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Abstract

Purpose – The main goal of the article is to determine the mediating role of human resources management
(HRM) outcomes in the relationships between shaping employee work engagement and job satisfaction
(SEWE&JS) and company performance results and to establish whether there are any identifiable regularities
in this scope in the pre-pandemic and pandemic period in the headquarters (HQs) and foreign subsidiaries of
multinational companies (MNCs).
Design/methodology/approach – The empirical research included 200 MNCs headquartered in Central
Europe. The rawdata in the variableswere adjustedwith the efficiency index (EI) to capture the actual relations
between the variables under study. The partial least squares structural equation modeling (PLS-SEM) was
used to verify the research hypotheses and assess the mediating effects.
Findings – The research findings show that the HRM outcomes positively mediate the relationships between
SEWE&JS and the company performance results. HRMoutcomes turned out to be a strongermediator between
SEWE&JS and company performance results in finance and quality in the HQs during the pandemic.
By contrast, in the local subsidiaries, they were a stronger mediator of the relationships between the results in
innovativeness and quality during the pandemic.
Originality/value – In addition to confirming the results of some other researchers, the research findings also
provide new knowledge. They determine the mediating role of HRM outcomes in the relationship between
SEWE&JS and the three categories of company performance results, namely finance, innovativeness and
quality. In addition, they identify certain regularities in the four studied contexts, which is a novelty in this type
of research. A novelty is also the use of employee key performance indicators (KPIs) in the data analysis as the
efficiency index in analyzing the effect of the variables under study. The value of the research is also the fact
that it covers HRM inMNCs established in Central Europe, which, compared toMNCs from theWestern world,
is not a frequent subject of research.
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1. Introduction
Employee work engagement (EWE) and job satisfaction (JS) have been the subjects of
research interest for several decades, including their impact on organizational performance
(Harter, Schmidt, Agrawal, & Plowman, 2013). During this time, positive associations were
identified between EWE and JS and various categories of company performance (Motyka,
2018). From the perspective of management science, such research is part of a broader
interest in the relationships between human resources management (HRM) practices and
organizational performance, which has also led to the establishment of many important
relationships between these variables (c.f. Becker & Gerhart, 1996; Cascio, Boudreau, & Fink,
2019; Stor, 2023). It is worth noting, however, that in research on these relationships, HRM is
sometimes treated as a factor composed of synergistically related personnel practices
affecting selected categories of the organization’s performance (Rogers & Wright, 1998;
Pattnaik & Sahoo, 2020), and sometimes it is considered as a single type of activities (Boon,
Den Hartog, & Lepak, 2019; Wood, 2021), also referred to as HRM subfunctions. In the latter
approach, shaping employee work engagement and job satisfaction (SEWE&JS) is treated as
one of the HRM subfunctions (Juchnowicz, 2014; Stor & Haromszeki, 2020). This means that
the services provided by other HRM subfunctions may even be treated as resources that are
significant to fostering EWEand JS (Lee, Rocco, & Shuck, 2020), which, in practice, maymean
that the results of the entire HRM function may mediate the relationship between SEWE&JS
and the results of the organization performance.

Although the literature on the subject contains many valuable research results on the
relationships between the aforementioned variables, more and more often, there are also
postulates to pay special attention to the context (Pass & Ridgway, 2022), because, in many
cases, it determines how the research data are interpreted (Shuck, Kim, & Fletcher, 2021; Stor,
2022; Garengo, Sardi, & Nudurupati, 2022) and what value the findings have for business
practitioners (Bailey, 2016). Against this background, it is assumed that SEWE&JS is
particularly context-sensitive. The essence of contextualization in terms of country, culture,
social conditions (Shuck et al., 2021), economic sector or type of organization (Dillard&Osam,
2021) is indicated here. As for the organizations themselves, with regard to multinational
companies (MNCs), it is postulated not to consider them as a single organism but to
distinguish between the context of the headquarters (HQs) and its foreign subsidiaries
(Meyer, Mudambi, & Narula, 2011; Farndale, 2017). Researchers also note that the context of
the crisis deserves separate attention. A special type of crisis we have recently dealt with is
the COVID-19 pandemic, which provides a special context for the study of SEWE&JS
(Donovan, 2022), particularly in MNCs. However, due to the not-so-distant time from this
pandemic, we have not yet seen much research in this area. Therefore, it can be said that this
is a specific research gap.

The research presented in the article is a response to this identified research gap.
The subject of interest is the effect of SEWE&JS, as one of the HRM subfunctions, on the
company’s performance results. This effect is analyzed in four types of contexts, that is, in the
HQs of MNCs and in their foreign subsidiaries, and in both cases in the pre-pandemic and
pandemic periods of COVID-19. Hence, the main goal of the article, identified with the
main research problem, is to determine the mediating role of HRM outcomes in the
relationships between SEWE&JS and company performance results and to establishwhether
there are any identifiable regularities in this scope in the pre-pandemic and pandemic period
of COVID-19 in the HQs and foreign subsidiaries of MNCs.

The empirical research was conducted in the MNCs headquartered in Central Europe,
which makes yet another unique context. The main goal was to identify, analyze and
diagnose the relationships between the aforementioned variables. The research results bring
some added value to the discipline of management sciences. In addition to confirming the
results of some other researchers, they also provide new knowledge. Namely, they allow for
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determining the mediating role of HRM outcomes in the relationship between SEWE&JS and
the three categories of company performance results, namely finance, innovativeness and
quality. In addition, they identify certain regularities in the four studied contexts, which is a
novelty in this type of research. A novelty is also the use of employee key performance
indicators (KPIs) as the efficiency index (EI) in the analysis of the effect of the variables
under study.

The article is structured as follows. At the beginning, the theoretical framework is
presented as a construct resulting from the literature review. The next part is devoted to the
description of the empirical research methodic. Further, the results of empirical research are
presented. In the last part, the research findings are summarized, and the most important
implications for management science and practice are discussed.

