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Abstract 
Modern studies regarding the employees’ degree of satisfaction in what the work environment is concerned 

reveal a strong connection between the leadership style practiced by the manager and the achievements and the 

enthusiasm shown by the employees. Therefore, specialists have noticed that the motivational factors don’t imply only 

material motivational factors, such as the salary, the work environment, but also a series of moral factors like the 

acknowledgement of one’s merits, the appreciation of the effort invested (for example, being promoted in the company 

can validate the employees’ competences) or the possibility that the employee has of organizing his/ her own activity. 

By this it is meant that the rigid and authoritarian figure of the leader should fade off, which on various occasions 

inhibits creativity or the employee’s power of making a decision, by having damaging aftermaths concerning the level 

of performance or the quality of the products. In this respect, the study aims at an evaluation within a private company, 

in order to establish the kind of relationship between the two cultural dimensions concerning the human resources, i. e. 

the organizational leadership and the management of employees. 
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1.Introduction 

The first part of the study aims at the integration in a cultural typology in what the 

dimension organizational leadership is concerned, i.e. the management of employees, in order to 

subsequently identify the level of congruence between the two dimensions. One can therefore 

easily establish the employees’ opinion regarding the company’s leaders, as well as the level of 

stability or the work environment spread among the employees. At the same time, we will bear in 

mind for each dimension the status of the culture types concerning the employees’ preferences, 

thus identifying the level of satisfaction with the actual state of affairs. The quantitative 

investigation is built upon the questionnaire method, and the way of analysing the case belongs to 

the specialists Kim Cameron and Robert E. Quinn. The questionnaire has been applied to 100 

subjects of which 27 were women and 73 men, all of them employees of the private company S.C. 

Softronic S.R.L. 

Our main purpose is to establish how much influence does the organizational culture wield 

upon the stability, both in what the organizational activity is concerned, as well as regarding the 

financial activity. The balance concerning the operational and financial activity can be traced not 

only with the help of the position or financial balance indicators, but as long as the exploitation and 

financial risk coefficients mirror the higher or the lower risk of both activities, we regard this 

aspect as being also a quantification instrument, the evaluation of the stability state taking into 

account the level of the exploitation or financial risk.  This is what we have been tracing in the case 

of the company Softronic, the reference period being 2012-2016, which we regard as being the 

most appropriate one due to the fact that with the help of the questionnaire we have been able to 

quantisize the relationship between the organizational leadership and the actual management of the 

company’s employees.  

Therefore for the evaluation of the exploitation and financial risk we have used the 

exploitation and financial lever coefficients, and we have traced the already existing connection 

between them and the organizational culture type with the help of the Pearson correlation 

coefficient, calculated by using the statistical programme SPSS.  
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2.The hypotheses of the scientifical research 

The study will enlarge upon the validation/ invalidation of the following scientifical 

hypotheses: 

Hypothesis No. 1: private companies encourage a relationship based on collaboration and less on 

subordination, which is being established between the employee and the manager, thus creating a 

direct and positive relationship between the two dimensions and forecasting a harmony in what the 

organization is concerned.    

Hypothesis No. 2: the leadership style of the Romanian companies is an authoritarian and rigid 

one, the managers act bearing in mind a set of well defined rules and directions, thus one can easily 

spot the hierarchy oriented culture regarding the dimension of the organizational leadership. 

Hypothesis No. 3: the work environment is not effervescent, the leaders’ or the employees’ 

activity is lacking strong conflicts, therefore by analysing the cultural dimension Management of 

Employees one can assert that there will not be significant differences between the actual state of 

affairs and the one we are aiming at.  

Hypothesis No. 4: although insignificant, the deviations of the two dimensions can lead to a new 

plan of action. In this respect, we come to hypothesis no. 4, i.e. that between the desired results in 

what the organizational leaderhip is concerned and the ones concerning the management of 

employees there is a direct, very strong relationship, thus increasing the level of harmony within 

the company. 

Hypothesis No. 5: there is a strong and direct correlation between the existing organizational 

culture type and the stability in what the operational and financial activity is concerned. 

Considering a significant and direct correlation between the organizational culture type and the 

exploitation and financial risk, we will validate or invalidate this hypothesis due to the 

investigation which will take place within the company. 

