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Cultura organizationala are un impact puter-
nic asupra activitatii unitatii economice. Cultura
nationala reprezintd unul din factorii, ce determina
caracteristicile culturii organizationale. In articolul
dat, ne-am propus sa efectuam o analizd compa-
rativa a specificului culturii organizationale in
cadrul intreprinderilor din Republica Moldova si
Romdnia, precum si a dimensiunilor culturii natio-
nale din aceste doud tari. Studiul va permite
identificarea metodelor de management viabile n
contextul existent in intreprinderile autohtone.
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turd nationald, dimensiuni culturale, management.
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Introducere

Cultura organizationala a devenit un subiect
tot mai frecvent abordat Tn literatura de specialitate
si In practica manageriald. Una din cauzele
principale o constituie modificarile, ce se petrec cu
un tempo tot mai rapid, in domeniul economic si
social. Tn prezent, organizatiile activeaza intr-un
mediu, care se schimba permanent si, deseori, este
dificil de a prevedea aceste schimbari. In ase-
menea conditii, cunosc o dezvoltare stabild doar
intreprinderile, care se adapteaza rapid la schim-
barile ce au loc in mediul extern al entitatii
economice. Facilitarea credrii unui asemenea cli-
mat organizational e posibild doar prin promo-
varea unei culturi organizationale flexibile, orien-
tate spre schimbare si inovare.

Pe plan mondial, preocuparile pentru defi-
nirea culturii organizationale sunt relativ recente,
datand din deceniul al VII-lea al secolului XX. Tn
aceastd perioada, subiectul respectiv a fost intens
dezbatut in mediul stiintific, cunoscand o ascen-
siune rapida de la conturarea conceptului de cul-
turd organizationald pana la realizarea diverselor
studii, ce investigheazd influenta culturii asupra
performantelor organizationale.
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Corporate culture has a strong impact on the
operation of an economic unit. National culture is
one of the factors, which determines the charac-
teristics of corporate culture. In this article we
intent to carry out a comparative analysis of spe-
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these two countries. The study will allow identi-
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Introduction

Organizational culture has become a very
frequently discussed subject in the managerial
literature and practice. Main reasons for this are the
changes occurring increasingly fast in the econo-
mic and social area. Nowadays, organizations ope-
rate in a permanently changing environment and it
is often difficult to foresee these changes. In such
conditions only businesses, which adapt quickly to
changes taking place in the external environment of
the economic entity have the chance to a stable
development. Facilitating the creation of such an
organizational framework is possible only through
the promotion of a flexible organizational culture,
change and innovation-oriented.

Global interest in defining corporate culture
is relatively recent, starting with the seventh decade
of the 20th century. During this period, the subject
has been debated in the scientific environment,
knowing a rapid development from outlining the
concept of corporate culture up to the achieving
various studies, which investigated the influence of
culture on organizational performance.

Edgar H. Schein, father of the concept of
corporate culture defines it as: “a pattern of shared
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Edgar H. Schein, unul din promotorii con-
ceptului de cultura organizationald, o trateaza
drept ,,un model creat pe baza unor principii
impartasite de grup, pe care acesta le-a descoperit
si, ulterior, aplicat in rezolvarea problemelor de
adaptare externa si integrare interna, principii care
au generat rezultate bune, astfel incat au putut fi
considerate valabile si, prin urmare, bune pentru a
fi predate noilor membri” [12, pag. 32].

Cu toate ca este tratat in mod diferit in
literatura de specialitate, impactul culturii orga-
nizationale asupra performantelor organizationale,
totusi, este pe larg acceptat faptul cd cultura orga-
nizationala reprezintd unul din principalii factori,
ce diferentiazd performantele practicilor mana-
geriale [7]. James L.Heskett, citat de J. Goleman,
2013, estimeaza ca cultura ,poate influenta in
proportie de 20-30% deosebirile dintre perfor-
mantele unei companii in comparatie cu concu-
rentii sai” [5, pag.1].

Cultura organizationald este o parghie puter-
nicd de ghidare a comportamentului organizational,
iar functiile ei cu rol de mecanisme de control
organizational informal sustin sau descurajeaza
anumite modele comportamentale [8]. Astfel,
cultura poate fi utilizatd drept mijloc de predictic a
comportamentului membrilor organizatiei.