2. The theoretical framework
2.1 The general assumptions about the phenomena under study
EWE and JS have diverse definitions in the literature (Kahn, 1990, p. 694). EWE refers to active
psychological engagement in roles, characterized by vigor, dedication and absorption (Schaufeli,
Salanova, Gonzalez-Roma, & Bakker, 2002, p. 74). It includes commitment, attachment,
involvement, effort, attitude, energy and attendance, impacting employee performance and
organizational success (Shuck, Osam, Zigarmi, & Nimon, 2017). JS, defined by Locke, reflects
overall job enjoyment and liking (Locke, 1976, p. 1304). It is influenced by needs and temporary
events and is less predictive of business outcomes compared to EWE (Robertson-Smith &
Markwick, 2009). Engaged employees may experience occasional dissatisfaction but remain
committed due to higher values (Stor, 2023). Highly engaged employees consistently exceed
expectations (Harter et al., 2013). EWE represents a multidimensional motivational state
involving diverse personal resources invested in fulfilling organizational roles (Saks, Gruman,&
Zhang, 2022), providing a holistic view of employee motivation.

In this article, EWE is defined as a specific attitude of an employee and the resulting
behavior characterized by identification with organizational goals and values, taking actions
consistent with the organization’s interests, willingness to belong to the organization,
readiness to act, giving high rank to the company’s interests, undertaking activities that go
beyond the standards, with simultaneous readiness for responsibility in the conditions of
independent action (Stor & Haromszeki, 2020, p. 54). As far as job satisfaction is concerned,
it is understood as an emotional state resulting from the employee’s perception of his or her
own work as giving pleasure and providing what an employee considers important.

Shaping EWE and JS in organizations is crucial for employee and company performance.
Both are influenced by employees’ organizational experiences (Plaskoff, 2017, p. 137), and
recent research highlights changing employee expectations. Moving from a performance-
centered to a human-centered approach is essential. Studies show that solely prioritizing
results harms employee well-being and organizational performance (Boccoli, Gastaldi, &
Corso, 2023). Therefore, in this article, it is assumed that SEWE&JS involves activities that
are intended to stimulate employee engagement and job satisfaction in such a way as to
achieve the organization’s goals and ensure its success by creating friendly working
conditions (Stor, 2023, p. 97). In addition, it was also assumed that SEWE&JS is one of the
essential subfunctions of HRM (c.f. Juchnowicz, 2014; Kim & LePine, 2019; Stor, 2023).

2.2 SEWE&JS and company performance results
Research shows that SEWE&JS positively impact organizational performance, with EWE
and JS serving as predictors of performance (Kessler, Lucianetti, Pindek, Zhu, & Spector,
2020). Positive effects are observed in employee turnover, safety incidents, absenteeism,
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retention, performance, productivity, company productivity, quality standards, customer
satisfaction, financial performance, profitability and organizational development (Schaufeli
et al., 2002; Harter et al., 2013; Shuck et al., 2017; Sun & Bunchapattanasakda, 2019; Motyka,
2018; Taipale, Selander, Anttila, & N€atti, 2011; Farndale, 2017). These effects apply to both
domestic and multinational companies.

For the purposes of the research presented in this article, the company’s performance
results were divided into four categories: the scope of HRM, finance, innovativeness and
quality. It should also be clarified that the concept of company performance results is used,
which is not the same as company performance. It is based on the assumption that
performance result means the final outcome to which certain activities lead. In contrast,
performance alone is the act of executing certain activities (Stor, 2023, p. 43). Hence, the article
focuses on the ultimatemeasure of the results of activities at a particular point in time, and not
on the activities themselves.

As a result of the literature review, one main hypothesis and four auxiliary hypotheses
have been formulated to describe the relationships between SEWE&JS and company
performance results as follows:

H1. SEWE&JS directly and positively affects the company’s performance results.

H1a. SEWE&JS directly and positively affects the company’s performance results in
HRM (HRM outcomes).

H1b. SEWE&JS directly and positively affects the company’s performance results in
finance.

H1c. SEWE&JS directly and positively affects the company’s performance results in
innovativeness.

H1d. SEWE&JS directly and positively affects the company’s performance results in
quality.

2.3 The mediating role of HRM outcomes
In accordance with the assumptions mentioned earlier in the article, SEWE&JS is treated as
one of the HRM subfunctions and, therefore, does not function in a vacuum but in connections
with other HRM subfunctions (c.f. Juchnowicz, 2014; Stor, 2021). In practice, this may mean
that SEWE&JS can also influence company performance results indirectly through HRM
outcomes (Garengo et al., 2022). As a side note, it should be explained that in order tomaintain
terminological logic, HRM outcomes are identified here with the company’s performance
results in HRM. However, the concept of outcomes instead of results is used when HRM takes
the position of mediator. Regarding this indirect impact of SEWE&JS through HRM, there
has been a long-standing consensus in the literature that the focus should be onHRMsystems
rather than on individual subfunctions, as the effects of HRM subfunctions may depend on
other HRM subfunctions (Boon et al., 2019) and their results (Saks et al., 2022). The same
applies to EWE and JS, which can be shaped at various organizational levels in connection
with different HRM subfunctions that can create a positive and engaging working
environment (Sivapragasam & Raya, 2018). Certain HRM services are considered resources
for promoting engagement (Lee et al., 2020), and engaging leaders, includingHRprofessionals
and direct superiors, play crucial roles in these processes (Mazzetti & Schaufeli, 2022).
Research across countries and organizations highlights that targeted HRM activities can
enhance EE and JS levels (Knight, Patterson, & Dawson, 2017).

Against the background of the literature findings, one main hypothesis and three
auxiliary hypotheses have been formulated, describing the mediating role of HRM outcomes
in the relationship between SEWE&JS and company performance results as follows:
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H2. The company’s performance results in HRM positively mediate the relationships
between SEWE&JS and the company’s performance results.

H2a. The company’s performance results in HRM (HRM outcomes) positively mediate
the relationships between SEWE&JS and the company’s performance results in
finance.

H2b. The company’s performance results in HRM (HRM outcomes) positively mediate
the relationships between SEWE&JS and the company’s performance results in
innovativeness.

H2c. The company’s performance results in HRM (HRM outcomes) positively mediate
the relationships between SEWE&JS and the company’s performance results in
quality.