 

3.The Dimension of the Organizational Leaderhip 

In what the first dimension is concerned, the organizational leadership, the adhocracy 

oriented culture has the highest score, i.e. 40 points, the leaders being perceived as innovators, 

capable of taking risks and the quantitative purposes have an essential role when it comes to 

achieving success. The clan oriented culture has 30 points, the leaders are perceived as being the 

mentors of their employees and their actions shape the image of an organizational family. The 

market oriented culture has 20 points, the leaders are perceived as being moderately competitive 

and productive, while the hierarchy oriented culture has a nonsignificant importance (10 points).   

In what the distance between the two states is concerned, i.e. the actual state and the agreed 

one, the differences go over 10 points positively speaking regarding the clan oriented culture and 

negatively speaking concerning the adhocracy oriented culture. The market oriented culture has a 5 

points decrease negatively speaking, whereas the hierarchy oriented culture has registered a 5 

points increase. 
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Figure no.1 Organizational Leadership 

 

4.The Dimension of the Management of Employees 

Once we start analysing the dimension of the Management of Employees, one can easily 

spot an organizational congruency in the case of the two dimensions: thus the adhocracy oriented 

culture has again the highest score (35 points), the employees start acting partially as a leader, by 

choosing freedom, innovation or taking risks. 

The clan oriented culture has 30 points, thus revealing the image of an organizational 

family; the employees start working as real teams by stressing the importance of engagement, 

consensus, involvement. The market oriented culture has 20 points, the importance of the clients 

being thus diminished depending on the area of activity which does not imply the existence of a 

real competition on the production market. At the same time, being a private company, the 

employees take into account attributes such as predictability, compliance, the safety of a job or 

stability, therefore hierarchy oriented culture has the lowest score, i.e. 15 points. 

The most significant differences can be spotted in the case of the adhocracy oriented culture 

(where there is a decrease of 15 points), i.e. a positive change in what the hierarchy oriented culture 

is concerned. The clan oriented culture has an increase of 5 points, and the market oriented culture 

a decrease of 5 points. The differences which are lower than 10 points are not a reason of concern, 

although the change tendencies forecasted by the former can be considered as being a starting point 

for the manager. 

 

 
Figure no.2 Management of Employees 
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5.The validation of the hypotheses of the scientifical research 

Hypothesis No. 1 is completely valid as a result of putting into practice the Pearson 

correlation, thus establishing a strong, direct and positive relationship between the two dimensions 

regarding the actual situation. In this respect, we can assert that between the leader and the 

employee there is a resultful relationship that is in the process of development as a partnership, 

based on cooperation. 

 
Table no.1 Correlations Organizational Leadership/Management of Employees 

Correlations 

     actual  state      

mg of 

employees 

actual state 

org leadership 

ACTUAL STATE     

Mg of employees 

Pearson 

Correlation 

1 ,990* 

Sig. (2-tailed)  ,010 

N 4 4 

ACTUAL  STATE Org 

Leadership 

Pearson 

Correlation 

,990* 1 

Sig. (2-tailed) ,010  

N 4 4 

*. Correlation is significant at the 0.05 level (2-tailed) 

 

As a result of having analysed the questionnaires, it can be noticed that hypothesis no. 2 

becomes invalid in the case of the dimension of organizational leadership, the culture type which is 

specific to the managers is the adhocracy oriented one and not the hierarchy oriented one. Thus, the 

figure of the leader of a private company is different from the one of an authoritarian, demanding, 

implacable leader, whose entire activity is based on a set of rules and regulations, by being 

perceived rather as a modern, profit oriented manager, capable of orchestrating his activity 

according to the changes in the economical environment.  

Regarding hypothesis no. 3, it can be noticed that the work environment has to face the 

internal turbulences, and the differences higher than 10 points denote the existence of a conflict at 

an organizational level or of a state of dissatisfaction depending on the desired situation. Therefore 

one can easily spot two deviations higher than 15 points in the case of the dimension Management 

of Employees (negatively speaking in what the adhocracy oriented culture is  concerned and 

positively speaking regarding the hierarchy oriented culture). 

