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Purpose: The aim of the article is to present the organizational method of kaizen and Chinese
concepts related to self-development — gongfu i xiushen, which are typical of Asian countries.
Design/methodology/approach: The method of desk research was used in the study. Kazen,
gongfu, and xiushen derive from the major premises and values of the organizational cultures
in Japanese and Chinese companies. They are becoming more and more popular in Europe and
the USA. They are essential in managing change as they can develop key values necessary for
organizational improvement and support the implementation of organizational change
strategies. Therefore, they increase companies’ innovation on the market. The article presents
a brief description of the organizational culture and the essence of the concepts of kaizen,
gongfu and xiushen. It also presents a comparison of these approaches in terms of the cultural
conditions of the Japanese and Chinese economies.

Findings: In the context of management science, in the literature, there is a lot of information
on the Japanese concept of kaizen and very little of gongfu and xiushen. Although all of the
concepts developed in Asia and are related to improvement, they differ from each other.
Practical implications: The possibility of a future increase in the attention of non-Asian
managers on Chinese methods of improvement is recognized.

Originality/value: The new value is presenting the concepts of gongfu and xiushen within
management science. As well as the comparison of concepts of kaizen, gongfu, and xiushen.
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Category of the paper: research paper.

1. Introduction

Nowadays, there are many management concepts and methods that enable companies to
search for new better methods of improvement and development which enhance their

competitiveness and innovation. Values adopted from organizational culture as well as systemic
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solutions for continuous improvement become essential (Butler, Szwejczewski, and Sweeney,
2018) in improving the functioning and adaptation of the enterprise in the rapidly changing
environmental conditions. The concepts of kaizen, gongfu and xiushen are typical of Asian
cultures. The concept of kaizen is widely known in Japan and China whereas less known
concepts of gongfu and xiushen along with their main assumptions and goals are presented in
this article.

2. Organizational culture - general approach

In Every culture should be based on quality and improvement as well as safety, respect for
work, ethics and trust. These are the essential foundations of a solid organizational culture.
Without them it will be fragile and non-durable. Edgar Schein defines organizational culture
as: “(...) the basic model assumptions of a given group discovered or developed in learning to
cooperate with external adjustment problems and internal integration and that can be considered
valid and therefore can be taught to new members as the correct way to perceive, think and feel
in relation to those problems” (Schein, 2010; Witte and Muijen, 2010; Alvesson, 2011;
Sikorski, 2008). Organizational culture is a valuable asset of every organization as it develops
its potential, shapes its identity and earns internal and external recognition. Without developing
the organizational culture it is difficult to persuade employees to change and improve.
Both scientists and management practitioners point out that the strength or weakness of the
organizational culture may depend on such values as clarity, i.e. employees’ understanding,
behaviours desired in the organization and its standards. They may also refer to such aspects as
the degree of popularization or the depth of being rooted in the national culture (Kostera,
Kownacki, and Szumski, 2000; Schein, 2010). In case of the degree of popularization,
the problem is the extent to which culture should be known and shared by employees.
It is important that standards and adopted assumptions does not refer only to selected groups of
personnel or top management, but are clearly communicated to all employees. In the case of
the depth of being rooted, the difficulty may arise from the insufficient application of the norms
and values that a given organization represents (Sikorski, 2008; Wisniewska, 2021).
Among the determinants of quality some “soft” factors, which also include cultural aspects,
may be indicated. Therefore, meeting certain criteria requires focusing not only on the
appropriate use of knowledge, skills and medical technology, but also on developing
appropriate interpersonal relationships, working conditions necessary to develop employees’
talents, their competences that would allow them to properly develop and communicate, provide
a sense of certainty and identity which as a result would improve the entire organization (Lucas,
2005).



