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Abstract 

Public sector organizations face increasing pressure to adapt to new requirements from users, generated by 

phenomena such as the expansion of information technologies, globalization, increasing citizens' awareness of their 

rights. These new requirements involve changes in cultures of such organizations. While the rules, procedures, 

activities of public organizations are constantly evolving, culture of an organization change is an effort that requires a 

very long period. To some extent, cultural change process is lengthy due to the resistance that may arise in the event of 

planned changes in the culture of an organization. To facilitate the process of cultural change is necessary to know the 

particularities of organizational culture, in particular those related to work, job satisfaction and human resources 

policies. In this work we intend to research and interpret employee perceptions of organizational culture Gendarmerie 

Calarasi on issues related to work, job satisfaction and human resources policies to improve those aspects aiming 

human resource satisfaction. 
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1. Introduction 

 
The culture of an organization is manifested through its specific characteristics. It can be said that the culture of 

an organization means a set of assumptions which are accepted within the organization and which have proved useful 

in the past. These hypotheses were proved valid may be beliefs or values of the founder or solution to a problem that 

has been solved, and when repeated is resolved by default and unconscious. Also, characteristics of organizational 

culture are seen as the ways in which things are done correctly or how problems should be understood in the 

organization. Norms, values, philosophy, rules and behaviors are part of the organizational culture [5]. 

Organizational culture plays an important role in the overall functioning of an organization [10]. It is an 

important driver of performance and efficiency of the organization. First, organizational culture determines the 

members of organization to identify with the purpose of the organization or the organization itself. Employees 

understand that they belong to an organization that is a community of values, beliefs and ideology. So they subordinate 

individual interests to the general interest of the organization. Organizational culture creates a distinction between an 

organization and others. It also serves as a compass organizational culture and control mechanism that guides and 

shapes the attitudes and behavior of employees [9]. 

Furnham and Gunter [4] believes that organizational culture fulfills two functions: internal integration and 

coordination. Internal integration refers to the socialization of its members, the commitment to the organization and 

sense of identity among staff and, finally, the delimitation of the boundaries of the organization. Coordination is about 

creating an acceptable and stable organizational climate [7]. 

Organizational culture in a public organization is composed of truths and realities, including assumptions, 

beliefs, ideologies and values, which are made by bureaucracy and followed by members, aggregating all these 

elements and constitute a whole. Culture is transmitted to new generations by members of the organization with greater 

seniority, through the socialization process. This can be compared to the way in which national culture or national 

cultural heritage is passed down from generation to generation [6]. 

Summarizing, the culture of public organizations is a collection of common assumptions and beliefs that are 

usually undertaken by default and unconscious by members of the organization that affect how they work together, 

learn and face the challenges of carrying out organizational and the survival of the organization itself. It represents the 

fund beliefs, convictions, values, rules accumulated over the years by members of the organization that allows them to 

share a common language and transmission of culture to others [11]. Over time, these assumptions and beliefs there is 

installed within the organization, became elements of culture that cannot be challenged by anyone and influence the 

behavior of their organization. Thus, organizational culture is so important for the public organization that sometimes 

exceeds procedures although rarely speaks about it or not explicitly expressed in writing. 
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Human resource management is a key factor influencing the process of organizational change in the public 

sector. Applying the principles of human resource management in the public sector has deployed the traditional 

personnel management. Human resource management in the public sector became a necessity when it transit from 

rules-based culture to a culture of performance [12]. There are differences between the administration of human 

resources in the public and private sectors. However purposes of HR departments is the same in both organizations - to 

enable organizations to attract, develop and retain talent [3]. However, there is a significant difference between the two 

types of organization. Unlike the private sector, most public sector organizations cannot have a human resource policy 

that fully comply with market rules [2]. Workplaces in public organizations are heavily regulated and any dismissal 

requires strong reasons otherwise it can be reached in court. Also, public sector employment is more process-oriented 

than in the private sector being strictly regulated by laws [14]. It can be said that the public sector has developed a 

distinctive approach to human resources management over time and introduced a series of rights for employees who 

then become generally accepted in society. The public sector was always perceived as a "model employer". The notion 

of employer model incorporated the principles of good practice, being always an example for the private sector 

regarding the fair treatment of employees and ensuring good working conditions, including a high level of safety at 

work, superior leave entitlements and generous pensions [1]. 

