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ABSTRACT: The problem of the
influence of culture on organization and
management, the  management should

generally be viewed from two perspectives:
that of national culture and organizational
culture. Although the two types of cultures is a
direct relationship, although they influence
each other, are not identical phenomena, they
are different. The study leads to the conclusion
that organizational culture does not delete does
not diminish the national culture, sometimes
she even maintains and enhances national
differences.

Introduction

This study aims, the methods developed
in the project questionnaire Comoros,
determining the effects of national culture or
subculture that he carries on its organizational
practices and behavior of managers in SMEs in
the county. The sample consisted of 111
respondents (75 men and 36 women),
implementation and management personnel
from the 15 companies Gorj. The criterion for
selection of firms to which we refer has been
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ABSTRACT: Problema influentei culturii
asupra organizarii §i  conducerii, asupra
managementului in general trebuie analizatd
din doua puncte de vedere: cel al culturii
nationale si cel al culturii organizationale. Desi
intre cele doua tipuri de culturi exista o relatie
directd, desi ele se influenteaza reciproc, nu
sunt fenomene identice, ele sunt de naturd
diferita. Studiul conduce la concluzia ca, o
cultura organizationald nu sterge si nu
diminueaza cultura nationald, uneori ea chiar
mentine si sporeste diferentele nationale.

Introducere
Prezentul studiu isi propune, pe baza

metodei chestionarului elaborat in cadrul
proiectului COMOR, determinarea efectelor pe

care cultura nationald sau subculturi ale
acesteia le exercitd asupra practicilor
organizationale si comportamentului

managerilor in IMM-urile din judetul Gorj.
Esantionul a fost format din 111 respondenti
(75 barbati si 36 femei), personal de executie si
conducere din cadrul a 15 Iintreprinderi
gorjene. Criteriul de selectie a firmelor la care
facem referire a fost pasul de numarare aplicat
listei  firmelor judetului  Gorj. Media
chestionarelor aplicate in cadrul firmelor
gorjene este de 7 chestionare/firma.
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applied to counting up the list of firms of the Structura esantionului in functie de sex,

county. Media questionnaires, applied in Gorj grupe de varstd, nivelul studiilor si pozitia

firms, is 7 questionnaires / firm. ierarhica este redata in figurile de mai jos:
Sample structure by sex, age, education

level and hierarchical position is shown in the Structura pe genuri

figures below:
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Figural. Sample per grouping variable
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Diagrams 1. Sample per grouping variable
structure

Applied the questionnaire which included 51
items, each question referred to two situations:
- The first event aimed to identify the current
situation of the enterprise (Sa);
- The second event, aimed to identify how
the situation would be required (Sd).
Each answer was rated on a scale with
values between 1 and 5.
e Value 1, meaning the total agreement,
approving strong - at
e Value 2, moderate agreement / partial,
partial approval - ap
e Value 3, indecisiveness nor agree nor
disagree - i
e Value 4, rejecting moderate / partial,
partial rejection - rp
e Value 5, total rejection, rejecting strong -
rt

Particularities of the cultural

dimension "power distance"

Power distance[6] is defined as "the extent
to which people with less power of institutions (the
basic components of society: family, school,
community) and organizations (places where
people work) in a country expect and accept that
power is unevenly distributed. "Thus, companies
seek to reduce inequalities in wealth and power are
characterized by proximity to power, but those that

structure

In cadrul chestionarului aplicat care a cuprins 51 de
itemi, fiecare intrebare s-a referit la doua situatii:
- prima situatie a avut ca scop sa identifice
situatia actuala din intreprindere (Sa);
- cea de a doua situatie, a avut ca scop sa
identifice cum ar fi situatia dorita (Sd)
Fiecare raspuns s-a evaluat pe o scala cu
valori cuprinse Intre 1 si 5.
e valoarea 1, cu semnificatia de acord
total; aprobare puternica — at
e valoarea 2, acord moderat/partial;
aprobare partiald — ap
e valoarea 3 indecizie, nici acord, nici
dezacord —i
° valoarea 4, respingere
moderata/partiald; respingere partiald — rp
e valoarea 5, respingere totald,; respingere
puternicd — rt