Organizational culture — Asian concepts... 283

There are many models that describe and identify the levels of organizational culture
(Sikorski, 2008; Patac, 2021). One of the most acknowledged theories developed by Edgar
Schein, emphasizes the multi-level nature of organizational culture’s structure. Artefacts are
among the most visible and yet most demanding levels of organizational culture (Schein, 2010).
They can be divided into linguistic artefacts (i.e. the manner and form as well as the language
of communication between members of the organization); behavioural artefacts
(e.g. organisational behaviours and customs) as well as physical artefacts (organization’s logo,
its trademark, characteristic equipment and elements of infrastructure, technology or other
material objects associated with the specificity of a given organization (Kostera, Kownacki,
and Szumski, 2000). Norms and values create a deeper and slightly less visible level of culture.
They are more persistent than artefacts and at the same time only partially visible and partially
realised. Norms and values are embodied in goals, strategy, quality policy, image and even in
employees’ characteristics of the organization. They are reflected in the company’s relationship
to the environment, in the features of the organizational structure and in the style of
management. Quite often values associated with improvement are considered in terms of the
national culture as they are embedded in widely acknowledged stereotypes and general social
principles of a given country. Therefore, national aspect plays a significant role in
differentiating improvement approaches, which are different in Japan and China. This issue will
be discussed in more detail in the next part of the article. The deepest, completely hidden and
unrealised level of the organizational culture is based on assumptions. Depending on what they
refer to, assumptions may be divided into reality and truth — they are essential for the
functioning of the organization and interpersonal relationships in it (Wisniewska, 2021).

All the listed levels of culture are related to each other and create a relatively permanent
structure. Organizational culture may vary in different national and social groups. For example:

e The Americans represent a pro-transactional, non-ceremonial, monochrome and diverse

culture.

e Germany represents a protractive, moderately ceremonial, monochrome and restrained

culture.

e The Poles are representatives of a moderately pro-partnership, ceremonial, poly-chronic

culture, with unstable expressiveness.

e The Japanese are representatives of a pro-partnership, ceremonial, monochrome and

restrained culture.

e The Chinese are representatives of a pro-partnership, ceremonial, monochrome and

restrained culture.

On the one hand cultural differences are obvious — each country has its own specific culture.
On the other hand, they significantly determine all socio-economic changes and their course.
These changes may be evolutionary as in Japan. Japanese permanent cultural structure is based
on traditional principles of collective cooperation and self-improvement (kaizen), derived from

entrenched Confucian tradition over a long period of time (Calingo, 2002). Long-term
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orientation or Confucian work dynamism is the extent to which society’s cultural values reflect
those of Confucianism. Long-term-oriented societies, or cultures high on Confucian work
dynamism have greater concern with the future and value thrift and persistence. Such societies
consider how their current actions could influence future generations. On the other hand, values
in short-term-oriented societies are oriented toward the past and present. There is respect for
tradition and fulfilling social obligations is a concern, but the here and now is most important.
Similarly, Chinese cultural values are based on Confucianism. However, in China changes are
extremely intense (due to the socio-economic revolution and organizational transformation).
The general idea of improvement is based on the verification of goals, mission, strategy,
organizational structure and knowledge (Nadeau, 2020). Knowledge is a key factor of
improvement. Since improvement is based on leadership styles and management of human
capital, it is possible to create new levels of organizational culture and thus build a unique set
of pragmatic values for the improvement of organizations and even entire societies. Hence the

concepts/ philosophies of: kaizen in Japan and gongfu and xiushen in China.

3. Japanese Kaizen culture

The concept of kaizen originates from the traditional Japanese ethical code of warriors
(samurai) — Bushido. This tradition has been reflected in all aspects of life including philosophy,
care for physical health, professional duties, improvement of culture, work, faithfulness and
courage. Even though samurai privileges were abolished in 1876, samurai code has been
applied in Japanese industrial and military concepts developed in the early 20th century. Later,
in the late 1940s, it was used in corporations and public administration offices.

The word “kaizen” is a combination of two Japanese words: kai — “change” — and zen —
“good”. Literally translated, it means “change for the better”. There are many definitions of this
concept in the literature on the subject. In the publication entitled “Quality Vademecum”
(Vademecuum Jakosci) kaizen has been defined as “gradual orderly and continuous
improvement, added value” (Pieczonka and Tabor, 2003, p. 86). According to another
interpretation, it may be defined as “the concept of management based on the constant search
and application of even the smallest improvements in all areas of activity, at every workplace.
It aims at achieving great success with small steps” (Bernais, Ingram, and Krasnicka, 2010,
p. 164). However, the most significant explanation of kaizen refers to the human factor:
“the striving of all employees at the decision-making and executive level to constantly improve
all aspects of company’s operations” (Mikuta, Pirtruszka-Ortyl, and Potocki, 2007, p. 217).
This approach is consistent with the original meaning of this concept promoted by Japanese
scientists: “Kaizen means improvement. In addition, it means continuous improvement in

personal, domestic, social and professional life. In the company, kaizen means continuous
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improvement of everyone — both managers and employees” (Brannem, and Kleinberg, 2000;
Imai, 2012).