The study of organizational culture in public organizations was introduced in the discipline of public 

administration only in the years 1970 and 1980. However origins of study of organizational culture in public 

administration can be found in previous works of institutionalists such as Barnard, Selznick, Kaufman, and Thompson 

[6]. Modern studies of organizational culture within public organizations boomed in the 1980s, taking into account the 

systemic approach. It was necessary to explain the phenomena that could not be explained by studying the formal 

organizational structure. 

Given the increasingly rapid development of economy and society as a whole as a result of phenomena such as 

globalization, technology expansion, recognition of human rights and freedoms it appeared the need for a change in the 

organizational culture of public organizations [13]. Nevertheless, due to the rigid and bureaucratic cultural change 

process is lengthy as a consequence of resistance that may arise in the event of planned changes in the culture of an 

organization. Allowing employees to participate and engage in the process of cultural change can get a deep adhesion 

to change, removing any resistance to it. To do this it is necessary to know the elements of culture [14]. In case of 

Calarasi Gendarmerie we intended to study those elements of organizational culture related to work and job 

satisfaction. In this regard, we intend to achieve in the research and interpret employee perceptions on various areas of 

organizational culture: characteristics of employment, satisfaction at work, cooperation within the organization, ways 

of informing within the institution, the characteristics required to an employee to be recognized / encouraged by heads, 

qualities that should define the employee-type, positive aspects on the institution; perception of fairness of employment 

sanction or dismissal procedures,, the perception of the frequency of discrimination and harassment, the perception on 

ensuring equal opportunities for women, minorities and persons with disabilities, their perception of fairness salary, 

perception of electronic surveillance work (including through video media and online activity monitoring) attitude 

towards suggestions and proposals resulting from the consultation process with employees. 

Besides these objectives related to the perception of employees on different cultural aspects on work and job 

satisfaction it can be identified and other secondary research objectives: perception of certain aspects according to their 

position in the public institution, analyzing differences in perception of some aspects in case of employees of different 

categories or with different ages. 

This research started from the assumption that in case of Calarasi Gendarmerie there is a strong culture in which 

functions of internal integration, coordination, work characteristics, characteristics required to model-employee, HR 

policies and procedures are given particular importance. 

 

2. Research methodology 
 

In order to develop a holistic and structured approach of cultural aspects on work and job satisfaction within a 

public institution we conducted a study on the peculiarities of organizational culture within the Gendarmerie Calarasi 

concerning these issues. Employee perceptions about cultural issues within a public institution are mainly influenced by 

their position, level of training, seniority and position held. Population (statistically researched universe) is the 

Gendarmerie employees Calarasi. To determine the research sample we established as a framework sample database 

comprising employees Gendarmerie. Calarasi. In 2015, the Gendarmerie Calarasi employing 360 employees with 

indefinitely labor contracts. As sampling method we used sampling stages. The sample size used was 200 respondents 

ensuring a level of trust research 95% and a margin of error of 4.62%. 

Both reference unit and the reporting unit of the research is the employees Gendarmerie Calarasi. Technical 

administration of the questionnaire used the interviewers. The research area was Calarasi County and tile collection 

period was between 1 and September 20, 2015. 

When striving research, we defined variables concerning analyzed aspects and built the framework to allow 

systematizing the answers given by the interviewed. In the questionnaire we opted for closed questions to increase the 

accountability of quantitative perceptions. For the analysis and interpretation of results data we used univariate analysis 
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and a bivariate analysis data. Being a militarized institution, Gendarmerie Calarasi has a personnel structure by gender 

imbalanced. Officers and administrative staff have higher education, while petty officer and gendarmes have secondary 

education. Relatively low average age (38.2 years) is due also to specific institution from area of public order securing 

and protection, which is predominantly operational staff that acts on the ground. Most employees (71%) have a length 

within the institution between 5 and 20 years. 

