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Abstract  Managerial culture directly influences the performance of an entity in both positive and negative ways. A strong managerial culture
determines the performance of the entity, the credibility of managers by promoting their values, beliefs, aftitudes and behaviours.
This article intends to identify and analyse the managerial culture as well as develop a way to measure performance adapted to the
Romanian socio-economic reality. The results show that creating an effective performance appraisal system within the organization
must be a well-articulated process, with a clear definition of roles and objectives for all stakeholders.
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1. Introduction and literature review

The elements of managerial culture that directly influence the performance of the entity are leadership, initiative spirit, risk-
taking, innovation and flexibility, values accepted and promoted by influential leaders and top managers (Brown and
Mawson, 2016; Kets de Vries, 2003; Taylor, 2014). If we are to reduce performance, then we consider: bureaucracy,
conservatism, short-term orientation, selfishness, rigidity (Laumer et al., 2015).

The quality of organizational culture depends, to a large extent, on the degree of identification of the managers with the
values of the enterprise, the norms and the planned objectives (Burnes, 2004; Paton and McCalman, 2008; Meuer, 2017).
Managerial culture exerts a major role in organizational culture when managers are willing to affect an appreciable share of
their time for employee communication and training as regards managerial philosophy and the set of core values of the firm
and consequently are aware of their role on which they have in their firm, not only at formal but also informal level
(Heckmann et al., 2016).

After the emergence of managerial culture concept literature review focused his attention on the values, attitudes, and
behaviours of managers, seen as creators of organizational and managerial culture of an entity (Fenton and Pettigrew,
2000). However, following the approaches, the conclusions have been found to be diverse or contradictory, which suggests
different research, the unclear delineation of the elements concerned or the different approach of the theoreticians (Leyer et
al., 2017; Jansson, 2013; Wischnevsky, 2004; Zoller and Fairhurst, 2007).

These approaches point to the fact that the core of management culture is the managers' value system, which influences
their perceptions, decisions and behaviours with a major impact on the entity's activities. The degree of influence of the
managers is even greater as they occupy a superior position in the organizational hierarchy, they manifest these
responsible and assumed values, which determine their transmission to the subordinates, and by their attitudes and
behaviours adopted directly correlated with these values, he gets performance (Brown and Harvey, 2006). Organizational
effectiveness and efficiency, productivity, open, creative and stimulating work environment, entity role in the community,
social responsibility are just some of the values shown by top managers (Antoni, 2004; Latham and Pinder, 2005).

On the other hand, the performance depends on the manager's ability to use these tools, to influence and to make the
whole entity harmonize, to be responsive to the harmony transmitted by the manager through these tools so that the
purpose of the activities carried out is individual performance and consequently entity performance (Pascal et al., 2017).

Achieving entity performance also determines decentralization and delegation to inferior hierarchical levels by tacitly
imposing responsibility at all levels of decision and action (Townsend, 2004). This can only be achieved by directly
correlating the expected performance and meeting the standards required and communicated by managers with the
motivation of human resources to achieve this performance (Pfeffer, 2012). Through managerial culture, leaders create a
stimulating, responsive, competitive environment.
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On the same line, Denison (1990) has introduced four variables that influence the performance of an organization:
involvement, consistency, adaptability and mission. Denison's research is made up of two parts: quantitative research
(external) and qualitative (internal) research. The first is done through a comparative study of culture, organizational
climate, effectiveness applied to a sample of 34 organizations, and the second one presents five case studies extracted
from the sample. The results of the research show the measurable impact of organizational culture on performance and
that involvement, consistency, adaptability and mission are significant elements that help predict the future effectiveness of
the organization.

In order to cope with the global competition, Romanian enterprises must stimulate and motivate enough the creativity of
individuals and foster transformation into creative organizations. Therefore, the initiation of organizational change must be
supported, and, in this context, the improvement of organizational culture has an important role to play.

The main aim of this study is to identify and analyse the managerial culture as well as develop a way to measure
performance adapted to the Romanian socio-economic reality. In part, the results of the present study suggest that the
successful management of change is important for the survival and success of any organization in today’s business
environment extremely competitive and in a continuous evolution.

Finally, our findings are relevant for creating an effective performance appraisal system within the organization must be a
well-articulated process, with a clear definition of roles and objectives for all stakeholders.

The rest of the article is organised as follows: first, we details the methodology and hypotheses development; in Section 2
we present our results and discusses our findings; Section 3 provides concludes and suggests same recommendations as
possible ways to improve practical implications.

2. Methodology of research

The research methodology is used in achieving the stated objectives of this study. We used Yards Formula for sample size
determination to select 122 Romanian enterprises that constitute our samples (confidence level is 95% and error tolerance
is 5%). The research design used in this study is survey research method. This is a data collection method that involves the
collection of primary data from respondents chosen from a given population through well-structured questionnaire. The
decision to structure the questionnaire is predicated on the need to reduce variability in the meanings possessed by the
questions as a way of ensuring comparability of responses. The involved sectors in the investigation are: agriculture,
environmental and IT. Data collected from the questionnaire were analysed, summarised, and interpreted accordingly with
the aid of descriptive statistical techniques such as total score and simple percentage. While inferential statistics such as
correlation coefficients was used to proof the level of significance in testing stated hypothesis. There are various statistical
tools that can be used for testing of hypotheses but this research work will be limited to the use of correlation coefficient
analysis. The value of the Pearson can range from 1.00 to +1.00. These values indicate the strength of relationship
between two variables. We seek to determine the relationship between the components of managerial culture and business
performance.