The spreading of the Japanese concept of TQM in the United States, in which kaizen was
an essential element typical of Japanese quality management techniques (such as: zero defects,
the Edwards Deming cycle, quality circles, the prevention system, just in time), was crucial for
the development of this concept. According to this approach everything can be improved and
small steps can lead to the desired results. Everything should be improved, and improvement
itself should happen every day, by everyone, from small incremental improvements to big
strategic changes (Piasecka-Gluszak, 2011, p. 372). Kaizen should encourage employees to
improve the workplace, contribute to their greater independence and self-control. The basic
goal of kaizen is to improve three parameters: quality, cost and delivery time. This means
improving the quality of products and services, processes, as well as the final results, striving
to reduce costs at every stage of the organization’s operations.

The main benefits of using kaizen, through the gradual improvement of all aspects of the
company’s operations, include:

e cost reduction by reducing supplies, accelerating material flow, increasing labour

productivity and spending less,

e improving the quality, efficiency and effectiveness of work,

e reducing the time of completing orders,

e reducing the number of mistakes,

e increasing the efficiency of machines and devices,

e maintaining production continuity,

e greater customer satisfaction,

e improving customer service,

¢ introducing clear, legible standards and work visualization,

e reducing or even eliminating the number of deficiencies, errors and corrections, and

thus production costs,

e reducing changeover times,

e climinating, simplifying, integrating and automating processes,

e improving traceability and response time to production and quality problems,

e optimising distribution of production resources for more effective use of production

space,

e increasing the efficiency and comfort of work and others.

Improvement is the key element of the kaizen concept. It is slow and gradual, it applies to
various areas of companies’ operations, but most of all it refers to people and innovations
introduced by them (Negrdo et al., 2017). The human factor is the most important aspect of the
entire change process. The implementation of kaizen usually results in a new organizational

culture focused on improvement. It is primarily based on feedback provided by employees,
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who take the initiative in submitting new ideas. Therefore, it is essential to get feedback from
employees even for the smallest improvements. The main idea of this approach is based on the
assumption that everything in the company can be done better. One of the ways to achieve this
goal is to develop an employee suggestion system.

Constant search for small adjustments in all business areas and in every workplace,
may prevent companies from experiencing major problems in the future. Employees’
commitment as well as intensive cooperation between superiors and employees stimulate
further development. Therefore, improvement of the company should take place every day,
involve all employees and range from small incremental changes to great innovations.

The company’s adoption to kaizen requires the development of a new incentive system that
includes training and evaluation of employees, verification of improvements and new solutions
and defining rules for teams responsible for the implementation of individual tasks.
The new system must be adjusted to the changes that occur during the implementation of kaizen.
It is important to evaluate employees not only based on their results, but also their attitudes and
the effort they put into achieving results. Regardless of the advancement of kaizen
implementation, it is important to ensure that employees will benefit from their better and more
efficient work, provide incentives that will encourage employees to become more involved in
the process of permanent change. Material and non-material motivation plays an important role
in proper and fair remuneration of employees, however, in many cases non-material motivation
may be more effective. Non-material stimulus may increase self-esteem and sense of belonging,
job satisfaction or the sense of participation in the success of the organization (Karaszewski,
2006, p. 288). This type of management may also increase the broadly understood knowledge
and qualifications of employees, increase employees’ awareness of the need for organisational
improvements and allow to solve problems using new techniques and methods, which not only
will recognize and eliminate unfavourable elements but also will help to learn from mistakes
and create favourable conditions for implementing innovations and discovering new
opportunities. Proper use of these opportunities gives the company “the ability to dynamically
integrate, build, reconfigure internal and external competences in order to adapt to a rapidly
changing environment” (Szuster, 2011, p. 183).