 

3. Analysis of general elements on work and job satisfaction 
 

After identifying questions that indicate surveyed population structure, the questionnaire covers a range of items 

aimed at general elements on work and job satisfaction in a public institution. Synthesizing answers to the question of 

the importance given labor characteristics, employees Gendarmerie Calarasi ranks first job placement in a nice area, the 

second is job security and work with people on three cooperative. In Table 1 it is observed that on following places are 

good working conditions, higher wages, promotion opportunity, free time for personal life. 

 

Table 1. The importance of labor characteristics 

Characteristics Frequency Percent 

Placing job in a nice area 51 25,5 

High salary 12 6.0 

Working with cooperative people 39 19.5 

Good working conditions 36 18.0 

Job security 47 23.5 

The possibility of promotion 9 4.5 

Free time for personal life 6 3.0 

Total 200 100.0 

 

The place of work in a nice area is preferred mostly by employees with a length between 5 and 10 years, job 

security being on the second place among those employees. Working with people cooperating and good working 

conditions are preferred by employees with a length between 10 and 20 years. In case of other staff distribution is 

relatively balanced, job security and good working conditions are the most appreciated features of labor. 

Social research results also that over 77.5% of employees are satisfied with the job, while 22.5 say they are 

satisfied (Table 2). 

 

Table 2. Satisfaction degree at job 

Satisfaction Frequency Percent 

Satisfied 155 77.5 

Very satisfied 45 22.5 

Total 200 100.0 

 

There is not dissatisfaction at the Gendarmerie Calarasi regarding job. Analyzing statistical frequencies 

depending on age categories it can say that most satisfied are employees with greater seniority over 20 years (Table 3). 

Also, a high degree of satisfaction can be seen among employees with a length between 5 and 10 years. Of the 15 

people selected within the sample with a length smaller under five years, all declaring that are only satisfied. We can 

conclude that many of the benefits of the jobs revealed as the employee forward in seniority. 

 

Table 3. Satisfaction at work by the category of seniority 

Seniority 
Satisfaction degree 

Total 
Satisfied Very satisfied 

1-5 years 15 0 15 

5-10 years 51 21 72 

Up to 10 years 58 12 70 

Up to 20 years 31 12 43 

Total 155 45 200 

 

Figure 1 outlines the distribution of satisfaction at work by level of education. Among Gendarmerie Calarasi 

employees distinguish those who have a higher education level, almost half of them were very satisfied with the job 

they occupy. 
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Figure 1. Workplace satisfaction by level of education 

 

Regarding the degree of cooperation within the organization, from Figure 2 it can be concluded that employees 

appreciate that there is a good cooperation between managers. A percentage of 76% of employees Gendarmerie 

Calarasi think it that cooperation between managers is good and very good. There are only a few isolated cases (6%) 

among the employees which appreciate that there is a lack of cooperation between managers. 

 

 
Figure 2. The perception of the degree of cooperation among managers 

 

 

Table 4 illustrated employee perceptions regarding the degree of cooperation between managers and performers. 

It can be seen that the perception of the degree of cooperation between managers and performers (77.5%) is even better 

than the degree of cooperation of senior management. Percentage stating dissatisfaction is lower (4.5%). 
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Table 4. The degree of cooperation between managers and executives 

Satisfaction degree Frequency Percent 

Unsatisfactory 9 4,5 

Satisfied 36 18 

Good 107 53,5 

Very good 48 24 

Total 200 100 

 

The best degree of cooperation is perceived by employees of Gendarmerie Calarasi in relations between 

subordinates. A percentage of 89% of employees Gendarmerie Calarasi think it is good and very good cooperation 

between subordinates. There are no cases in which employees appreciate that there is a lack of cooperation between 

subordinates. 

 

 
Figure 3. The perception of the degree of cooperation among the executives 

 

Table 5 shows that employees appreciate that there is a good degree of cooperation among the functional 

departments at institution level. The percentages are maintained, 77% of employees taking the view that the level of 

cooperation among departments is good and very good. 