Cultura organizationala are un impact puter-
nic asupra diverselor procese organizationale, an-
gajatilor si performantelor lor, iar orice schimbare
durabild In cadrul intreprinderii trebuie sa se
inceapa cu modificari la nivelul valorilor, credin-
telor angajatilor. Insa, potrivit lui Schein, cultura
este atributul cel mai dificil de schimbat dintre
toate celelalte atribute organizationale, cum ar fi
cele referitoare la produse, servicii, conducere,
precum si atributele fizice ale organizatiei [12].

Totodata, schimbérile in organizatii, efectuate
fara a apela la modificarea culturii organizationale,
sunt superficiale si nu sunt in stare sd modifice
esential activitatea intreprinderii. E necesar sd se
intervind nu numai in remodelarea factorilor
organizationali, ci i sa se determine cauzele, care le
provoaca si sa se faca schimbari la nivelul atitudi-
nilor angajatilor fatd de factorii organizationali.

Cu toate ca existd numeroase studii ce ana-
lizeaza influenta culturii organizationale asupra
performantelor economice ale companiilor, totusi,
putine din ele sunt cercetdri empirice ce investi-
gheazd natura acestei influente, iar, in cazul
Republicii Moldova, asemenea investigatii lipsesc.

Material si metoda

Baza metodologicad a cercetdrii o constituie

basic assumptions that was learned by a group as it
solved its problems of external adaptation and
internal integration, that has worked well enough to
be considered valid and, therefore, to be taught to
new members as the correct way to perceive, think,
and feel in relation to those problems” [12, p.32].

Although the impact of corporate culture on
organizational performance is variously treated in
literature, however it is widely accepted that cor-
porate culture is one of the main factors that
distinguishes the performance of managerial prac-
tices [7]. James L. Heskett, cited by J. Goleman,
2013, says: culture “can account for 20-30 % of the
differential in corporate performance when com-
pared with unremarkable competitors” [5, p.1].

Corporate culture is a strong tool of organi-
zational behaviour guidance and its functions of
informal organizational control mechanism encou-
rage or discourage certain behavioural patterns. [8]
Thus, culture can be used as a mean of prediction
of the organization members’ behaviour.

Corporate culture has a strong impact on the
various organizational processes, employees and
their performance and any sustainable change
within the enterprise must begin with change at the
level of values, beliefs, employees. However,
according to Schein, cultureis the most difficult
organizational attribute to change, comparing to
elements, such as: organizational products, ser-
vices, management and all other physical attributes
of the organization [12].

At the same time, changes in organization,
carried out without changing the organizational
culture, are superficial and not being able essen-
tially to modify the activity of the enterprise. It
is necessary to intervene not only in reshaping
the organizational factors, but also to determine
the causes raising them and to make changes from
the employees' attitudes towards organizational
factors level.

Although there are many studies analysing
the influence of corporate culture on the economic
performance of companies, few of them are based
on empirical researches investigating the nature of
this influence. There is an absence of such inves-
tigations in the case of the Republic of Moldova.

Resources and Methodology

The methodological basis of the research is
the systematic and structural analysis. The study
has a constructivist approach, based on laws, prin-
ciples and categories of dialectical logic. The
methodology focuses on such methods as: analysis,
synthesis, induction and deduction, description.
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analiza sistematica si structurald. Studiul comporta
un caracter constructivist, bazandu-se pe legile,
principiile si categoriile logicii dialectice. Metodo-
logia se axeazd pe astfel de metode, precum
analiza, sinteza, inductia si deductia, descrierea.
Abordarea metodologica de baza reprezinta cerce-
tarea comparativa. Partea informationala a arti-
colului include lucrarile cercetatorilor straini si
autohtoni in domeniul teoriei si practicii manage-
mentului, datele studiilor stiintifice efectuate in
Republica Moldova si Romania, in special, mate-
rialele companiei Human Synergistics Romania,
Ascendis etc.

Rezultate si discutii

Cultura organizationald este un termen putin
cunoscut pentru managerii din Republica Mol-
dova. Putem afirma ca unii nu cunosc si nu utili-
zeaza cultura organizationalda pentru a influenta
performantele companiei, iar altii nu cunosc, dar
intuitiv intreprind anumite masuri pentru a redresa
situatia din unitatile economice. Si doar o mica
parte dintre managerii din tara utilizeazd cultura
organizationald drept resursd de sporire a perfor-
mantelor companiilor.