Regardless of the level of advancement and preparation of participants as well as the
premises that drive enterprises to introduce changes, kaizen is generally recognized as very
profitable and effective. The main goal of many companies — resulting mainly from the need to
adapt to the changing environmental conditions — is to gain a permanent innovative advantage,
which may be achieved by implementing kaizen (Negrdo et al., 2017).

Important elements of kaizen concept ensure standardization and support system for
managing the change. In practice, once standards are defined they must be constantly improved.
This is the only way to upgrade existing conditions with continuous kaizen activities.
Nevertheless, the application of this concept does not exclude radical innovations — in fact, they
can be supported and strengthened by kaizen. It can affect not only the measurable economic
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results but also the behaviour of employees, their knowledge, skills, openness and commitment.
Therefore, the additional value of implementing kaizen is the increased awareness of employees
about the improvement needs of the organization (Farris, Aken, Doolen, and Worley, 2009,
p. 46). In this context, the combination of kaizen and improvement can be very rational,
because: “kaizen is understood as maintaining and improving standards by means of small,
gradual steps, and innovation is treated as a radical change related to large investments in

technology and/ or equipment” (Imai, 2007, p. 18).

4. Chinese concepts of gongfu and self-cultivation xiushen

Chinese word gongfu or kungfu / kung-fu is most often associated with martial arts wushu
(E0AR). This association has been so prevalent that the popular PWN Dictionary of the Polish
Language defined kung-fu as exclusively eastern martial arts, primarily unarmed, designed to
attack vulnerable points of the body (PWN Polish Dictionary). It derives from the exercises
originally designed to strengthen health, fitness and focus, which were used by the monks of
the Shaolin Temple in Henan Province (Tsang et al., 2008). For this reason this approach is also
known as Shaolin gongfu (/D#KIK). According to some studies the correct use of the
expression gongfu should include the full name of a martial arts style, emphasizing the highly
developed skills (Osuch, 2002; Ciembroniewic,z 2019). Some researchers, however, defend the
independence of this category, emphasizing that it was and is used by Chinese practitioners
who needed a new term to describe their own practices. (Partikova and Jennings, 2018).

The term gongfu is associated with martial arts, however, it does not only refer to
physicality, but also to self-improvement via meditation (Brzozowski, 2017), combining
external and internal forces. Hence, the reference to the concept of complementary opposites
of yin-yang (FfJPH). Gongfu has been associated with martial arts due to its exposure to popular
culture at the turn of the 1960s and 1970s and the fact that gongfu as an oriental martial arts
became a tool of cultural diplomacy (Eperjesi, 2004) or in other words soft power of influence
in the international arena. The constant practice of a combination of soft and brute force has
been reflected not only in sports but also in the business. Singapore Airlines, considered as the
leader of innovation in the airline industry, may serve as an example of using gongfu in
economy and management (Heracleous, Wirtz, and Johnston, 2005). In terms of business
activity gongfu has been applied in both private and public sectors (e.g. academic advisors)
(Yang, 2020).

Other popular application of gongfu is reflected in the phrase gongfu cha (J1 R %%/ LK 7)
that is the traditional way/style of brewing tea or even tea culture, which has been popular on

the Internet. Gongfu cha, as a masterful, skilful style of brewing tea combines the technical
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knowledge about brewing (procedure, application of given parameters, etc.) with the
atmosphere and aesthetic values associated with it. It is practised mainly in Chaozhou, Fujian
and Taiwan. There are three types of gongfu cha ceremonies: everyday (e.g. cultivating
relationships with family, friends and colleagues), the so-called “sophisticated” and
commercialized (d’Abbs, 2019). However, the word gongfu (3JJ°K/.°K) has a much broader
meaning than the two described above. It reflects potential skills and efforts necessary to
acquire them. It is not limited to any specific scientific discipline or sphere of life. The first sign
gong (1)) reflects the results and effects of work () and strength (77), meaning diligent work
and the effort associated with it. The sign fu (5%) indicates an adult male — manual worker.
It suggests expertise and proficiency in a given field. Therefore, it indicates activities that
require time, effort and patience (Berkshire Encyclopedia of China, 2009, p. 1413), as well as
the desire to achieve mastery in a given area. This meaning is reflected in the Chinese phrase
zuo gongfu (f31°K) which means practice; the phrase zhua gongfu (Y112} K) suggests finding
enough time. The saying “constant grinding can turn an iron rod into a needle” (R I R %,
Y B %) shows that with hard work, perseverance and commitment, even very difficult
tasks can be completed.

