role in modern economies and national security. This
study examined the effects of the 2022 CHIPS and Science Act on the U.S.
semiconductor industry. With $52 billion in public funding, the Act has triggered over
$450 billion in private investments, supported job creation, and strengthened research
and development, contributing to improved supply chain resilience and a potential
increase in the U.S. share of advanced chip production in the coming years.

Source: Semiconductor Industry Association (2024)
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Artificial Intelligence in Management:
Revolution or Evolution of Decision-Making?

Background Research Objective Methodology
Artificial intelligence is increasingly used to support managerial

Ve

decisi Kine b b Jataset " The objective of this poster is to assess whether Al represents a This poster uses a literature review and conCeptual analysis to
ecision-making by processing ‘arge datasets, generating revolutionary shift or an evolutionary development in management compare automation- and augmentation-oriented views of Al in
recommenda.uons and automating selected tasks. However, its role decision-making. managerial decision-making.
remains ambiguous: does Al radically transform management, or h . Limitation:
does it mainly extend existing decision-making practices? Research question , i i
! Does Al replace managerial judgment, or mainly augment it? The study does not include primary empirical research.

Al-Augmented Decision-Making Process

- 1 E &% 1

Data Pattern Human Final Monitoring

collection recognition Recommendations judgment decision
\_ Al Al Al + Human Human Human Al + Human
Revolution vs Evolution I i / Risks and Limitations \
Ak, _ Managerial Implications o
evolution Evolution 1. Algorithmic bias

« Faster data processing « Human judgment remains necessary « Treat Al as a decision-support system, not a replacement for

« Large-scale pattern recognition « Builds on existing decision theories managers 1. Lack of explainability

« Automation of routine tasks + Gradual integration into workflows

« Generative Al supports analysis and  « Governance and accountability
strategy remain human-led

+ Build transparent governance and accountability mechanisms

Data quality problems

+ Develop employees’ Al literacy and critical judgment Overreliance on automated recommendations

[Alis i y in ility, but i y in ial practice.

» Combine algorithmic analysis with human responsibility

Unclear responsibility

- ~

1. Privacy and compliance issues /
/ Al in Management Areas
Area Al role Human Role Emplrlcal Ev|dence
Finance Forecasting, risk Accountability - N .
alerts Human—Al collaboration Automation— Productivity and analytical Governanpe ‘c_haII‘enge
Q Al is most valuable when it augmentation tension support Trust, explainability, bias and
EE augments human decision-making Al automates routine tasks, but Generative Al improves efficiency in accountability remain key
rather than fully replacing managers. strategic decisions require knowledge work and information barriers to Al adoption.
HR . q Ethical evaluation interpretation and accountability. processing.
§3% | Screening, analytics N ¢ Jarrahi (2018); Raisch & Krakowski OECD (2025)
"* and final choice (2021) Shrestha et al. (2019) Noy & Zhang (2023); Brynjolfsson, Li
= & Raymond (2023)
Marketing ) o .8 i i
Segmentation, trend 15% productivity increase 25.8% fa.s!er task Human oversight remains
&, Brand strategy and ’ ) 1
7] detection . Generative Al L A necessary
z understanding customer support productivity by 15% Developers using GitHub Copilot Al-supported decisions require
B on average in a study of 5,172 agents. c:mpl:led a C‘Jld'"g task 55.8% faster interpretation, verification and
. : than the control group. accountability.
Operations | Planning, Brynjolfsson, Li & Raymond (2023)
optimization, Prioritization Peng et al.,, 2023 Jarrahi (2018); OECD (2024)
strategy | Scenario analysis, Key interpretation
competitive Long term vision and Al improves spefed and efflc:eln.cy, put does not remove the
intelligence responsibility J \ need for human judgment, verification and accountability.
Emerging Concept Assessment N

Is it truly new?
Al is not entirely new as a decision-support idea, but generative Al changes the scale, speed and accessibility of analytical support.

Life-cycle stage
Al in management is moving from experimentation toward early institutionalization in business processes.

Business significance
Its key value lies in augmenting managerial judgment, improving analytical capacity and reshaping governance mechanisms.

From decision support to decision augmentation:
Decision Support Systems — Business Intelligence — Machine Learning — Generative Al — Human-Al Decision-Making

Main conclusion:

Al is revolutionary in technological capability, but evolutionary in managerial practice.
It changes how managers collect, process and interpret information, but does not eliminate the need for human judgment,
responsibility and contextual understanding.
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