2.4 The pre-pandemic and pandemic context in MNCs
As indicated in the introduction, the researchproblem focuses on the relationship between selected
variables in four specific contexts: pre-pandemic and pandemic periods, in HQs of MNCs and in
their foreign subsidiaries. Similar to the Great Recession, the pandemic had a global impact,
requiring organizations to adapt and address falling demand (Stor, 2011; Kim & Ployhart, 2014).
The pandemic affected both the economy and people’s lives, emphasizing the need for mental
health care, resilience and employee support (Ma�nkowski, Szmeter-Jarosz, & Jezierski, 2022;
Donovan, 2022). Effective SEWE&JSduring the pandemic relied on an appropriate organizational
climate and support from the organization and direct superiors (Zeidan & Itani, 2020; Reinwald,
Zimmermann, & Kunze, 2021). Employer branding, new compensation, empowerment, work
autonomy, communication, training, incentives and technology support were crucial to boosting
EWE and JS (Agarwal, Arya, & Bhasin, 2022; Pass & Ridgway, 2022). Overall, during the
pandemic, SEWE&JS activities were closely linked with other HRM subfunctions.

All this means that during the pandemic, the relationships between SEWE&JS and other
HRM subfunctions may be more intense than before the pandemic. At the same time, the
aggregate results of these subfunctions may be a stronger mediator of the relationships
between SEWE&JS and the organization’s performance results. For this reason, one main
hypothesis and three auxiliary hypotheses have been formulated to describe the expected
differences in the mediating role of the HRM outcomes in the pre-pandemic and pandemic
periods as follows:

H3. During a pandemic, the company’s performance results in HRM mediate the
relationships between SEWE&JS and the company’s performance results more
strongly than in a pre-pandemic time.

H3a. During a pandemic, the company’s performance results in HRM mediate the
relationships between SEWE&JS and the company’s performance results in finance
more strongly than in a pre-pandemic time.

H3b. During a pandemic, the company’s performance results in HRM mediate the
relationships between SEWE&JS and the company’s performance results in
innovativeness more strongly than in a pre-pandemic time.

H3c. During a pandemic, the company’s performance results in HRM mediate the
relationships between SEWE&JS and the company’s performance results in quality
more strongly than in a pre-pandemic time.

As already mentioned, in the research, these hypotheses will be tested separately for the HQs
ofMNCs and their foreign subsidiaries, which is consistentwith the postulated differentiation
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of specific contexts (Meyer et al., 2011; Farndale, 2017) that may be shaped differently for
SEWE&JS due to local nationalities, cultures (Shuck et al., 2021), economy (Dillard & Osam,
2021), level of a country’s development, law (Aftab et al., 2022) and many other factors.

3. The methodics of the conducted empirical research
3.1 The research sample, measures and data collection method
To emphasize the essence of the Central European research context, this part of the article
deliberately hasmethodics in the title because it concerns only the components of the research
process presented in this article and does not concern the science of research methods, which
is what methodology deals with (see more: Stor, 2023, p. 27).

The empirical research took place at the end of Q1 2022 and covered 200MNCswhichwere
nonfinancial business entities, headquartered in a Central European country (Poland) and
possessing foreign subsidiaries. Taking the official data of the Polish Central Statistical
Office as a point of reference, it can be stated that the research sample constituted about 11%
of the general population andmade its representative sample in about 80% (Statistics Poland,
2022). Considering the type of economic activity according to NACE (the Statistical
Classification of Economic Activities in the European Community), the size of the enterprise
and the type of foreign direct investment (FDI), it can be concluded that the structure of the
research sample largely corresponded to the general population. These characteristics were
important insofar as theywere used in the purposeful sample selection. It is worth noting that
the MNCs under study employed a total of 76,740 employees worldwide and had over 400
foreign subsidiaries located in approximately 30 countries.

In the purposive sampling, two other criteria were applied. Namely, both the HQs and their
foreign subsidiaries had to be predominantly owned by the Polish capital. Based on a review
of research by other authors, it was assumed that the size of equity capital largely determines
management activities in organizations. Therefore, its relative uniformity in the research
sample may increase the comparability of the HQs and foreign subsidiaries. Thanks to this
procedure, the context in the surveyed organizations can be perceived by the respondents in a
similar way, and the measures used by the HQs to assess the results of foreign subsidiaries in
different countries are understood in a similar way (cf. Farndale, 2017; Schl€agel & Sarstedt,
2016). This is important in comparative research settled on benchmarking, and such a
solution was used in the presented research. Another of the aforementioned criteria
concerned the minimum period of operation on the market, which was four years, both in
relation to the HQs and their foreign subsidiaries. It was assumed that this is the minimum
time interval needed to identify causal relationships between variables of interest during the
pre-pandemic and pandemic periods.

The research method was CATI (computer-aided telephone interview) based on a
structured questionnaire. The selection of the respondents was also of a purposive nature
because they had to possess knowledge about company performance and HRM and
understand the measures applied within them (Richard, Devinney, Yip, & Johnson, 2009). As
a result, the sample of personal respondents consisted of business owners (1%), managing
directors/CEOs (2%), HR directors (50%), HR managers (46%) and HR business partners
(1%). They provided information on two periods: (1) the pre-pandemic period of 2018–2019,
and (2) the pandemic from the beginning of 2020 to the end of the first quarter of 2022, in
which the interview was conducted.

Four variables were of research interest:

(1) company performance results – evaluated by the respondents in four categories (i.e.
in finance, innovativeness, quality and HRM) in a benchmarking process against the
companies of similar business profiles;
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(2) the advancement level of SEWE&JS – assessed by the respondents in a
benchmarking process by comparison to the best market practices;

(3) the significance level of SEWE&JS – meant how important the activities and
processes within the scope of this HRM subfunction were for the company
performance;

(4) the efficiency of employees’ performance – understood as employees’work outcomes
and assessed against the established standards in the meaning of KPIs (key
performance indicators).

Each of these variableswas evaluated on a 5-point scale, separately at the HQs and its biggest
foreign subsidiary. The scales are presented in the lower part of Table 1.