As discussed before, gongfu is not just about combat — aspects of defence, duelling and
competition — but also about self-development (Neskovi¢, 2020) and a much broader
philosophical background — the teachings of chan Buddhism, Taoism and Confucianism
(Ye, 2019). The Chinese philosophical aspect of improvement (self-cultivation) is often
associated with the teachings of Confucius and his followers. Likewise, according to the main
Taoist writing — Daodejing ( (GEfEAL) ) — self-cultivation embodies inner power.
Also, according to Buddhist teachings, personal improvement leads to a state of buddhahood
(Tan, 2017).

Confucian ideal of self-cultivation — xiushen (f&£) — can be considered as a gongfu since
desires and preferences naturally align with the demands of reason and social norms (Wang,
2018). The philosophical aspect of gongfu of knowledge is related to the art of living, which
requires developing practical skills and abilities rather than intellectual interpretations. It is not
so much about reading and mechanically following specific instructions, but about
understanding the content and going beyond the instructions. Gongfu of knowledge points out
that a knowledgeable person should not only have an open mind but also an open heart.
Therefore, this concept refers to the emotional aspect of the inner world. The essence of gongfu
of knowledge it is not in knowing the truth, but in knowing the way (N1, 2016, 2019; Li, 2018)
— learning is knowing the Dao (J&) (Tan, 2017).

The above-mentioned inner force can be seen as Confucian:

e developing moral nobility — a healthy personality (Zheng and Huang, 2007),

e developing character — cultivating such virtues as benevolence/ humanity (17),
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e ritual propriety (L), wisdom (%), righteousness ( X), and trustworthiness (15),

e self-reflection and a conscious attempt to change and improve (Berkson, 2021).

The values of change and improvement are related to modification (%) of man — his person,
body/health (£). It is believed that an individual may at some point self-actualise, undergo
moral transformation enhanced by rituals (Slote, 2020). Self-cultivation is considered as
essential in keeping order in the family, the state and the whole world (Kim and Kim, 2014).
This idea highlights the significance of morality and virtue embodied in interpersonal
relationships which are harmonious when everyone acts virtually. Harmonious relationships
developed in family and in other social groups result in general social order. Harmonious social
relationships are, therefore, a fundamental aim of xiushen (Yang, 2021). Similarly to the
concept of gongfu, xiushen also emphasises the importance of considerable and sustained effort.
Its goal is not to achieve fame and power, but to develop character, change perspective and
behaviour. This transformation is enhanced by employing an elite group of officials (modern

managers), selecting a virtuous ruler (superior) and providing access to education (Tan, 2017).

5. Comparison and conclusions

Undoubtedly, the concept of kaizen has been well known worldwide and has been
recognized outside Japan, also in Europe. In case of the concepts of gongfu and xiushen,
they are practised mainly in countries culturally influenced by the philosophical and religious
teachings of Confucius and his followers. The differences in Japanese and Chinese concepts
also become evident in terms of their availability. Kaizen and Confucian philosophy in general
(xiushen is only one of its ideas) is widely available in many languages, also on the Internet.
The available materials on gongfu discuss mainly martial art and brewing tea — gongfu cha,
therefore, available resources are limited only to these two aspects.

Each of these concepts highlights continuous and long-term improvement, available to
everyone regardless position and social role. It applies to every aspect (also professional) of
life. However, due to the global popularization of kaizen it seems that it has become more
popular than the Chinese ideas. Nevertheless, all of these concepts — kaizen, gongfu and xiushen
— emphasize improvement and achieving better results. Moreover, each of them requires self-
commitment, self-discipline and self-control (employee).

Chinese concepts focus mainly on self-improvement. Gongfu and xiushen are firmly rooted
in the assumptions of the classical book of Yijing ( (&%) ), which introduces the Great
Oneness divided into complementary elements of yin and yang and the fact that everything in
the universe depends on their harmonious coexistence. Moreover, especially the concept of

xiushen highlights the importance of developing moral qualities as it not only leads to personal
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perfection, but also enhance harmonious social relationships, and harmonious society (also in

companies). A detailed list of the main qualities of kaizen, gongfu, and xiushen concepts are

presented in Table 1.