 

Table 5. The level of cooperation among departments 

Satisfaction degree Frequency Percent 

Unsatisfactory 12 6 

Satisfied 34 17 

Good 112 56 

Very good 42 21 

Total 200 100 

Summarizing the responses to the question of sources of information within the organization, employees 

Gendarmerie Calarasi ranks first rumors or gossip, the second being informing by management and management's 

written notes at par. Table 6 showed that on the following places are various briefings and directly informing by 

colleagues. From this analysis it can be concluded that the informal plan dominates formal plan. 

 

162



Annals of the „Constantin Brâncuşi” University of Târgu Jiu, Economy Series, Issue  1/2016 

 

„ACADEMICA BRÂNCUŞI” PUBLISHER, ISSN 2344  – 3685/ISSN-L 1844 - 7007 

 

 

 

Table 6. The importance given to information sources 

Information Sources Frequency Percent 

Notes written by management 45 22,5 

Direct information by colleagues 12 6.0 

Direct information by management 45 22,5 

Information meetings 21 10,5 

Rumors / gossip 77 38,5 

Total 200 100 

 

Regarding the characteristics that an employee must meet to be recognized / encouraged by bosses, employees 

Gendarmerie Calarasi ranked first correctness, second being new ideas and the work on three. Table 7 showed that on 

the following places are competence, honesty, tasks fulfillment. 

 

Table 7. The importance given to the characteristics which an employee must meet to be recognized / 

encouraged bybheads 

Characteristics Frequency Percent 

to be fair 62 31,0 

to work 36 18,0 

be thorough 3 1.5 

meet burdens 30 15,0 

to be honest 6 3,0 

be competent 24 12,0 

have new ideas 39 19,5 

Total 200 100 

 

From the research, it appears that employees with a length between 1 and 5 years have found that to be 

recognized / encouraged by heads an employee should be fair and to work well. The same characteristics are indicated 

predominantly by employees with an age between 5 and 10 years. Employees with a length between 10 and 20 years, 

before these characteristics, have committed particular importance of new ideas that may come employees. 

Studying importance given the characteristics which must meet an employee to be recognized / encouraged by 

heads, according to their position it can be seen that the most important characteristic in the opinion of execution jobs 

occupiers is fairness, the second being new ideas. Regarding managers it can observe a balance in terms of the 

characteristics of honesty, competence, new ideas and interest for work. Analyzing the answers to the question of 

employee qualities type of institution, Calarasi Gendarmerie employees have perceptions relatively balanced, 

remarking adaptability. Sociable character is less important in the opinion of Gendarmerie Calarasi employees in view 

of the fact that it is an institution in the area of the protection and public order with militarized nature. 

 

Table 8. The importance given to the type employee’s qualities  

Qualities Frequency Percent 

Conscientious 43 21,5 

Sociable 28 14,0 

Helpful and adaptable 45 22,5 

Competencies 42 21,0 

Intelligent 42 21,0 

Total 200 100 

 

Employees with a length between 1 and 5 years have felt to fit the pattern of a model employee must be 

conscientious, competent and sociable. In case of other staff, distribution is relatively balanced, sociable character 

being the least indicated of the five qualities proposed. 

Studying the importance given employee model qualities, depending on the position, it can be seen that the most 

important qualities in the opinion of those occupying executive jobs are the power and adaptability, the third being new 

ideas. Regarding management jobs it can observe a balance in terms of the qualities of intelligence, adaptability, 

conscientiousness, remarking in particular intelligence. When asked in which they were invited to indicate what they 

like most in the institution where the work (Figure 4) Calarasi Gendarmerie employees indicated team work and 

relationship with colleagues. It demonstrates a special attachment to the institution and to the members of the 
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organization. At the opposite pole are working conditions, management team and ambience. These aspects indicate a 

slight distrust to management and the fact that it is necessary to improve working conditions in the institution. 