3.2 The formulas applied for data conversion and statistical methods of data analysis
Before analyzing the collected research data, they were recalculated using unique formulas
designed specifically for the research. The idea for such a conversion was born as a result of
deeper considerations of the nature of the studied phenomena. Specifically, while numerous
studies demonstrate the impact of HRMpractices on employee performance results, which, in
turn, directly influence company performance results (Cascio et al., 2019; Garengo et al., 2022),
some studies enable the observation of incredibly surprising phenomena at times. For
instance, even though a company’s productivity is high and its employees achieve high KPIs,
it may not be profitable at the same time. This may be due to intense market competition,
reduced consumer demand, legal and hygiene restrictions and so forth, which could be
observed during the Great Recession or the COVID-19 pandemic (Kim & Ployhart, 2014;
Minbaeva & Navrbjerg, 2023). Of course, greater productivity means that human capital
resources have been effectively used, because of which the company gains the ability to
generate above-average returns, but their potential for usage may be constrained by external
factors. However, it should be recognized that increasing productivity is a crucial way to
develop slack resources. These resources can then be employed to expand business
operations, look into opportunities for new product innovations and get new customers. As a
result, the company is able to pursue additional revenue-generating opportunities, thanks to
a more efficient workforce (Kim & Ployhart, 2014; Cascio et al., 2019). Therefore, from an
economic and management standpoint, empirical research appears to benefit from focusing
more on the effectiveness and efficiency of the actions taken and the results achieved.
However, efficiency and effectiveness are two distinct concepts. While efficiency refers to
rates of resource utilization in attaining objectives (Rogers&Wright, 1998) and is understood
as the ratio of output to input (Stor, 2012), effectiveness is a goal-oriented measure (Ostroff &
Schmitt, 1993) that concerns the extent or degree to which desired goals are attained
(Stor, 2012).

Given that there are numerous ways to develop and use slack HRM practices and slack
human capital resources to improve the business’s operations, the aforementioned concerns
have cast doubt on how to accurately capture the actual relationships between the variables
under study. The author of this article proposes an innovative solution in response to the
problem. The author of this article has previously applied such an approach to research on
employee performance appraisal (Stor, 2023) and talent management (Stor, 2023). To capture
the actual relationships between the performance results of employees and HRM activities
with the organization’s performance results in the analysis process, the raw data of the
variables were adjusted by the efficiency index (EI). Hence, the adjusted values of
the SEWE&JS variablewere calculated using formula (1), which expresses the ratio of the
advancement level of SEWE&JS to the efficiency of employees measured by employee key
performance indicators used in companies:
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Table 1.
Descriptive statistics
for the major variables
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EI SEWE&J S ¼ AL SEWE&J S

EKPI s
(1)

Where:

EI_SEWE&JS – efficiency index of shaping employee work engagement and job
satisfaction

AL_SEWE&JS – advancement level of shaping employee work engagement and job
satisfaction

EKPI – employee key performance indicators

The adjusted values of the company performance results were calculated according
to formula (2), which measures the ratio of the company performance results to the efficiency
of employees measured by employee key performance indicators used in companies:

EISCPR in ðxÞ ¼ CPR in ðxÞ
EKPI s

(2)

Where:

EISCPR – efficiency index of company performance results

(x) – one of the four categories of the company performance results, respectively, in human
resources management (HRM), finance (F), innovativeness (I) and quality (Q).

CPR – company performance results

EKPI – employee key performance indicators

Hence, the formulas for adjusting the value of individual categories (2A – 2D) of the
company performance results are as follows:�

EIHRM ¼ HRM

EKPI s

�
(2A)

Where:

EIHRM – efficiency index of company performance results in HRM

HRM – company performance results in HRM

EKPI – employee key performance indicators

�
EIF ¼ F

EKPI s

�
(2B)

Where:

EIF – efficiency index of company performance results in finance

F – company performance results in finance

EKPI – employee key performance indicators

�
EI I ¼ I

EKPI s

�
(2C)

Where:

Mediating role
of HRM

outcomes in
SEWE&JS



EII – efficiency index of company performance results in innovativeness

I – company performance results in innovativeness

EKPI – employee key performance indicators

�
EIQ ¼ Q

EKPI s

�
(2D)

Where:

EIQ – efficiency index of company performance results in quality

Q – company performance results in quality

EKPI – employee key performance indicators

The collected data were analyzed based on descriptive, correlational andmediation statistical
methods. First, the Kolmogorov-Smirnov (with Lilliefors correction) and Shapiro-Wilk tests
of normality were used. Then, Spearman’s rank coefficient was applied to examine the
relationships between the variables. A paired-samples t-test was utilized to determine the
significance of differences between means of variables in the pre-pandemic and during-
pandemic periods. Additionally, Fisher’s z-transformation test was employed to compare the
strength of correlations across these periods. As for the potential concerns of
multicollinearity, the variance inflation factor (VIF) was calculated for each variable across
different contexts. In this study, all VIF values werewell below the standard threshold, that is
<5 (Ringle, Sarstedt, Sinkovics, & Sinkovics, 2023), suggesting that multicollinearity is not a
significant concern in themodels. These analyses were conducted using the TIBCO Statistica
v. 14.0.0.15 software.

In the last stage of the analysis, the author used partial least squares structural equation
modeling (PLS-SEM) in R environment with lavaan package v. 0.6–12 software (Rosseel,
2012; Savalei & Rosseel, 2022) to verify the research hypotheses and assessmediating effects.
The choice of PLS-SEM is mainly due to the fact that it works well for distributions of
non-normal variables and is the preferred method when the research goal is to develop a
theory and explain the variance (Hair, Hult, Ringle, & Sarstedt, 2022), which is exactly what
happens in the presented studies. In addition, PLS-SEM provides the opportunity to analyze
the differences between the coefficient paths of different sets of variables (Pic�on-Berjoyo,
Ruiz-Moreno, & Castro, 2016) and has become an almost universally used method for
examining the effect of HRM practices on organizational performance (Ringle, Sarstedt,
Mitchell, & Gudergan, 2020). Finally, it is worth recalling that the correlation and path
analysis were performed on variable values that were adjusted by IE.

4. The empirical research findings
4.1 The descriptive and correlational statistics
As shown in Table 1, both in the MNCs’ HQs and their local subsidiaries, the performance
results in the four studied categories were comparable to those obtained by enterprises with
similar business profiles, both before and during the pandemic. However, scores in HRM,
finance and quality were slightly higher before the pandemic. In comparison, innovation
scores were better during the pandemic.