Particularitatile dimensiunii culturale
”distanta fata de putere”

Distanta[6] fatd de putere este definitd ca
“masura 1n care oamenii cu putere mai micad din
institutiile (componentele de baza ale societatii:
familia, gscoala, comunitatea) si organizatiile
(locurile unde muncesc oamenii) dintr-o tard
asteaptd §i acceptd ca puterea sia fie inegal
distribuita”. Astfel, societatile care incearcd sa
reducd inegalititile in putere si bogatie se
caracterizeaza prin distanta micd fatd de putere, in
schimb cele care institutionalizeaza diferentele in
bogdtie si putere sunt considerate cu distantd mare
fata de putere.

Romanii prefera sa nu intervind in
exercitiul autoritatii si sa se supuna ordinelor date
de sus. Prin acest comportament.[7], Romaénia
semnalizeazd o nevoie de a avea lideri autoritari,
centralizare in decizii, iar populatia doreste sa
urmeze regulile stabilite de astfel de lideri. In
general, personalul din organizatii din astfel de

Annals of the ,,Constantin Brancusi” University of Targu Jiu, Economy Series, Issue 2/2011

220



Analele Universitatii “Constantin Brancusi” din Targu Jiu, Seria Economie, Nr. 2/2011

institutionalizes differences in wealth and power
are considered far away from power

Romanians prefer not to intervene in the
exercise of authority and to obey the orders given
from above. This behavior[7], Romania indicates a
need to have authoritarian leaders, decision
centralization, and people want to follow rules set
by these leaders. In general, staff organizations
such cultures do not express opinions contrary to
superior orders and get it running, most often
without question.[1]

In the questionnaire applied in the Gorj
County, the views expressed by respondents on this
dimension were found in items Q1 and Q2:

culturi nu exprima pareri contrare fatd de superior
si primesc ordine pe care le executd, de cele mai
multe ori, fira a pune intrebari[1]

In cadrul chestionarului aplicat in judetul
Gorj opiniile exprimate de catre respondenti legate
de aceastd dimensiune s-au regasit in itemii Q1 si

Q2:

Sa  trying to increase social distance
Persons who  occup between themselves and others
o\ "UPY 'Sd should seek to establish a proper
Q1 | positions of power within . .
the arganization hierarchy between the categories of
personnel to increase social distance
between themselves and others
Sa  try to reduce social distance between
Persons who  occupy themselves and others
Q2 | positions of power within | Sd  should seek to reduce social distance
the organization between themselves and others,
establishing a proper hierarchy
Pa Incearcd sa mareasca distanta sociald intre ei i
Persoanele care ocupa pozitii cu ceilalti — - - —— -
Q1 A T Pd ar trebui sd Incerce si stabileasca o ierarhie
putere in cadrul organizatiei <. i
corectd intre categoriile de personal pentru a
midri distanta sociald Intre ei si ceilalti
Pa  incearcd sa micsoreze distanta sociala intre ei gi
o)) Persoanele care ocupa pozitii cu ceilalti
putere in cadrul organizatiei Pd  ar trebui sa incerce sd micsoreze distanta sociala
intre ei si ceilalti, stabilind o ierarhie corecta