 
Figure 4. The most important values of the public institution 

 

4. Policies on human resources 
 

After questions aimed at general elements of organizational culture within the public institution, research 

questionnaire includes a number of items that focuses on public policy institution in human resources in order to 

achieve an analysis of responsibility for their own employees. 

Regarding the fairness of the procedures of hiring, promotion, sanction or dismissal, employees generally have a 

good opinion (45%), but there are employees who considers that these procedures could be improved substantially 

(7.5%). Figure 5 illustrates fairness of the proceedings of hiring, promotion, sanction or dismissal. 

 

 
Figure 5. Situation of fairness of hiring, promotion, sanction or dismissal procedures (%) 

 

The general perception of employees about pay equity is also located at high level, over half of employees 

declared themselves satisfied and very satisfied with the reward system (Figure 6). 
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Figure 6. The general perception of fairness salary 

 

Calarasi Gendarmerie employees believe that the main criteria by which it should achieve differentiation of 

wages are seniority, results and performance obtained, position in the hierarchy (Table 9). This perception indicates 

that remuneration is pretty inflexible as it is governed by laws, leaving little room for maneuver to stimulate work and 

performance. 

Table 9. The perception regarding criteria used for wage differentiation 

Criteria Frequency Percent 

Seniority 45 22,5 

Seniority in the organization 33 16,5 

Number of hours worked 33 16,5 

Position in the hierarchy 37 18,5 

Skills and qualifications 13 6,5 

Results and performance 39 19,5 

Total 200 100 

 

When asked about the possibilities for personal and professional development, employees have said that there 

are more opportunities for personal development than opportunities for professional development (Table 10). 

 

Table 10. Perception of personal and professional development opportunities 

 
Professional development 

opportunities 
Personal development opportunities 

 Frequency Percent Frequency Percent 

1 – „very week” 0 0 6 3,0 

2 12 6,0 9 4,5 

3 66 33,0 51 25,5 

4 92 46,0 104 52,0 

5 – „very good” 30 15,0 30 15,0 

Total 200 100 200 100 

 

Over 51% of employees believe they have large and very large opportunities for professional development, 

Calarasi Gendarmerie being an important public institution in the county Calarasi, the profession pursued and 

experience can be useful in future careers. In terms of personal development can be seen a greater appreciation of 

existing opportunities (67% of employees believe that they have great opportunities and huge personal development) 

due to the prestige enjoyed by the institution, a discipline that learn employees of this institution in the service, the 

multiple skills they acquire employees in their activities. 

From the answers given by employees to the question of discrimination and harassment can conclude that there 

were no cases of harassment in public institutions, and the number of discrimination cases is insignificant. 
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Situation of compliance of equal opportunities for women, minorities and persons with disabilities in the public 

entity is also correlated with variables: the importance of employees and pay equity. Following the calculation resulted 

a Pearson correlation coefficients of 0.543 (equal opportunities - the importance of employees) and 0.521 (Equal 

Opportunities - pay equity), which certifies the directly proportional correlation. Figure 7 illustrates the situation of 

compliance of equal opportunities for women, minorities and persons with disabilities in the public entity. 
 

 
Figure 7. The situation of equal opportunities supply 

 

Regarding privacy, only a minority of employees said that the activity is monitored electronically within the 

institution (including through video and online activity monitoring). Over 47% of employees surveyed said they did not 

know if they are supervised. 

The extent to which the institution takes into account the suggestions raised during the consultation process with 

employees is illustrated in Figure 8. 
 

 
Figure 8. Feedback from the consultation with employees 
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From studying the feedback from the consultation by identifying variables can distinguish two significant 

aspects. First, 45 of the 48 respondents who are dissatisfied with the extent to which the institution takes into account 

the suggestions raised during the consultation process with employees are placed in groups 5-10 years old and 10 years. 

This is something that management must take into account because these workers are employees with work experience. 

Second, 45 of the 48 respondents who believe not take into account the suggestions and proposals resulting from the 

consultation process with employees are persons with secondary education. This could be interpreted as discrimination 

by employees. 