Table 1.
The main characteristics of the improvement concepts popular in Japan and China
Main characteristics JaPan China ;
kaizen gongfu Xiushen
Continuous improvement X X X
Relating to every person and every X X X
area/aspect of life
Strengthening fitness and X
concentration
Harmoniousness X X X
— assumptions based | —assumptions based
on the Book of Yijing | on the Book of Yijing
— combining internal | —harmonious social
and external forces relationships
High skill level, proficiency X
Striving for mastery, perfection X X X
Results of work X X X
Patience, time commitment X X X
Strength and effort X X
Energy X X X
Going beyond the instructions, X X
consciously changing
Moral nobility X X
Developing character X X
The importance of rituals X
The social order X X
Motivation X X X
— Internal — Mainly internal — Internal
— External — External
(new motivational (other members of
system) society)

Source: own elaboration.

All of the above-mentioned concepts result from the values adopted in Asian culture and
principles offered by Confucian teachings. These values differ significantly from Western
cultures. However, studies have shown they have been increasingly discussed in European and
American management (Brannem and Kleinberg, 2000; Imai, 2012) since scientists and
management practitioners consider the Japanese concept of kaizen as an effective method of
improvement that can be successfully used in organizations with completely different cultural
structures. Therefore, it can be assumed that in the upcoming years the attention of managers
will also be focused on Chinese methods of improvement — perhaps it will be the concept of
gongfu and xiushen, which will become completely new premises for developing key success

factors in the international dimension.



Organizational culture — Asian concepts... 291

References

10.

11.

12.

13.

Baruk, J., (2006). Knowledge and innovation management (in Polish: Zarzqdzanie wiedzg
i innowacjami). Torun: Wyd. Adam Marszatek.

Berkson, M. (2021). A Confucian Defense of Shame: Morality, Self-Cultivation, and the
Dangers of Shamelessness. Religions, 12(32). doi: 10.3390/ rel12010032.

Bernais, J., Ingram, J., Krasnicka, T. (2010). ABC of contemporary management concepts
and methods (in Polish: ABC wspotczesnych koncepcji i metod zarzgdzania). Katowice:
Wyd. Akademii Ekonomicznej im. Karola Adamieckiego.

Brannen, M.Y., Kleinberg, J. (2000). Images of Japanese management and the develop-
ment of organizational culture theory. In: N.M. Ashkanasy, C.P.M. Wilderom and M.F.
Peterson (Eds.), Handbook of Organizational Culture & Climate (pp. 387-400). Thousand
Oaks: Sage.

Brzozowski, K. (2017). Shaolin Kungfu/ Wushu — a treasure of the Chinese Nation (in
Polish: Shaolin Kungfu/Wushu — skarb narodu chinskiego). Gdanskie Studia Azji
Wschodniej, 11, pp. 112-120. doi:10.4467/23538724GS.17.008.6869.

Butler, M., Szwejczewski, M., Sweeney, M. (2018). A model of continuous improvement
programme management, Production Planning & Control, 29(5), pp. 386-402.

Calingo Luis Ma, R. (2002). The US Malcolm Baldrige National Quality Award —Recent
Developments, Processes, and Applicability to the Asian Setting, pp. 21-40. Retrieved from
http://dao.anhviet.free.fr/Doc/Du%20hoc%20Ba%20Lan/Cross%20Cultural/IS-
11_GlobalComp.pdf#page=24, 18.10.2020.

Ciemproniewicz, E. (2019). Kungfu/wushu in the promotion of China’s culture and image.
Przeglgd Narodowosciowy/Review of Nationalities, 9. doi:10.2478/pn-2019-0005.
D’Abbs, P. (2019). Tea Art as Everyday Practice: Gongfu Tea in Chaoshan, Guangdong,
Today. The Asia Pacific Journal of Anthropology, 20(3). doi: 10.1080/14442213.
2019.1611908 .

De Witte, K., Jaap, J. van Muijen (2010). Organizational Culture. European Journal of
Work and Organizational Psychology, pp. 497-502. doi:10.1080/135943299398122.
Encyclopedia of China (2009). Berkshire Massachusetts: Berkshire Publishing Group
Great Barrington.

