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Ilona Bučiūnienė is the Vice Dean of Ph.D. Studies, Chairman of the Doctoral
Committee, and a member of Senate at ISM University of Management and
Economics, Lithuania. She teaches courses in HRM and research methodology.
Her research focuses on responsible HRM and leadership, HRM–performance
linkage and aging.
Bart Dietz is an assistant professor in the Department of Organisation and
Personnel Management, Rotterdam School of Management at Erasmus
University. His research focuses on the management of salespeople.
Paul Gooderham is a professor in the Department of Strategy and
Management at the Norwegian School of Economics. His research interests
are international HRM, multinational companies and transfer of business
advice to SMEs.
Birgitte Grøgaard is an assistant professor at the Haskayne School of
Economics, University of Calgary. Her main research interests are international strategies and subsidiary roles.
Henrik Holt Larsen is a professor in the Department of Organization
at Copenhagen Business School. His research interests are strategic and

xiv

Notes on Contributors

international HRM, competence development, career development,
managerial and management development and assessment interviews.
Zsuzsa Karoliny is an associate professor at the University of Pécs, Hungary,
from where she graduated, obtained her Ph.D. and where she delivers
management courses for every level of student attending the Faculty of
Business and Economics.
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