As for SEWE&JS, its significance to performance results was lower during the pandemic
for both HQs ðx ¼ 3:21Þ and local subsidiaries ðx ¼ 3:01Þ compared to before the pandemic
(x5 3.27; x5 3.12, respectively). The advancement level of SEWE&JSwas also slightly lower
during the pandemic for both HQs ((x5 3.08) and local subsidiaries (x5 3.00) compared to
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before the pandemic (x5 3.03; x5 3.18, respectively). Surprisingly, employee performance
was slightly better during the pandemic for both HQs ðx ¼ 3:24Þ and local subsidiaries
ðx ¼ 3:19Þ compared to before the pandemic (x5 3.00; x5 3.05, respectively).

In turn, the correlation analysis in Table 2 reveals positive correlations between all
variables in both types of organizations and during both time periods. The advancement level
of SEWE&JS at HQs before the pandemic showed stronger correlations with finance
(r 5 0.63), innovativeness (r 5 0.55) and HRM (r 5 0.58) compared to during the pandemic
(r 5 0.53; r 5 0.44; r 5 0.47, respectively), while its correlation with quality remained the
same (r5 0.55). In foreign subsidiaries, during the pandemic, all SEWE&JS correlations with
company performance in HRM (r5 0.38), finance (r5 0.40), quality (r5 0.42) and innovation
(r5 0.39) were stronger compared to before the pandemic (r5 0.37; r5 0.39; r5 0.36; r5 0.27
respectively).

4.2 Mediation statistics based on PLS-SEM
The path analysis (see Tables 3–5) confirms that SEWE&JS has a direct and positive effect on
company performance results in HRM, finance, innovativeness and quality. This leads to the
confirmation of the auxiliary hypotheses from H1a to H1d; however, hypothesis H1c can be
accepted to some extent because not all effects are statistically significant.

Furthermore, there are variations in these effects between HQs and local subsidiaries, as
well as between the pre-pandemic and pandemic periods. In HQs, the effect of SEWE&JS on
company performance is stronger before the pandemic, while in local subsidiaries, it is

Variables

HQS pre-pandemic

Variables

HQS during the pandemic
Advancement level of

SEWE&JS
�
AL SEWE&JS

EKPIs

� Advancement level of
SEWE&JS

�
AL SEWE&JS

EKPIs

�

1. Results in finance�
F

EKPIs

� 0.63*** 1. Results in finance�
F

EKPIs

� 0.53***

2. Results in quality�
Q

EKPIs

� 0.55*** 2. Results in quality�
Q

EKPIs

� 0.55***

3. Results in
innovativeness

�
I

EKPIs

� 0.55*** 3. Results in
innovativeness

�
I

EKPIs

� 0.47***

4. Results in HRM�
HRM
EKPIs

� 0.58*** 4. Results in HRM�
HRM
EKPIs

� 0.52***

Variables

Foreign subsidiaries pre-
pandemic

Variables

Foreign subsidiaries
during the pandemic

Advancement level of
SEWE&JS

�
AL SEWE&JS

EKPIs

� Advancement level of
SEWE&JS

�
AL SEWE&JS

EKPIs

�

1. Results in finance�
F

EKPIs

� 0.39*** 1. Results in finance�
F

EKPIs

� 0.40***

2. Results in quality�
Q

EKPIs

� 0.36*** 2. Results in quality�
Q

EKPIs

� 0.42***

3. Results in
innovativeness

�
I

EKPIs

� 0.27*** 3. Results in
innovativeness

�
I

EKPIs

� 0.39***

4. Results in HRM�
HRM
EKPIs

� 0.37*** 4. Results in HRM�
HRM
EKPIs

� 0.38***

Note(s): *Correlations significant at p<0.05; **correlations significant at p< 0.01; ***correlations significant
at p < 0.001
Source(s): Own empirical research

Table 2.
Correlation matrix for

the major variables
modified by the
efficiency ratio

(employee KPIs)

Mediating role
of HRM

outcomes in
SEWE&JS



HQS pre-pandemic HQS during the pandemic
Variables in
paths β Z p 95%CI

Variables in
paths β Z p 95%CI

SEWE&JS →

finance
0.15 3.00 <0.001 [0.05;

0.25]
SEWE&JS →

finance
0.09 2.55 <0.05 [0.02;

0.15]
SEWE&JS →

HRM (α)
0.58 9.08 <0.001 [0.46;

0.71]
SEWE&JS →

HRM (α)
0.52 8.19 <0.001 [0.40;

0.64]
HRM → finance 0.82 14.18 <0.001 [0.70;

0.93]
HRM → finance 0.85 16.69 <0.001 [0.75;

0.95]
Mediation effect
of HRM (αβ)

0.48 6.71 <0.001 [0.34;
0.61]

Mediation effect
of HRM (αβ)

0.44 7.37 <0.001 [0.32;
0.56]

Foreign subsidiaries pre-pandemic Foreign subsidiaries during the pandemic
Variables in
paths β Z p 95%CI

Variables in
paths β Z p 95%CI

SEWE&JS →

finance
0.06 1.79 p > 0.05 – SEWE&JS →

finance
0.09 2.17 <0.05 [0.01;

0.16]
SEWE&JS →

HRM (α)
0.37 5.39 <0.001 [0.24;

0.50]
SEWE&JS →

HRM (α)
0.38 5.21 <0.001 [0.24;

0.52]
HRM → finance 0.88 14.00 <0.001 [0.76;

1.00]
HRM → finance 0.84 14.82 <0.001 [0.73;

0.95]
Mediation effect
of HRM (αβ)

0.32 4.69 <0.001 [0.19;
0.46]

Mediation effect
of HRM (αβ)

0.32 4.91 <0.001 [0.19;
0.45]

Note(s): All variables modified by the efficiency ratio (employee KPIs)
Source(s): Own empirical research

HQS pre-pandemic HQS during the pandemic
Variables in
paths β Z p 95%CI

Variables in
paths β Z p 95%CI

SEWE&JS →

innovativeness
0.17 2.41 <0.05 [0.03;