Eperjesi, J.R. (2004). Crouching Tiger, Hidden Dragon: Kung Fu Diplomacy and the
Dream of Cultural China. Asian Studies Review March, 28, pp. 25-39.

Farris, J., Aken, E., Doolen, T., Worley, J. (2009). Critical success factors for human
resource in Kaizen events: an empirical study. International Journal of Production
Economics, 117(1).



292 E. Kara$, K. Mazur-Wtodarczyk

14. Heracleous, L., Wirtz, J., Johnston, R. (2005). Kung-fu service development at Singapore
Air-lines. Business Strategy Review, 16(4), pp. 26-31. doi: 10.1111/;.0955-6419.
2005.00376.x.

15. Imai, M. (2007). Kaizen : the key to Japan's competitive success (in Polish: Kaizen: klucz
do konkurencyjnego sukcesu Japonii). Warszawa: MT Biznes.

16. Imai, M. (2012). Gemba Kaizen: A Commonsense Approach to a Continuous Improve-
ment Strategy, vol. 122. New York: McGraw-Hill.

17. Karaszewski, R. (2006). Modern concepts of quality management (in Polish: Nowoczesne
koncepcje zarzgdzania jakoscig). Torun: Dom Organizatora.

18. Kim, Y.O., Kim, J.K. (2014). The Great equal society: Confucianism, China and the 21st
century. Singapore: World Scientific.

19. Kostera, M., Kownacki, S., Szumski, A. (2000). Organizational behavior: motivation,
leadership, organizational culture (in Polish: Zachowania organizacyjne: motywacja,
przywodztwo, kultura organizacyjna). In: A.K. Kozminski, W. Piotrowski (Eds.),
Zarzgdzanie. Teoria i praktyka (pp. 375-376). Warszawa: PWN.

20. Li, C. (2018). Interpreting Confucius: the aesthetic turn and its challenges. Dao, 17(2),
pp- 247-255. doi:10.1007/s11712 018 9604 z.

21. Lucas, D.B. (2005). Study of the relationship between transformational leadership and
constructive organizational culture in small manufacturing, pp. 29-35. Retrieved from
https://www.proquest.com/openview/1ca3c354b237c82537f4948071156215/17pq-
origsite=gscholar&cbl=18750&diss=y, 20.09.2020.

22. Mikuta, B., Pirtruszka-Ortyl, A., Potocki, A. (ed.). (2007). Fundamentals of enterprise
mana-gement in the knowledge-based economy (in Polish: Podstawy zarzqdzania
przedsiebiorstwami w gospodarce opartej na wiedzy). Warszawa: Difin.

23. Muscalu, E. (2014). Organizational culture change in the organization. Land Forces
Academy Review. Retrieved from https://www.armyacademy.ro/reviste/rev4 2014/
MUSCALU.pdf, 02.07.2020.

24. Nadeau, R. Six Steps to Improve Your Organization's Performance. Retrieved from
business.com; https://www.business.com/articles/6-steps-to-improve-organization-
performance-2/, 02.07.2020.

25. Negrao, L.L.L., Godinho Filho, M., Marodin, G. (2017). Lean practices and their effect on
performance: a literature review. Production Planning & Control, 28(1), pp. 33-56.

26. Neskovi¢, M. (2020). Intercultural pedagogies: experiencing the kungfu teaching methods
at the Shaolin Temple. International Journal of Anthropology and Ethnology, 4(13).
doi:10.1186/s41257-020-00040-3.

27. Ni, P.M. (2016). Confucius: The Man and the Way of Gongfu. Maryland Lanham: Rowman
& Littlefield.



Organizational culture — Asian concepts... 293

28.

29.

30.

31.

32.

33.

34.

35.

36.

37.

38.

39.

40.

41.

42.

Ni, P.M. (2019). What does Chinese master know? Toward a Gongfu Epistemology.
In: An Y.M., Bruya B. (Eds.), New Life for Old Ideas: Chinese Philosophy in the
Contemporary World (pp. 275-316). Hong Kong.