Acest studiu reprezintd o incercare de a
analiza dimensiunile culturii organizationale din
cadrul intreprinderilor din Republica Moldova.
Aceasta va permite identificarea punctelor slabe n
managementul companiilor autohtone, oferind
directii pentru imbunatatirea procesului de ges-
tiune al unitatilor economice.

Compania Ascendis, liderul pietei de trai-
ning si consultantd in domeniul dezvoltarii si
formarii profesionale, a prezentat prima cercetare
a culturii de organizatie in Republica Moldova.
Sub egida expertului roman lonut Tarcea, in
perioada octombrie 2013 — mai 2014, au fost pro-
cesate chestionare a 199 de respondenti individuali
din 20 de organizatii diferite pentru a identifica un
model de lucru si functionare specific tuturor
companiilor din tara [3].

Trebuie mentionat cd compania Ascendis a
realizat studiul utilizand un model conceptual
numit OCI (Organizational Culture Inventory),
care masoard atitudinile angajatilor unitatilor
economice. Acest model descrie 12 stiluri, care
sunt integrate intr-o prezentare grafica numita mai
des ca Circumplex. Modelul este elaborat si
promovat de catre Human Synergistics Interna-
tional, care si-a Inceput activitatea in anul 1971,
fiind fondata de psihologul Dr. J. Clayton Lafferty
si condusd de expertul in cultura organizationala
Dr. Robert A. Cooke [6].
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Main methodological approach represents the
comparative research. Part of the information in
the article includes the works of foreign and local
researchers in the field of managerial theory and
practice, scientific studies carried out in the
Republic of Moldova and Romania, in particular
found in the evidences of the company Human
Synergistics Romania, Ascendis etc.

Results and arguments

Corporate culture is a little-known term for
managers from the Republic of Moldova. We can
affirm that some of them do not know and do not
use the corporate culture in order to influence the
performance of the company, while others do not
know, but intuitively operate certain measures to
improve the situation of their economic units. And
only a small number of managers in the country use
corporate culture as resource for the company per-
formance development.

This study is an attempt to analyse the
dimensions of corporate culture within enterprises
in the Republic of Moldova. This will allow iden-
tifying weaknesses in the management of domestic
companies, providing directions for improvement
of economic entities management.

Ascendis Company, the market leader in the
field of professional training and development,
presented the first research on the corporate culture
in the Republic of Moldova. Under the direction of
the Romanian expert lonut Tarcea, a study lasting
from October 2013 — May 2014 was carried out;
questionnaires of 199 individual respondents in 20
different organizations have been processed to
identify a universally working model specific to all
companies in the country [3].

It should be noted that the company Ascen-
dis has accomplished a survey using a conceptual
model called OCI (Organizational Culture Inven-
tory), which measures employee attitudes of
economic units. This model describes 12 styles,
which are integrated in a graphic called more often
like Circumplex. The model is developed and
promoted by Human Synergistics International,
which started its activity in 1971, being founded
by psychologist Dr. J. Clayton Lafferty and
directed by corporate culture expert Dr. Robert A.
Cooke [6].
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Profilul organizatiilor din Moldova N=199 de respondenti individuali, 20 de organizatii /
Profile of organizations from Moldova — 199 respondents, 20 organizations
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Figura 1. Profilul cultural al companiilor din Republica Moldova /
Figure 1. The cultural profile of the companies in the Republic of Moldova
Sursa: elaborata pe baza sursei /Source: elaborated based on sourse [3]

Toate cele 12 stiluri se impart in 3 categorii:
constructiv, pasiv/defensiv si agresiv/defensiv.
Masura in care predomind stilurile din fiecare
categorie aratd cum sunt incurajate in cadrul com-
paniei comportamentele angajatilor.

Normele culturale constructive incurajeaza
comportamentele orientate pe satisfactie, cele
pasiv/defensive insufli comportamente orientate
catre oameni §i securitatea lor, iar cele agresiv/de-
fensive stimuleazd comportamente orientate catre
sarcini si securitate.

Dupa cum se observa din situatia identi-
ficata cu privire la cultura organizationald a com-
paniilor din Republica Moldova, este dominanta

All 12 styles can be divided into 3 catego-
ries: constructive, passive/defensive, aggressive/
defensive. The extension of styles in each category
shows how employees’ behaviour is encouraged
within the company.