0.30]
SEWE&JS →

innovativeness
0.08 1.57 >0.05 –

SEWE&JS →

HRM (α)
0.58 9.08 <0.001 [0.46;

0.71]
SEWE&JS →

HRM (α)
0.52 8.19 <0.001 [0.40;

0.64]
HRM →

innovativeness
0.67 9.76 <0.001 [0.53;

0.80]
HRM →

innovativeness
0.76 12.80 <0.001 [0.64;

0.87]
Mediation effect
of HRM (αβ)

0.39 6.19 <0.001 [0.27;
0.51]

Mediation effect
of HRM (αβ)

0.39 6.71 <0.001 [0.28;
0.51]

Foreign subsidiaries pre-pandemic Foreign subsidiaries during the pandemic
Variables in
paths β Z p 95%CI

Variables in
paths β Z p 95%CI

SEWE&JS →

innovativeness
0.02 0.39 >0.05 – SEWE&JS →

innovativeness
0.08 1.81 >0.05 –

SEWE&JS →

HRM (α)
0.37 5.39 <0.001 [0.24;

0.50]
SEWE&JS →

HRM (α)
0.38 5.21 <0.001 [0.24;

0.52]
HRM →

innovativeness
0.67 8.21 <0.001 [0.51;

0.82]
HRM →

innovativeness
0.81 13.64 <0.001 [0.69;

0.92]
Mediation effect
of HRM (αβ)

0.25 4.63 <0.001 [0.14;
0.35]

Mediation effect
of HRM (αβ)

0.31 4.86 <0.001 [0.18;
0.43]

Note(s): All variables modified by the efficiency ratio (employee KPIs)
Source(s): Own empirical research

Table 3.
Path analysis
summary in PLS-SEM
for SEWE&JS and
company performance
results in finance

Table 4.
Path analysis
summary in PLS-SEM
for SEWE&JS and
company performance
results in
innovativeness
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slightly stronger during the pandemic. Similar patterns are observed for finance and
innovativeness, with stronger effects before the pandemic in HQs and slightly stronger
effects in local subsidiaries during the pandemic. The effect of SEWE&JS on quality is
significant and stronger during the pandemic in both HQs and local subsidiaries.

Overall, the main hypothesis H1 is confirmed, indicating that SEWE&JS positively
influences company performance results in various areas. However, not all effects are
statistically significant, highlighting some variations in the impact of SEWE&JS across
different contexts and time periods.

Mediation analyses reveal that company performance results in HRM positively mediate
the relationships between SEWE&JS and company performance results in finance. In HQs,
this mediation effect is significant in both the pre-pandemic (β 5 0.82; p < 0.001) and
pandemic (β 5 0.85; p < 0.001) periods. The indirect mediation effect is slightly stronger
before the pandemic (αβ 5 0.48; p < 0.001) compared to the pandemic period (αβ 5 0.44;
p<0.001). In foreign subsidiaries, themediation effect remains consistent across both periods
(αβ5 0.32; p< 0.001). Therefore, auxiliary hypothesis H2a is confirmed, while H3a is rejected.
Figure 1 provides a graphical representation of these findings.

Company performance results in HRM positively mediate the relationships between
SEWE&JS and company performance results in innovativeness. In HQs, this mediation effect
is significant in both the pre-pandemic (β5 0.67; p< 0.001) and pandemic (β5 0.76; p< 0.001)
periods, with a consistent indirect mediation effect (αβ5 0.39; p < 0.001) across both periods.
In foreign subsidiaries, the mediation effect is significant in both the pre-pandemic (β5 0.67;
p < 0.001) and pandemic (β 5 0.81; p < 0.001) periods, but the indirect mediation effect is
significantly stronger during the pandemic (αβ5 0.31; p < 0.001) compared to pre-pandemic
(αβ5 0.25; p<0.001). Therefore, auxiliary hypothesis H2b is confirmed, while H3b is partially
supported. Figure 2 illustrates these relationships.

HQS pre pandemic HQS during the pandemic
Variables in
paths β Z p 95%CI

Variables in
paths β Z p 95%CI

SEWE&JS →

quality
0.23 2.79 <0.01 [0.07;

0.38]
SEWE&JS →

quality
0.29 4.30 <0.001 [0.16;

0.43]
SEWE&JS →

HRM (α)
0.58 9.08 <0.001 [0.46;

0.71]
SEWE&JS →

HRM (α)
0.52 8.19 <0.001 [0.40;

0.64]
HRM → quality 0.56 5.85 <0.001 [0.37;

0.74]
HRM → quality 0.50 6.42 <0.001 [0.34;

0.65]
Mediation effect
of HRM (αβ)

0.32 4.89 p < 0.001 [0.19;
0.45]

Mediation effect
of HRM (αβ)

0.26 5.19 <0.001 [0.16;
0.35]

Foreign subsidiaries pre-pandemic Foreign subsidiaries during the pandemic
Variables in paths β Z p 95%CI Variables in paths β Z p 95%CI

SEWE&JS →

quality
0.16 2.53 <0.05 [0.04;

0.28]
SEWE&JS →

quality
0.21 3.27 <0.01 [0.08;

0.33]
SEWE&JS →

HRM (α)
0.37 5.39 <0.001 [0.24;

0.50]
SEWE&JS →

HRM (α)
0.38 5.21 <0.001 [0.24;

0.52]
HRM → Quality 0.55 5.96 <0.001 [0.37;

0.73]
HRM → quality 0.56 7.16 <0.001 [0.40;

0.71]
Mediation effect
of HRM (αβ)

0.20 4.09 <0.001 [0.11;
0.30]

Mediation effect
of HRM (αβ)

0.21 4.32 <0.001 [0.12;
0.31]

Note(s): All variables modified by the efficiency ratio (employee KPIs)
Source(s): Own empirical research

Table 5.
Path analysis

summary in PLS-SEM
for SEWE&JS and

company performance
results in quality

Mediating role
of HRM
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SEWE&JS



Advancement level
of SEWE&JS

( _ & = _ & )

Company performance
results in finance 

( = )

Company performance
results in HRM

( = )