Osuch, P. (2002). Hung Gar Kuen. An eternally living legend (in Polish: Hung Gar Kuen.
Wiecznie zywa legenda). Warszawa: Wydawca Piotr Osuch.

Patac, B. Organizational culture as the heart of the organization (in Polish: Kultura
organizacyjna, czyli serce organizacji). Retrieved from https://news.mpl.pl/kultura-
organizacyjna-czyli-serce-organizacji, 19.09.2021.

Partikova, V., Jennings, G. (2018). The Kung Fu Family: A metaphor of belonging across
time and place. Revista de Artes Marciales Asiaticas Volumen, 13(1), pp. 35-52.
doi:10.18002/rama.v13il. 5462.

Piasecka-Gluszak, A. (2011). Kaizen — the development of the Japanese evolutionary
method of change management (in Polish: Kaizen — rozwdj japonskiej ewolucyjnej metody
zarzadzania zmiang). In: B. Skulska (Ed.), Integration of East Asia. Myth or Reality?
Wroctaw: Wydawnictwo Uniwersytetu Ekonomicznego we Wroctawiu.

Pieczonka, A., Tabor, A. (2003). Quality handbook (in Polish: Vademecum jakosci).
Centrum Szkolenia i Organizacji Systemow Jakosci Politechniki Krakowskiej im.
Tadeusza Ko$ciuszki.

PWN Polish Dictionary (in Polish: Stownik jezyka polskiego PWN). Retrieved from
https://sjp.pwn.pl/slowniki/kung-fu.html, 27.09.2021.

Schein, E.H. (2010). Organizational Culture and Leadership. San Francisco: John Wiley
and Sons.

Sikorski, C. (2008). About the advantages of a poor organizational culture (in Polish:
O zaletach stabej kultury organizacyjnej). Zarzqdzanie Zasobami Ludzkimi, 6, pp. 39-48.
Slote, M. (2020). Between Psychology and Philosophy. Palgrave Studies in Comparative
East-West Philosophy. doi:10.1007/978-3-030-22503-2 3.

Szuster, M. (2011). Kaizen in manufacturing companies (in Polish: Kaizen w firmach
produkcyjnych). In: G. Wrébel (Ed.), Kaizen culture. Rzeszow: Wydawnictwo WSIiZ
w Rzeszowie.

Tan, C. (2017). A Confucian perspective of self-cultivation in learning: Its implications for
self-directed learning. Journal of Adult & Continuing Education. doi:10.1177/
1477971417721719, pp. 1-14.

Tsang, W.M.T., Kohn, M., Chow, C.M., Singh, M.F. (2008). Health benefits of Kung Fu:
A systematic review. Journal of Sports Sciences, 26(12), pp. 1249-1267.

Wang, H.Y. (2018). Gongfu Philosophy and the Confucian Way of Freedom: Critical
Reflections on NI Peimin’s Confucius: The Man and the Way of Gongfu. Dao, 17,
pp. 257-265. doi: 10.1007/s11712-018-9605-y.

Wisniewska, M. (2021). Organizational culture and cultures enhancing the improvement

of healthcare entities (in Polish: Kultura organizacyjna oraz kultury wzmacniajgce



294 E. Kara$, K. Mazur-Wtodarczyk

doskonalenie podmiotow opieki zdrowotnej). Radom: Instytut Naukowo-Wydawniczy
"Spatium".

43. Yang, L.L. (2021). Student formation in higher education: a comparison and combination
of Confucian xiushen (self-cultivation) and Bildung. Higher Education. doi:10.1007/
s10734-021-00735-2.

44. Yang, R. (2020). Work hard in five aspects to be a good counselor (In Chinese: #7#5, 1%
TATTI N R YIRS il 4 5 51 TAE, 28 W 5T). Education Research, 3(8), pp. 7-8.
doi:10.32629/er.v318.3041.

45. Ye, G. (2019). Canton Kung Fu: The Culture of Guangdong Martial Art. Sage Open, 9(3).
doi:10.1177/2158244019861459.

46. Zheng, J.H., Huang, H.T. (2007). On self-strengthening in Confucianism and its
cultivation. Advances in Psychological Science (In Chinese: KRG, ¥ A5 BE, W 1H K 1 H

NS S FLRE IR, DELRLEERE), 15(2), pp. 230-233.