In this respect, it can be asserted that the employees are requesting a diminution of the 

adhocracy oriented leading style, i.e. an improvement of the precarious environment such as „an 

organization of the future” in a state of continuous change, often undergoing readjustment. 

Employees want, at the same time, stability and certainty. 
 

Table no. 2 The differences in what the dimension Management of Employees is concerned 
Culture type Actual state Wanted state Deviation level 

Clan oriented 30 35 +5 

Adhocracy 

oriented 

35 20 -15 

Market oriented 20 15 -5 

Hierarchy oriented 15 30 +15 

 

By analysing the status of the different culture types in the case of the dimension 

Organizational Leadership, it can be noticed that the employees’ opinion regarding the company’s 

leaders could be considerably improved, if we took into consideration the 10 points differences 

registered in the case of the clan oriented culture (positively speaking), and another 10 points 
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concerning the adhocracy oriented culture (negatively speaking). Therefore, leaders have the 

tendency of turning rather towards the external environment and not towards the human resource 

from the internal environment. The employees thus claim that a higher attention  is needed in what 

the human resource is concerned,  by choosing to build a solid and coherent organizational family. 

In this respect, the importance of the adhocracy oriented culture, which implies building temporary 

teams, will start decreasing, if we compare it to the employees’ need for group cohesiveness and 

group affiliation. 
 

Table no.3 The differences in what the dimension Organizational Leadership is concerned  

CULTURE TYPE ACTUAL STATE WANTED STATE DEVIATION 

LEVEL 

CLAN ORIENTED 30 40 +10 

ADHOCRACY 

ORIENTED 

40 30 -10 

MARKET 

ORIENTED 

20 15 -5 

HIERARCHY 

ORIENTED 

10 15 +5 

 

Regarding hypothesis no. 4, a positive and direct relationship between the two dimensions 

can be noticed, though not so strong as in the case of the actual outcomes. As to that, one can assert 

that the states suggested by the employees do not point to a way of acting, the correlation being 

significant, but not strong. 
 

Table no.4 Correlations between Oganizational Leadership and Management of Employees – wanted state 

Correlations 

  

WANTED 

STATE Mg of 

Employees 

WANTED 

STATE 

Organizational 

Leadership 

WANTED STATE Mg of 

employees 

Pearson Correlation 1 ,522 

Sig. (2-tailed)  ,047 

N 4 4 

WANTED STATE 

Organizational  Leadership 

Pearson Correlation ,522 1 

Sig. (2-tailed) ,047  

N 4 4 

 

Hypothesis No. 5  

For the validation or invalidation of the hypothesis we must first follow the risk level in the 

case of both categories: exploitation and financial. Concerning this matter, we have traced in the 

financial statements of the company Softronic the elements needed for the risk assessment both in 

what the exploitation activity, as well as the financial activity are concerned. We have proceeded 

with the risk assessment by using the exploitation and financial lever coefficients. 

The level of the two coefficients in the past four fiscal years can be seen in the following table:  
Table no.5 Risk Level 

Elements 2012 2013 2014 2015 2016 

Re 6.410.705 8.228.351 6.799.827 3.060.166 4.052.883 

CA 68.648.471 95.293.573 110.958.102 58.198.368 54.919.794 

ELC  -  0,73 -1,06 1,16 -5,76 

Re 6.410.705 8.228.351 6.799.827 3.060.166 4.052.883 

Rn 1.896.487 4.475.313 2.786.212 207.849 1.277.016 
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FLC  -  0,21 0,46 0,59 0,06 

 

The values mirrored by the exploitation lever coefficient point to a high risk in the years 

2014 and 2016, when the exploitation lever coefficient is negative. This is because of the amount 

of the net profit, when the enterprise has had decreases during these two years. 

As to the risks regarding the financial activity the situation can be considered as being a limit 

situation, because the financial lever coefficient has positive scores, but not as far from level 0 as 

possible, as recommended by the specialists of this area of activity. 

The level of these risks is a consequence of many factors, among which also the 

organizational culture type. The decisions made by the managers have clear repercussions on the 

level of the two coefficients, with the help of which one evaluates the intensity of the presence of 

the risks within the enterprise. But how strong the bond between the organizational culture type 

and the risks actually is, is about to be analysed by us with the help of the Pearson correlation 

coefficient, that will be calculated with the statistical programme SPSS. 