For the present research, we formulate the following hypotheses:

Ho: There is no relationship between the components of managerial culture and business performance.
Hq: There is a relationship between the components of managerial culture and business performance.
3. Result and discussion

Table 1 presents respondents feedback to the effect of the components of managerial culture to business performance.
45% of the respondents believe to a very high extent that the components of managerial culture determines business
performance, 35% of the respondents believe to a high extent that the components of managerial culture determines
business performance, 18% of the respondents believe to an average extent that the components of managerial culture
determines business performance, while the remaining 2% of the respondents believes to a low extent that the components
of managerial culture determines business performance. Generally, all respondents believe at different degree levels that
the components of managerial culture determines business performance.

From the Pearson product moment correlation coefficient analysis, correlation table were obtained as shown below. Table 2
summarises the relationship between the components of managerial culture and business performance. The simple
coefficient correlation between business performance and the components of managerial culture (strategies) recorded a
0.351 value indicating a medium relationship with a 0.01 level of significance, (organization structure) recorded a 0.414
value indicating a medium relationship to business performance with a 0.01 level of significance, (process management)
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recorded a 0.401 value also indicating a medium relationship to business performance with a 0.01 level of significance,
(management control methods) recorded a 0.288 value indicating a medium relationship to business performance with a
0.01 level of significance.

Table 1. The components of managerial culture determines business performance

Frequency Percent Valid Percent Cumulative Percent
Valid  Low Extent 2 2.0 2.0 2.0
Average Extent 18 17.8 18.0 20.0
High extent 35 34.7 35.0 55.0
Very High Extent 45 44.6 45.0 100.0
Total 100 99.0 100.0

Source: Field Survey, 2017

Table 2. Correlations of the components of managerial culture and business performance

Oraanizati P Management | Employee
Strategies rganization rocess control incentive
structure management
methods system
Strategies Pearson " - - -
Correlation 1 .528(*) A14(™) 344(*) .351(*)
Sig. (2-tailed) .000 .000 .000 .000
N 100 100 100 100 100
Organization Pearson " - " -
structure Correlation 528(7) 1 S03(%) 321(7) 269(7%)
Sig. (2-tailed) 000 000 000 000
N 100 100 100 100 100
Process Pearson o o - -
management  Correlation 41407 S03(%) 1 ATT() A01(%)
Sig. (2-tailed) .000 .000 .000 .000
N 100 100 100 100 100
Management  Pearson
control Correlation 344(*) 321(*) AT7(*) 1 .288(*)
methods
Sig. (2-tailed) .000 .000 .000 .001
N 100 100 100 100 100
Employee Pearson
incentive Correlation 451(*) .269(*%) 401(*%) .288(™) 1
system
Sig. (2-tailed) .000 .000 .000 .001
N 100 100 100 100 100

Since all the components of the components of managerial culture are positively related to business performance, we
therefore accept the alternative hypothesis and reject the null hypothesis. This implies that there is a positive relationship
between the components of managerial culture and business performance.

4. Conclusions

Due to the many threats that come from the outside of the company and due to the high level of competition, management
culture must constantly seek to protect the organization and its employees. The cultural protection provided by the
managerial culture is one of the causes of the companies' competitiveness, which is harder to be perceived by those
outside the organization.
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There is a direct link between the need for an entity of change, having as its rationale its evolution, development, the
gaining of new markets, or sometimes the staying in the competitive market and the influence of a strong managerial
culture. Under the pressure of the external and internal influences, managerial culture comes with a substantial contribution
that guides the processes of change of entities through decisions and actions of managers.

The results of this study show a direct link between achievement and leadership in entities where managers have
leadership. Through the managerial culture promoted, the leader is able to harmonize the entity's objectives and the nature
of the activities carried out with the capabilities the entity offers and with the individual capabilities of the human resources
involved so as to successfully respond to the environment in which it operates.

It is even more productive and evolutionary if this managerial culture meets individual values of the members of the entity
that resonates with it or remodels behaviours in order to obtain the same positive microclimate.

This study suffers from a number of limitations. First, we associated the mechanisms for performance with Romanian
business environment based on prior literature. Future research should study how the type and quality of the components
of managerial culture are associated with performance. Second, to ensure anonymity and ease of filling out the
questionnaire, it did not measure the change source directly. This could have resulted in a finer grained image of
relationships studied. However, this likely would have led to a lower response and less reliable measurements.

In conclusion, managerial culture and organizational culture act as paradigms, as emotional and intellectual prototypes.
They lead to the creation of an identity for an individual or collectivises that generates a sense of membership, membership
of a particular society.
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