Respondents Structure

Opinions expressed

at | ap

| i | p | rt | Total
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N| % [N| % [IN| % [N| % [N| % N %
M 1[100] 5826 |14]63,6[22|643[33|684]| 751676
Sa | F - -1 11174 81364 |13 [357(14]31,6| 36]|324
Bye sex Total 1]1100] 6] 100 |22 ] 100 |35]100 {47100 | 111 | 100
M 10| 62| 8] 100 91804 |26[568[22]72,1| 75| 67,6
Sd | F 6| 38| -|- 21196191432 91279 36324
Total 16 | 100 | 8 | 100 | 11 | 100 | 45| 100 | 31| 100 | 111 | 100
Structura Qpinii exprimate
respondentilor at ap ! uY It Total
’ N| % |IN| % [N| % [N| % [N| % N %
M 11100 582,614 |63,6 122|643 |33 (684 | 75]|67,6
Sa | F - - 1174 81364 131357 [14[31,6 ] 36324
Dupa Total | 1]100| 6| 100 | 22 | 100 | 35| 100 | 47 | 100 | 111 | 100
sex M 10| 62| 8] 100 9180426568 |22|72,1| 75| 67,6
Sd | F 6| 38| -|- 19,6 | 191432 | 91279 36324
Total | 16 | 100 | 8 | 100 | 11 | 100 | 45 ] 100 | 31 | 100 | 111 | 100
Number of respondents = 111, Sa = Numarul respondentilor = 111; Sa =

current situation, Sd = desired situation, at =
full approval, partial approval ap =, i
indifference, indecision, rp = partial rejection,
rt = total rejection.

Analyzing the results, we found that
61.26% of respondents believe that at present,
the organizations in which they operate, the
management do efforts in the reduction of
social distance between themselves and
employees. We note that approximately 20%
of respondents said they were unsure if the
item Q1 and 17% what if the item can
demonstrate Q2 indifference that was not
understood the content item or a wrong answer
for fear of choosing which led to indecision.

In terms of desirable behavior, there is
a clear preference for reducing the social
distance between managers and employees,
78.38%  of respondents  stating that
management should try to make even more
efforts to do so

Analyzing the answers in terms of
hierarchical position occupied, it is noted that
out of executive staff, 5.67% believes that the
current situation, those with power positions

Situatia actuald; Sd =Situatia doritd; at
aprobare totald; ap = aprobare partiald; i =
indiferenta, indecizie; rp = respingere partiala;
rt = respingere totala

Analizand rezultatele, se constatd ca
61,26% dintre respondenti considera ca, in
prezent, in cadrul organizatiilor In care Iisi
desfagoara activitatea, managementul depune
eforturi in vederea micsorarii distantei sociale
dintre ei si angajati. Remarcam faptul ca,
aproximativ 20% din totalul respondenti s-au
declarat indecisi in cazul itemului Q1 si 17% in
cazul itemului Q2 ceea ce poate demonstra
indiferenta, faptul cad nu a fost inteles
continutul itemului sau o teama de a nu gresi
raspunsul ceea ce a determinat alegerea
variantei de indecizie.

In ceea ce priveste comportamentul
dezirabil, existd o preferinta clard pentru
reducerea distantei sociale dintre manageri si
angajati, 78,38% dintre cei chestionati
afirmand faptul cad managementul ar trebui sa
incerce sa depund si mai multe eforturi pentru
aceasta.

Analizand raspunsurile formulate din
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within the organization seeks to increase social
distance between them and others, while top
management believes the 25% that currently,
in organizations there is a considerable social
distance between these categories of people.

In the cultural dimension of power
distance, we can say in conclusion that while
the behavior of the population shows a
relatively large distance from the authority as
derived from the Globe trial is a desire for a
cooperative and participatory management
style. This may explain the preference of
Romanians to work in organizational
characteristics of Anglo-American,
participatory management style characterized
by proximity to the Authority. .[1]

Particularities individualism-collectivism
cultural dimension in SMEs in the county

The second cultural dimension is
analyzed in Gorj SMEs organizations
individualism-collectivism dimension. It builds
links between individuals and how it is formed.
Links between individuals in individualistic
cultures are chaotic and superficial, each
wearing their own care, while collectivism
characterized cultures in which the emphasis is
on group, individuals are integrated into
different groups and subgroups among the
members of which are strong links. Romania is
a country with a high index of collectivism. .[7]
Previous research showed that there is a
correlation between high individualism index
and richness of a country. Thus, the high level
of collectivism in our country is an indicator of
our level of living modestly. Another
correlation is that identified by specialist
Dutch, Geert Hofstede, between individualism
and external funding received by a particular
country. According to this correlation, the
index of Romania is growing individualism.
17
of