Before analysing the correlations between the existing culture type, the wanted culture type, 

the differences between the two and the level of the two coefficients, that mirrors the intensity of 

the risk within the company, we will first have a look at the descriptive statistics generated by 

SPSS. 

The descriptive statistics, where the level between the average and the standard deviation is 

mirrored, can be spotted in the following table:  
Table no.6 Descriptive Statistics 

Descriptive Statistics 

 
Mean Std. Deviation N 

ACTUAL STATE 25,00 9,129 4 

WANTED STATE 25,00 9,129 4 

THE LEVEL OF THE 

DIFFERENCES 

,00 12,910 4 

ELC -1,2325 3,16773 4 

FLC ,3300 ,23930 4 

 

It can be thus ascertained that in the case of all five variables, the average has values that 

can be placed under the obtained standard deviation and this is why the significance of the analysis 

concerning the correlation between them becomes valid. 

The correlation analysis conducted with the help of SPSS is to be found in the following 

table: 
Table no. 7 The intensity of the risk within the company 

Correlations   

  
Actual state Wanted state 

Deviation 

level 
Elc Flc 

Actual state Pearson 

correlation 

1 ,000 -,707 ,517 ,320 

Sig. (2-tailed)  1,000 ,293 ,483 ,680 

N 4 4 4 4 4 

Wanted state Pearson 

correlation 

,000 1 ,707 -,320 -,885 

Sig. (2-tailed) 1,000  ,293 ,680 ,115 

N 4 4 4 4 4 

Deviation level Pearson 

correlation 

-,707 ,707 1 -,592 -,852 

Sig. (2-tailed) ,293 ,293  ,408 ,148 
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N 4 4 4 4 4 

Elc Pearson 

correlation 

,517 -,320 ,592 1 ,717 

Sig. (2-tailed) ,483 ,680 ,408  ,283 

N 4 4 4 4 4 

Flc Pearson 

correlation 

,320 -,885 -,852 ,717 1 

Sig. (2-tailed) ,680 ,115 ,148 ,283  

N 4 4 4 4 4 

 

The values from the previous table point to a significant and direct correlation between the 

actual state of the organizational culture and the exploitation lever coefficient. The correlation can 

be considered as being valid because the risk level within the company at a certain moment in time 

depends expecially on the way in which its operational activity is being organized by the managers. 

Between the wanted culture level and the exploitation lever coefficient there is a weak reverse 

correlation, this being regarded as an obvious one because the higher the wanted culture level, the 

lower the operational risk level, the two of them being in a reverse relationship.  

As to the correlation between the deviation because of the difference between the actual and 

the wanted organizational culture, a significant and direct correlation coefficient has been 

registered. In other words, the higher the deviation between the two variables, the higher the risk. 

Regarding the correlation level established in the case of the financial lever coefficient and 

the wanted culture type there has been registered a strong reverse correlation. The same correlation 

has been established also between the deviation level between the wanted and the actual culture 

and the financial lever coefficient. 

Taking into account the analysis of the data above, hypothesis no. 5 becomes valid, 

according to which between the risk level and the organizational culture type there are significant 

correlations.  

 

Conclusions 

This research has had as a starting point the validation of five hypotheses, especially the 

one according to which there is a strong connection between the risk level and the existing culture 

type. This aspect has been proven to be true at the end of this article, where we have identified with 

the help of the Pearson correlation coefficient a significant and strong intensity, sometimes a direct 

one, sometimes a reverse one between the existing culture type, the wanted one, the deviation 

between the two and the exploitation and financial lever coefficient. It can be therefore asserted 

that the risk intensity and the stability of the operational and financial activities depend mainly on 

the existing organizational culture type within the company. At the same time, it has been 

determined that the correlation type between the two dimensions points to a balanced relationship 

between the leader and the employees, where the dominant culture is the adhocracy oriented 

culture. We have also noticed the presence of some organizational conflicts, of a state of 

dissatisfaction in the case of both dimensions, which has been pointed out by the deviation level 

between the actual state and the one the employees strive for. 
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