Constructive cultural norms encourage satis-
faction oriented behaviours, those passive/defen-
sive encourage behaviours oriented towards people
and their security and aggressive/defensive encou-
rage tasks and security oriented behaviours.

As shown in the identified situation regar-
ding the corporate culture of Moldovan companies
the category of aggressive/defensive styles pre-
dominates. In cultures of aggressive/defensive type
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categoria de stiluri agresiv/defensiva. Tn culturile
de tip agresiv/defensive, se asteaptd ca angajatii
sd-si abordeze sarcinile in fortda pentru a-si proteja
statutul si securitatea. De asemenea, sunt destul de
dezvoltate stilurile pasiv/defensive, care denota o
dorintd de evitare a expunerii personale la riscuri,
iar stilurile constructive, care au un impact semni-
ficativ asupra performantelor organizationale, se
nscriu sub nivelul mediu.

Analiza separatd pe stiluri evidentiazd ca
cele mai dezvoltate sunt stilurile de tip opozitie
(caracterizeazd organizatiile in care predomina
confruntarea i n care este recompensata o atitu-
dine de tip negativist), de tip competitiv (este
valorizat succesul, iar angajatii sunt recompensati
pentru performanta dintre ei Insisi), de tip con-
ventional (se asteaptd ca angajatii acestor tipuri de
organizatii sa se conformeze, sa urmeze regulile si
sa faca o impresie bund) si de tip subordonare (in
asemenea organizatii, deciziile se iau centralizat,
iar angajatii sunt determinati sa faca doar ce li se
spune si sa verifice orice decizie cu superiorii).

In scopul sesizarii particularitatilor culturii
organizationale din companiile din Republica
Moldova, este binevenita realizarea unei analize
comparative cu dimensiunile culturii organiza-
tionale ale unitatilor economice din Romaénia, elu-
cidand diferentele si similitudinile dintre atitu-
dinile §i comportamentele specifice Iintreprin-
derilor din tarile respective.

Romania reprezinta unul din principalii par-
teneri economici ai Republicii Moldova, iar in pre-
zent are loc o intensificare a relatiilor dintre aceste
doua tari, care se manifesta prin cresterea numarului
de intreprinderi straine, mixte, precum si amplifi-
carea relatiilor bilaterale intre companiile autohtone.

Analiza culturii organizationale, In compa-
niile din Romania, au fost efectuate, in repetate
randuri, de catre compania Human Synergistics
Romania, precum si in cadrul altor cercetari stiin-
tifice. Studiul, efectuat in 2012, care a fost realizat
in cadrul a peste 150 de organizatii si peste 1.500
de angajati, indica un nivel de peste 90% al unei
culturi competitive care stimuleaza castigul perso-
nal si imaginea superioritatii [4].

Studiul Human Synergistics evidentiaza, ca
rezultate ale culturii defensive, comportamentul
conventional (80%), subordonat (75%), de opo-
zitie (85%) si competitiv (90%). Acestea sunt, de
reguld, incompatibile cu calitatea serviciilor. De
ce? Ele sunt orientate citre respectarea regulilor
inainte de rezolvarea problemelor, catre lipsa de
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employees are expected to perform their tasks to
protect their status and security. Also, passive/
defensive styles are pretty developed, the fact that
indicates a desire to avoid personal exposure at risks.
Constructive styles that have a significant impact on
organizational performance are below average.

A separate analysis on styles highlights that
the most developed are the styles of opposition
type (they describe organizations where the situa-
tion of confrontation prevails and the negative-
oriented attitude is rewarded), competitive type
(success is valued, and employees are rewarded for
performance obtained in competition among them-
selves), conventional type (it is expected that
employees of these type of organizations comply
with and follow the rules to make a good impres-
sion) and subordination (in such organizations,
decisions are made centralized, and employees are
determined to do only what they are told and to
consult every taken decision with superiors.

For better understanding the particularities of
the corporate culture of companies in the Republic
of Moldova it is advisable to make a comparative
analysis of the dimensions of corporate culture of
economic entities from Romania, emphasizing the
differences and similarities between the specific
attitudes and behaviours in the enterprises from
these countries.

Romania is one of the main economic part-
ners of the Republic of Moldova and currently an
intensification of relations between these two coun-
tries is displayed by the increasing number of
foreign businesses, joint ventures, and amplifica-
tion of the bilateral relations between domestic
companies.