Description individualism-

punct de vedere al pozitiei ierarhice ocupate, se
remarcd faptul cd, din totalul personalului de
executie, 5,67% considerda ca, In situatia
actuald, persoanele care ocupa pozitii cu putere
in cadrul organizatiei incearcd sa mareasca
distanta sociala intre ei si ceilalti, Tn timp ce
managementul de varf considera, in proportie
de 25% ca, in prezent, in organizatii exista o

distantd  sociald considerabild intre aceste
categorii de persoane.
In privinta dimensiunii  culturale

distanta fatda de putere, putem afirma in
concluzie ca, in timp ce comportamentul
populatiei demonstreazd o distanta fatd de
autoritate relativ mare asa cum rezultd din
studiul Globe, dorinta este pentru un stil de
conducere participativ si cooperativ. Aceasta
poate explica si preferinta romanilor pentru a
lucra in medii organizationale cu caracteristici
anglo-american, cu stil de conducere
participativ caracterizat prin distanta mica fata
de autoritate. .[1]

Particularitatile  dimensiunii  culturale
individualism-colectivism in IMM-urile din
judetul Gorj

Cea de-a doua dimensiune culturald
analizata 1n cadrul organizatiilor sucevene este
dimensiunea individualism-colectivism.
Aceasta are la baza legatura dintre indivizi si
modul in care se formeaza aceasta. In culturile
individualiste legdturile dintre indivizi sunt
haotice si superficiale, fiecare purtandu-si
singur de grija, in timp ce colectivismul
caracteriseaza culturile In care accentul este
pus pe grup, indivizii fiind integrati in diferite
grupuri si subgrupuri intre membrii carora
legaturile sunt puternice.

Romania este o tara cu un indice de
colectivism ridicat. .[7] Cercetarile anterioare
au evidentiat ca exista o corelatie intre indicele
de individualism ridicat §i bogatia unei tari.
Astfel, nivelul ridicat de colectivism din tara
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collectivism cultural dimension of the county
level was achieved through Q3 item in the
questionnaire.

Claim designed to facilitate the
description  of  individualism-collectivism
dimension is based on respondents' perception
of the place of individual interests within the

group.

In current practice in organizations in the
county, 59.45% of respondents said, expressing
agreement (in whole or in part), that managers
encourage group loyalty even if individual interests
are affected, 15.7% share expressed their
disagreement (or partially) to this claim, the
remaining 25% being undecided about.

Regarding the desired practice, analysis of
value judgments show that a much higher
percentage of respondents (85.13%) believe that
managers should encourage group loyalty even if
individual interests would suffer, while the
percentage of who disagreed and partially
decreased to a value of 10.8%.

The fact that a high percentage of
respondents believe their individual interests are
and should be subordinated to group interests, the
most important group is not surprising given that
Romania is a country with a collectivist culture.
However, the fact that 80% of respondents want the
group's interests take priority can be an indicator
that collectivism at the organizational level would
be higher than the national level. Knowing this has
major  implications  for identifying  best
management practices at the organizational level.

Particularities masculinity-femininity
cultural dimension

noastrd este un indicator al nivelului nostru de
trai modest. O altda corelatie este cea
identificatda de specialistul olandez, Geert
Hofstede, intre individualism si finantarea
externd primitd de o anumitd tard. Conform
acestei corelatii, indicele individualismului din
Romania este in crestere. [7]

Descrierea  dimensiunii culturale
individualism-colectivism la nivelul judetului
Gorj s-a realizat prin intermediul itemului Q3
din cadrul chestionarului.

Afirmatie menitd sa faciliteze descrierea
dimensiunii individualism-colectivism se bazeaza
pe perceptia respondentilor cu privire la locul
intereselor individuale in cadrul grupului.

In practica actual din organizatiile din
judetul Suceava, 59,45% dintre respondenti au
declarat, exprimandu-si acordul (total sau
partial), cd managerii Incurajeaza loialitatea
fatd de grup, chiar dacd interesele individuale
au de suferit, 15,7% si-au exprimat dezacordul
(total sau partial) fata de aceasta afirmatie,
restul de aproape 25% fiind indecisi.