α = 0.48

Advancement level
of SEWE&JS

( _ & = _ & )

Company performance
results in finance

( = )

Company performance 
results in HRM

( = )

Company perform
α = 0.44

Advancement level
of SEWE&JS

( _ & = _ & )

Company performance
results in finance

( = )

Company performance
results in HRM

( = )

Company perform
= 0.06

α = 0.32

Advancement level
of SEWE&JS

( _ & = _ & )

Company performance
results in finance

( = )

Company performance
results in HRM

( = )

Company perform
= 0.09

α  = 0.32

R² = 0.84

R² = 0.82 R² = 0.77

R² = 0.80

= 0.58

= 0.37

= 0.38

= 0.52= 0.82
= 0.85

= 0.84
= 0.88

= 0.09= 0.15

R² = 0.34 R² = 0.27

R² = 0.14R² = 0.14

(p > 0.05) (p > 0.05)

(p < 0.05)(p < 0.05)

(p < 0.001) (p < 0.001)

(p < 0.001)

(p < 0.001)

(p < 0.001)

(p < 0.001)

(p < 0.001)

(p < 0.001)

The FSs – during the pandemicThe FSs – pre-pandemic

The HQS – pre-pandemic The HQS – during the pandemic

Source(s): Own empirical research

(a)

(c)

(b)

(d)
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Company performance
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Company performance
results in HRM
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( = )

Company performance
results in HRM

( = )

Company perform

α  = 0.39

Advancement level
of SEWE&JS

( _ & = _ & )

Company performance
results in innova veness

( = )

Company performance
results in HRM

( = )

Company perform

α  = 0.25

Advancement level
of SEWE&JS

( _ & = _ & )

Company performance
results in innova veness

( = )

Company performance
results in HRM

( = )

Company perform

α  = 0.31

= 0.58
= 0.52= 0.67

= 0.76
(p < 0.001)

(p < 0.001)

(p < 0.001)

(p < 0.001)

(p < 0.001)

(p < 0.001)

(p < 0.001)

(p < 0.001)

= 0.08= 0.17

(p < 0.05)(p < 0.05)

R² = 0.34 R² = 0.27

R² = 0.60 R² = 0.64

= 0.02 = 0.08

R² = 0.46 R² = 0.71

= 0.37
= 0.38 = 0.81

= 0.67
R² = 0.14R² = 0.14

(p > 0.05) (p > 0.05)

The FSs – during the pandemicThe FSs – pre-pandemic

The HQS – pre-pandemic The HQS – during the pandemic

Source(s): Own empirical research

(a)

(c)

(b)

(d)

Figure 1.
The HRM mediation
model of the
relationships between
SEWE&JS and
company performance
results in finance

Figure 2.
The HRM mediation
model of the
relationships between
SEWE&JS and
company performance
results in
innovativeness
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HRM outcomes positively mediate the relationships between SEWE&JS and company
performance results in quality. In HQs, this mediation effect is significant in both the pre-
pandemic (β 5 0.56; p < 0.001) and pandemic (β 5 0.50; p < 0.001) periods, with a stronger
indirect mediation effect in the pre-pandemic (αβ5 0.32; p< 0.001) compared to the pandemic
(αβ5 0.26; p < 0.001) time. In foreign subsidiaries, the mediation effect is significant in both
the pre-pandemic (β 5 0.55; p < 0.001) and pandemic (β 5 0.56; p < 0.001) periods, with a
slightly stronger indirect mediation effect during the pandemic (αβ 5 0.21; p < 0.001) than
during pre-pandemic (αβ5 0.20; p< 0.001). Auxiliary hypothesis H2c is confirmed, while H3c
is partially supported, specifically in relation to foreign subsidiaries. Figure 3 visually
presents these phenomena.

Summarizing the results of mediation analyses, it can be stated that they allow for a
positive verification of auxiliary hypotheses H2a, H2b and H2c, which ultimately entitles
us to recognize the main hypothesis H2 as true. This is based on the findings that
company performance results in HRM positively mediate the relationships between
SEWE&JS and the other three categories of company performance, regardless of the type
of the company (HQs or foreign subsidiaries) and the time period under consideration. As
for main hypothesis H3, it can be considered only partially confirmed. This is due to the
fact that none of the auxiliary hypotheses has been confirmed for both the HQs and the
foreign subsidiaries. Hypothesis H3a was positively verified only for the HQs, and
hypotheses H3b and H3c are true only for the foreign subsidiaries.

The explanatory capability of all the models is juxtaposed in Table 6. In general, it can be
said the amount of variance explained in the company performance results ranges fromweak
to strong (Ringle et al., 2020; Hair et al., 2022).

15Advancement level
of SEWE&JS

( _ & = _ & )

Company performance
results in quality
( = )

Company performance
results in HRM

( = )

Company perform

α = 0.32

Advancement level
of SEWE&JS

( _ & = _ & )

Company performance
results in quality
( = )

Company performance 
results in HRM

( = )

Company perform

α = 0.26

The HQS – pre-pandemic The HQS – during the pandemic

= 0.58
= 0.52= 0.56

= 0.50
(p < 0.001) (p < 0.001)

(p < 0.001)(p < 0.001)

= 0.23 = –0.29

R² = 0.34

R² = 0.51 R² = 0.48

R² = 0.27

(p < 0.001) (p < 0.001)

(a) (b)

Advancement level
of SEWE&JS

( _ & = _ & )
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5. Research summary and final conclusions
The main goal of the article, identified with the main research problem, was to
determine the mediating role of HRM outcomes in the relationships between shaping
employee work engagement and job satisfaction (SEWE&JS) and company performance
results, and to establish whether there are any identifiable regularities in this scope in the pre-
pandemic and pandemic periods of COVID-19 in the HQs and foreign subsidiaries of MNCs.
The research findings presented in the previous sections of the article justify the conclusion
that this goal has been successfully achieved.