Analyses of corporate culture in companies
in Romania were conducted on numerous occa-
sions by the company Human Synergistics Roma-
nia as well as within different scientific researches.
The study, conducted in 2012, which was carried
out in over 150 organizations with over 1.500
employees, indicates a level of over 90% of a com-
petitive culture which stimulates the personal inte-
rest and the image of superiority [4].

Study of Human Synergistics highlights a
result of defensive culture with conventional
(80%), subordinate (75%), opposition (85%) and
competitive (90%) behaviour. In an ordinary way,
these are usually incompatible with the quality of
service. Why? They are oriented towards respec-
ting the rules before solving the problems, lack of
willingness of assuming the decisions in favour of
the unconditional follow of superiors' orders, figh-
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asumare a deciziilor proprii in favoarea urmarii
neconditionate a ordinelor superiorilor, catre lupta
impotriva colegilor din echipa sau din alte echipe
pentru afirmarea individuald, adeseori, in dauna
reusitei colective si a servirii clientilor. Cercetarea
Nationala despre Cultura Organizatiilor, intocmita de
catre Human Synergistics Romania, arata ca stilul de
leadership al managementului companiilor din
Romania genereaza o culturd agresiva si defensiva,
care intimideaza initiativa, creativitatea §i orientarea
spre colaborare si, mai grav, spre clienti.

Astfel, studiile efectuate evidentiaza prob-
leme similare atat in managementul companiilor
din Republica Moldova, cat si In cadrul unitatilor
economice din Romania. Predomina categoriile de
stiluri agresiv/defensive si pasiv/defensive, care,
spre deosebire de cele constructive, au o influenta
nefasta asupra performantelor organizationale.
Accentul este plasat mai mult pe supravietuirea
angajatilor in cadrul organizational prin confor-
mism sau atitudine negativista si mai putin pe pro-
movarea unor atitudini orientate spre depasirea
obstacolelor, cooperarea cu ceilalti §i maximizarea
potentialului propriu si celui al echipei. Totusi,
trebuie remarcat cd ambele studii au determinat
un nivel Tnalt al stilului constructiv de autodez-
voltare. Aceasta denotd un nivel ridicat de orien-
tare spre viitor, spre mai bine, de a face un lucru
de buna calitate.

Explicarea cauzelor similitudinilor dintre
culturile organizationale proprii companiilor din
aceste doua tari poate fi diversa, nsd consideram
necesara examinarea impactului culturii nationale.
Influenta culturii nationale asupra comportamen-
tului individual este bine determinata si diferentele
dintre culturile vestice si estice sunt destul de
semnificative. Diferentele in culturile nationale se
reflectd asupra modului cum organizatiile sunt
structurate si gestionate [9, 13].

In contrast cu cultura organizationald, in
care normele, atitudinile si simbolurile joaca un
rol crucial, din momentul in care a fost creatd si in
concordantd cu care organizatia functioneaza,
cultura nationald se regaseste adanc in subcons-
tientul membrilor, conceptiile si valorile avand o
importantd mai mare ca normele, atitudinile si
simbolurile [10].

Exista mai multe modele de analiza a dimen-
siunilor culturii nationale, printre care cele mai des
utilizabile sunt: modelele lui Geert Hofstede, Fons
Trompenaars si Charles Hampden-Turner, Proiectul
GLOBE (coordonat de Robert House).

ting against the own colleagues versus the indi-
vidual affirmation, often at the expense of the
collective advantage and customer service. Natio-
nal Research on Organizations culture made by
Human Synergistics Romania, shows that the lea-
dership style of management in companies in
Romania generates an aggressive and defensive
type of culture, which intimidates initiative, crea-
tivity and collaborative orientation and, more
seriously, the clients.

Thus, studies highlight similar problems in
the management of companies in the Republic of
Moldova, as well as in the economic entities from
Romania. Prevailing categories are of aggressive/
defensive styles and passive/defensive styles,
which compared to those constructive, have a nega-
tive influence over the organizational performance.
Emphasis is placed more on the control of employ-
ees within the organization through conformism or
negative attitude and less on promoting attitudes
oriented toward overcoming barriers, cooperation
with others and maximizing their own and the team
potential. However, it should be noted that both
studies have determined a high level of constructive
self-development. It denotes a high degree of orien-
tation towards the future, towards the better perfor-
mance and high quality work.