Referitor la practica doritd, analiza
judecatilor de valoare arata ca un procent mult
mai mare de respondenti (85,13%) considera
ca managerii ar trebui sd Incurajeze loialitatea
fatd de grup, chiar dacd interesele individuale
ar avea de suferit, in timp ce procentul celor
care si-au exprimat dezacordul total si partial a
scazut pana la valoarea de 10,8%.

Faptul cd un procent ridicat dintre
respondenti considera ca interesele individuale
sunt si trebuie sa fie subordonate intereselor de
grup, grupul fiind cel mai important, nu este
surprinzator avand in vedere cd Romania este o
tara cu o culturd colectivista. Totusi, faptul ca
peste 80% dintre respondenti doresc ca
interesele grupului sd primeze poate fi un
indicator al faptului ca la nivel organizational
colectivismul ar fi mai ridicat decat la nivel
national. Cunoasterea acestui fapt are implicatii
majore asupra identificarii practicilor optime
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The cultural dimension of masculinity-
femininity is based on the antagonistic relationship
between material values and social values of
members of an organization. Thus, masculinity is
regarded as preserve property values, while
femininity serves a bridge between members of the
organization leading to improved quality of life. An
organization of predominantly masculine may face
a serious imbalance in the social roles and an
orientation towards materialism. This can result in
a violation or neglect of ethical codes and
principles. On the other hand, an organization of
predominantly feminine, because the working
environment of friendly exaggeration to reach non
paote labor discipline and professional negligence.

Analysis of responses reveals that the
current situation in the organizations surveyed in
the county positions of authority are occupied
mainly by men (69.4% of respondents say so). We
note the high percentage of undecided respondents
(25.22% of total practice if desired) in terms of a
correlation between increasing numbers of women
in positions of leadership and what projected
increase work efficiency, in a first phase, a high
relatively high level of confidence on the ability of
women to be effective in leadership roles.

In terms of access to professional
development programs there is a discriminatory
attitude regarding desirable practice. Thus, 66.66%
of all those to whom the questionnaire was applied
for the organization in which they work should not
discriminate by gender in terms of encouraging
participation in such training programs. However, a
smaller percentage (24.77% of total) believes that
men should be encouraged more than women to
access such programs.

If desired practice most respondents
thought that organizations should provide equal
opportunities to accede to  professional
development programs to both men and women,
the current practice in Gorj organizations is not the
same situation. 30.18% of respondents believe that
their organization encourages more men than
women to participate in training programs; while a
similar percentage (36%) believe that the
organization is non-discriminatory attitude in this
regard. The remaining 33% did not answer this
question, declaring themselves undecided.

de management la nivel organizational.
Particularitatile  dimensiunii  culturale
masculinitate-feminitate

Dimensiunea culturald masculinitate-
feminitate se bazeazd pe relatiile antagonice
dintre valorile materiale si valorile sociale ale

membrilor unei organizatii. Astfel,
masculinitatea este consideratd ca fiind
apanajul  valorilor materiale, pe cand

feminitatea are rolul de liant intre membrii
organizatiei conducand la o imbunatatire a
calitatii vietii. O organizatie in care predomina
masculinitatea se poate confrunta cu un grav
dezechilibru al rolurilor sociale si cu o
orientare spre materialism. Acestea pot
conduce la o incdlcare sau o neglijare a
codurilor si principiilor etice. Pe de alta parte,
0 organizatie in care predomind feminitatea,
din cauza exagerarii ambiantei de lucru
amicale se paote ajunge la nerespectarea
disciplinei in munca si la neglijenta
profesionala.

Analiza raspunsurilor releva faptul ca,
in situatia actuala in organizatiile studiate din
judetul Gorj pozitiile de autoritate sunt ocupate
cu preponderenta de catre barbati (69,4%
dintre respondenti afirma acest lucru).
Remarcdm procentul mare de respondenti
indecisi (25,22% din total in cazul practicii
dorite) 1n ceea ce priveste existenta unei
corelatii intre cresterea numarului de femei cu
functii de conducere si cresterea eficientei
muncii ceea ce prefigureaza, intr-o prima faza,
un grad relativ ridicat de neincredere referitor
la capacitatea femeilor de a fi eficiente in
functii de conducere.