Summarizing the research findings, it can be concluded that both similar and different
regularities have been identified in the HQs of MNCs and their local subsidiaries. In terms of
similarities, during the pandemic, both the HQs and local subsidiaries exhibited slightly
higher company performance in innovativeness, accompanied by improved employee
performance scores compared to pre-pandemic levels. This can be attributed to specific HRM
solutions that positively impact employee performance, as well as the special influence of
managerial staff on subordinate employees. Other studies suggest that managers adapted
their methods to the new COVID-19 conditions, leading to employees’ performance exceeding
expectations (Minbaeva & Navrbjerg, 2023). These findings align with research, indicating
that highly engaged employees consistently strive to contribute beyond expectations (Harter
et al., 2013). Notably, innovation required special engagement from employees, who sought
and implemented creative product and service solutions to ensure organizational functioning
during challenging times. These studies support the notion that focusing on innovation based
on employee engagement is an effective remedy in turbulent environments (Aftab et al., 2022).

As for the different regularities, they are visible both in the correlations between the
variables and in their effects. Generally speaking, the relationship between SEWE&JS and
the organization’s performance results in the HQs being slightly stronger before the
pandemic, and in the foreign subsidiaries during the pandemic. In terms of influence, in the
foreign subsidiaries, the direct impact of SEWE&JS on results in finance, innovativeness and
quality was greater during the pandemic than before it. In the case of the HQs, it looked a bit
different. Here, SEWE&JS had a slightly greater impact on the results in finance and
innovation before the pandemic, and during the pandemic, it had a slightly greater impact on
quality results. Furthermore, HRM outcomes turned out to be a stronger mediator between
SEWE&JS and company performance results in finance and quality in the HQs during the
pandemic, whereas in the local subsidiaries, they were a stronger mediator of the
relationships between the results in innovativeness and quality during the pandemic.

Units of MNCs Variables in models
R2

The pre-pandemic time The pandemic time

HQs Results in HRM 0.34 0.27
Results in finance 0.84 0.80
Results in innovativeness 0.60 0.64
Results in quality 0.51 0.48

Foreign subsidiaries Results in HRM 0.14 0.14
Results in finance 0.82 0.77
Results in innovativeness 0.46 0.71
Results in quality 0.39 0.44

Note(s): Interpretation
R2 – the amount of variance explained in the construct (very weak ≥0.1, weak ≥0.19; moderate ≥0.33,
substantial ≥0.67, strong ≥0.75)
Source(s): Own empirical research

Table 6.
The explanatory
capabilities of the HRM
mediation models of
the relationships
between SEWE&JS
and company
performance results
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The significance of SEWE&JS for company performance results and its advancement level
were slightly greater in HQs than in local subsidiaries in both study periods. However, KPI-
based employee performance was better in local subsidiaries before the pandemic, and in HQs
during the pandemic. These findings support previous studies, emphasizing the importance of
considering specific contexts withinMNC units when analyzing the effectiveness of SEWE&JS
(Shuck et al., 2021). Furthermore, it highlights the need to examineHQs and foreign subsidiaries
separately (Edwards, S�anchez-Mangas, Jalette, Lavelle, & Minbaeva, 2016), as well as the
distinct contextual conditions during a crisis (such as the pandemic) compared to non-crisis
periods (Kim&Ployhart, 2014; Donovan, 2022). Taking these factors into account improves our
understanding of SEWE&JS-related phenomena (Shuck et al., 2021).

The research findings contribute to management science by confirming the positive impact
of SEWE&JS on company performance results (Kessler et al., 2020). They also emphasize the
positive effects of HRM on performance and the need for a holistic approach to HRM’s impact
(Lee et al., 2020; Boon et al., 2019). HRM outcomes consistently mediated the relationship
between SEWE&JS and performance, with indirect impact being greater but always
statistically significant. This highlights the importance of configuring SEWE&JS as an
adaptable system (Garengo et al., 2022). However, different regularities were observed in each
context, indicating the absence of a universal practice (Shuck et al., 2021). The research also
brings new value by defining the mediating role of HRM outcomes and identifying regularities
in finance, innovativeness and quality results. The analysis employed an innovative approach
by utilizing employeeKPIs as efficiency indicators. Additionally, the study’s coverage ofMNCs
operating globally from Central Europe adds to the limited literature on this topic.

The empirical research has certain limitations. Such limitations include the structure of the
research sample, which does not fully correspond with the general population, and the lack of
input from informants in local subsidiaries (explained in the researchmethodical section). Another
limitation is the use of qualitative benchmarking, which relies on subjective evaluations rather
than on objective measures of company performance and SEWE&JS advancement. The reliance
on respondent declarations for measuring variables introduces a potential bias into the research
findings. Future researchmight seek to corroborate these findings withmore objective measures,
such as utilizing performance data or third-party assessments of company performance and
SEWE&JS advancement, to validate the self-reported data and ensure a more robust analysis.
This approach would mitigate the risk of skewed results due to potentially optimistic or
pessimistic respondentperceptionsandprovide amore accurate reflection of actual organizational
practices and outcomes. Moreover, the respondent demographic, primarily consisting of HR
representatives, introduces another layer of complexity and potential bias into the findings. Their
professional perspective and potential inclination toward certain HRM outcomes and strategies
might shape the findings in a specific direction, which, while providing invaluable insights into
HRMstrategies and outcomes,might not fully encapsulate the broader organizational impact and
perceptions of SEWE&JS. Thus, future research endeavors could benefit from incorporating a
more diverse range of perspectives, such as those of linemanagers or general employees, to offer a
more holistic view of the impact of SEWE&JS on company performance. Engaging in this multi-
perspective approach would not only enhance the comprehensiveness of the findings but also
provide a richer, more nuanced understanding of how SEWE&JS permeates through different
organizational levels and roles, and how its impact may be perceived and manifested differently
across various strata within the MNCs. Additionally, while the HQs were located in a single
Central European countrywith similar contexts, the foreign subsidiaries in various countrieswere
not individually considered.

Finally, from the pragmatic and managerial standpoint, it can be said that the conducted
research also has a certain practical value. Its findings prove that properly constructed
activities composing SEWE&JS, accurately linked to other HRM subfunctions and suitably
adjusted to the organizational context, particularly in the time of crisis (cf.Agarwal et al., 2022),
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can contribute to stimulating employee engagement (cf. Bailey, 2016), which supports the
organization in difficult times of crisis. This was particularly visible in the area of innovation in
the presented research.
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