 

5. Conclusions 

 
Research and identifying issues that customizes organizational culture and work related to job satisfaction 

and human resources policies, having as a case study Gendarmerie Calarasi, represented a fundamental objective 

of the research paper. The first part of the study focuses on researching general elements on work and job 

satisfaction within the Gendarmerie Calarasi. Social research shows that 77.5% of Gendarmerie Calarasi 

employees are satisfied with their job, while 22.5% are very satisfied. Satisfaction regarding job is very high. 

Among the most important work features according to employees are placement in a nice area (25.5%), job 

security (23.5%) and working with cooperating people (19.5%). 

Regarding the degree of cooperation within the organization, a percentage of 76% of employees 

Gendarmerie Calarasi think it is good and very good cooperation between managers. There are only a few 

isolated cases (6%) in which the employees appreciate that there is a lack of cooperation between managers. 

Following the quantitative analysis it was found that the perception on the degree of cooperation among 

managers and subordinates (77.5%) is even better than the degree of cooperation among managers. Percentage 

stating dissatisfied is lower (4.5%). The best degree of cooperation is perceived by employees Gendarmerie 

Calarasi in relations among subordinates. A percentage of 89% of employees Gendarmerie Calarasi think it is 

good and very good cooperation among subordinates and there are no cases in which employees appreciate that 

there is a lack of cooperation among subordinates. The research showed that employees appreciate that there is a 

good degree of cooperation between the institution and the functional departments. The percentages are 

maintained, 77% of employees taking the view that the level of cooperation between departments is good and 

very good. 

As regards the sources of information within the organization, from this analysis it can be concluded that 

the informal plan dominates formal plan. Analyzing the answers on the model employee qualities of institution, 

perceptions of Calarasi Gendarmerie employees are relatively balanced, remarking adaptability. Sociable 

character is less important in the opinion of Gendarmerie Calarasi employees in view of the fact that it is an 

institution in the area of the protection and public order with militarized nature. 

Following research it can conclude that the most important aspects for Gendarmerie Calarasi employees 

in terms of climate and organizational culture are collective, work and relationship with colleagues. It 

demonstrates a special attachment to the institution and to the members of the organization. At the opposite pole 

working conditions, management team and ambience. These aspects indicate a slight distrust of management and 

that it is necessary to improve working conditions in the institution. 

The second part of the study focused on the policies of the public human resources. Analyzing the 

responses given by employees Gendarmerie Calarasi regarding the fairness of the proceedings of hiring, 

promotion, sanction or dismissal, employees generally have a good opinion (73%), but there are employees who 

considers that these procedures could be improved substantially (7.5%). The general perception of employees 

about pay equity is also located, at high levels, over 51% of employees declared themselves satisfied and very 

satisfied with the reward system. However, most believe that the reward system is based on seniority (22%) 

position in the hierarchy (18.5%), length of organization (16.5%) and less on performance and outcomes (4,5% ). 

Over 51% of employees believe that they have great opportunities and large professional development, and over 

67% of employees believed that they are offered great opportunities of personal development as a result of the 

climate of discipline and rigor which manifests within a public institution in the area of ensuring public safety 

and order. 

From the answers given by employees it may conclude that there were no cases of harassment in public 

institutions, and the number of discrimination cases is insignificant. Statement of compliance with equal 

opportunities for women, minorities and persons with disabilities in the public entity is also favorable. From 

studying the feed-back received following consultation by identifying variables it can see that only 40% of 

employees say that managers take into account the suggestions and proposals resulting from the consultation 

process with employees. 

Public sector organizations tend to adopt similar practices in human resources in the private sector, in 

order to get subordinating human resources policy principles to increasing profitability policy, to efficiency and 

effectiveness. On the other hand, public sector organizations use a model "soft" human resource management 
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with an emphasis on operational activities and reactive role in relation to organizational strategy. The "soft" 

human resource management model in the public sector makes public organizations to be regarded as "model 

employers". Issues such as harassment, discrimination meet more subdued than in the private sector. Also, issues 

such as training and equal opportunities in the career, reward based on seniority and position are given special 

attention in the public sector compared with the private sector. 
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