Din punct de vedere al accesului la
programele de dezvoltare profesionala se
constatd o atitudine nediscriminatorie In ceea
ce priveste practica dezirata. Astfel, 66,66%
din totalul celor carora li s-a aplicat
chestionarul considera ca organizatia in care
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Analysis of value judgments issued by the
respondents revealed that attitudes towards women
in the management Gorj organizations are not
discriminatory. Moreover, in recent years the trend
has been increasing the share of women in
positions of authority within the Romanian
organizations

Particularities the cultural dimension
of uncertainty avoidance

Uncertainty avoidance refers to the
degree of tolerance towards the unknown
future situations and represents the extent to
which an organization or a society based on
rules, procedures, rules and rituals to control
the uncertainty of future events. Thus,
organizations or companies in  which
uncertainty avoidance is high, there is a
preference and at the same time, a need for
written rules, strict regulations, detailed plans
and control

Regarding the current practice of
organizing work, 85.6% of respondents stated
that tasks are well defined in job descriptions,
while 5.4% believe that work tasks are not
sufficiently well defined in job descriptions
within the organization in which they operate,
the remaining 9% could not answer the
allegations. However, in practice the desired
total weight of undecided responses is reduced
to about 2%. Also on desired practices, 92.8%
of respondents stated that work tasks should be
more specific in the job description, while only
5% believe that work tasks should not be more
specific in job. 86.5% of respondents believe
that their work in strict indication stimulates
the activity of employees, 13.5% are undecided
or do not know the answer to this question.
This statement is disagreement weight 0, which
means that all respondents perceive the strict
specification of tasks as work incentive
employees

If you want practice, the share of which

lucreaza nu ar trebui sa facd discriminare in
functie de gen in privinta incurajarii participarii
la astfel de programe de pregatire. Totusi, un
procent mai redus — de 24,77% din total
respondenti — considerd ca barbatii ar trebui
incurajati mai mult decat femeile sa acceseze
astfel de programe.

Dacd in practica doritd majoritatea
respondentilor considera ca organizatiile ar
trebui sa ofere sanse egale de accedere la
programe de dezvoltare profesionala atat
barbatilor, cat si femeilor, In practica actuala
din organizatiile sucevene situatia nu este
aceeasi. 30,18% dintre respondenti considera
ca organizatia lor Tncurajeaza mai mult barbatii
decat femeile sd participe la programele de
formare profesionald, in timp ce un procent
asemanator (de 36%) considera ca atitudinea in
organizatii este nediscriminatorie sub acest
aspect. Restul de aproximativ 33% nu au
raspuns la aceastd Intrebare, declarandu-se
indecisi.

Analiza judecétilor de valoare emise de
respondenti releva ca atitudinea fatd de
implicarea  femeilor in  managementul
organizatiilor sucevene nu este discriminatorie.
Mai mult, in ultimii ani tendinta a fost de
crestere a ponderii femeilor in pozitii de
autoritate in cadrul organizatiilor romanesti.

Particularitiatile = dimensiunii  culturale
evitarea incertitudinii
Evitarea incertitudinii se refera la

gradul de toleranta fatd de situatiile viitoare
necunoscute s§i reprezintd masura in care o
organizatie sau o societate se bazeaza pe reguli,
proceduri, norme §i ritualuri pentru a controla
incertitudinea evenimentelor viitoare. Astfel, in
organizatiile sau societatile in care evitarea
incertitudinii este ridicatd, se manifesta o
preferintd si, in acelasi timp, o nevoie pentru
reguli scrise, regulamente stricte, planuri
detaliate si un control riguros.
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are in agreement (in whole or in part) with this
statement is 93.7%, and those who show
disagreement (in whole or in part) is 0%. The
percentage of undecided in this case is reduced
t0 6.3%.

The weight of opinion in favor of very
strict specify work tasks both in practice and
on current and expected behavior of
respondents wanted to show low tolerance of
uncertainty, characteristic of societies with
high uncertainty avoidance

Conclusions

As seen from the value judgments
issued by the 111 respondents, Gorj SMEs are
characterized by a high level of collectivism,
high uncertainty avoidance, a relatively high
index of power distance and a level Average
masculinity.

At the county level organizations,
employees prefer to stand teamwork to the
detriment of individual labor and employee
preference for a close relationship with his
supervisor in terms of its need to obtain
protection and to avoid taking responsibility
for contrary opinions. As stated in the Globe
case study conducted in 2005, the employees
in Romania there are a willingness to be led by
a leader who sometimes takes risky decisions
on their behalf. This behavior is expected of
the Head of contradictory - paternalism and
consultation at the same time - indicating that
the Romanian organizations participatory
system can be successful to the extent that
lines of authority are clearly defined and
respected

Collectivism index of SMEs of the
county is high. Emphasis is placed on the
group and loyalty to the group prevails over
personal interests, important events, successes
and joys of individuals are shared with other
members of the organization. About 85% of
respondents believe that managers should

In ceea ce priveste practicile actuale de
organizare a muncii, 85,6% dintre respondenti
declara ca sarcinile de munca sunt bine
precizate in fisa postului, in timp ce 5,4%
considerd ca sarcinile de muncd nu sunt
suficient de bine precizate in fisa postului in
cadrul organizatiei in care 1isi desfasoara
activitatea, restul de 9% nu a putut sa dea un
rispuns acestei afirmatii. In schimb, in privinta
practicilor dorite, ponderea indecisilor in
totalul raspunsurilor se reduce pana la
aproximativ 2%. De asemenea, referitor la
practicile dorite, 92,8% dintre respondenti
declara ca sarcinile de munca ar trebui sa fie
mai bine precizate in fisa postului, in timp ce
doar 5% considera cd sarcinile de muncd nu ar
trebui sa fie mai bine precizate in fisa postului.

86,5% dintre respondenti considerd ca
precizarea strictd a sarcinilor de munca
stimuleaza desfasurarea activitdtiii angajatilor,
13,5 % sunt indecisi sau nu cunosc raspunsul la
aceastd intrebare. La aceasta afirmatie
ponderea dezacordului este 0, ceea ce
inseamna ca toti respondentii percep precizarea
strictd a sarcinilor ca fiind un stimulent in
activitatea angajatilor.

In cazul practicii dorite, ponderea celor
care sunt 1n acord (total sau partial) cu aceasta
afirmatie este de 93,7%, iar a celor care
manifestd dezacord (total sau partial) este 0%.
Procentul indecisilor se reduce in acest caz
pana la 6,3%.

Ponderea foarte mare a opiniilor in
favoarea precizarii stricte a sarcinilor de munca
atdt in practica actuala cat si in privinta
comportamentului  asteptat si  dorit de
respondentii evidentiazd toleranta scazuta fata
de incertitudine, caracteristica societdtilor cu
un grad ridicat de evitare a incertitudinii.

Concluzii

Asa cum se desprinde din judecatile de
valoare emise de cei 111 respondenti, IMM-
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encourage group loyalty even if individual
interests would suffer.

It is obvious that the respondents
believe the cohesion of the group is and should
be assessed in comparison with the attitude of
individualism. Family and organization are
elements that individuals pride. Between
family and group members are established
close relations. The individual is protected by
them, and major events are shared both with
family members and group members.

The high degree of uncertainty
avoidance makes Gorj organizations for
employees to express their preference for the
formalization of procedures and tasks.
Although research has revealed that the county
organizations exist in current practice detailed
working rules and procedures, however, still
exists a need for greater rigor and a more
extensive breakdown to provide more stability
and control.

We can say that both individually and
organizationally, there is an uneasiness about
the future which need to be kept under control,
which means the instructions, rules, detailed
procedures that create and maintain a working
environment as stable.
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