Explaining the similarities between the cor-
porate cultures in companies in these two countries
may be diverse, but we consider it necessary to
examine the impact of national cultures. The influ-
ence of national culture on individual behaviour is
well established and the differences between
eastern and western cultures are rather significant.
The differences in national cultures are reflected
in how organizations are structured and mana-
ged [9, 13].

In contrast to organizational culture in which
norms, attitudes and symbols play a crucial role
since they were created in it and according to
which an organization functions, national culture
is a little different. Given that national culture lies
deep into its members' subconsciousness, assump-
tions and values have greater importance while
norms, attitudes and symbols are of less impor-
tance [10].

There are several models for the analysis of
national culture dimensions, among which the most
used are: models of Geert Hofstede, of Fons Trom-
penaars and Charles Hampden-Turner’, GLOBE
Project (coordinated by Robert House).

In order to meet the accuracy of scientific
research study we used as the basis of our study the
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Pentru a respecta acuratetea cercetarilor
stiintifice, la baza studiului nostru, am luat mo-
delul Iui Fons Trompenaars si Charles Hampden-
Turner. Modelul dat porneste de la abordarea ca
diferentele culturale isi au geneza n trei elemente,
si anume: relatiile dintre oameni; conceptia asupra
timpului; relatiile omului cu natura.

Dupa solutiile alese in diferite culturi pentru
aceste trei probleme universale, F. Trompenaars a
identificat sapte dimensiuni culturale, dintre care
cinci provin de la primul element (relatiile dintre
oameni). Aceste dimensiuni culturale sunt: univer-
salism/particularism, individualism/colectivism,
neutru/afectiv, specific/difuz, statut castigat/atribuit,
atitudinea fata de timp si relatiile omului cu natura.

Utilizand modelul dat, in 2013, in cadrul
Facultatii de Management al Universitatii de Stu-
dii Economice din Bucuresti, Romania, s-a realizat
un studiu printre studenti in vederea evaluarii
dimensiunilor culturii nationale (Balan, Vreja,
2013). Au fost selectati 191 de studenti, care incep
sa studieze managementul (varsta medie 20 de
ani), pentru a identifica atitudinile fundamentale,
ce derivd din cultura nationald din Romania.
Studiul s-a efectuat prin intermediul unui set de
teste sub formad de dileme, la care erau propuse
patru tipuri de raspunsuri [1].

Avand drept scop analiza comparativa a
dimensiunilor culturii nationale din Republica
Moldova si Romania, in 2017, a fost realizat un
studiu similar in cadrul Academiei de Studii Eco-
nomice din Moldova (Pérlog, 2017) [11].

Chestionarele au fost distribuite §i primite
de la 150 de studenti cu véarsta de 17-21 de ani.
Modelul chestionarului a fost adaptat dupd mo-
delul propus in studiul lui Balan, Vreja, 2013.

Prezentarea rezultatelor va fi facuta in con-
cordantd cu consecutivitatea dimensiunilor con-
form modelului lui Fons Trompenaars si Charles
Hampden-Turner [13].

1. Universalism/particularism (reguli ver-
sus relatii)

Aceasta dimensiune scoate in evidenta mo-
dul in care judecdm comportamentul altor per-
soane. Universalismul sau accentul pus pe regulile
de baza conduce la un comportament abstract, in
timp ce particularismul concentreazd atentia pe
circumstantele prezente [2].

Studiul dimensiunilor culturii nationale, rea-
lizat in Romaénia, a determinat o tendintd mai
accentuata spre individualism. In cazul Republicii
Moldova, la fel, predomina 0 abordare universala,
ceea ce semnifica faptul ca regulile si normele pot
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model Fons Trompenaars and Charles Hampden-
Turner. The model is based on the approach that
cultural differences have their genesis in three ele-
ments: the relationship between people, the concept
of time, relations between individuals and nature.

According to selected solutions for these
three issues in different cultures, F. Trompenaars
has identified seven dimensions of culture; five of
them derive from the first item (relationships bet-
ween people). These cultural dimensions are: uni-
versalism/particularism, individualism/ collectivism,
neutral/affective, diffuse/specific, achievement/
ascription, the attitude towards time and relation-
ship between human and the natural environment.

Using the given model, in 2013, a survey in
order to assess the dimensions of national culture
was carried out among students within the Faculty
of Management at the Academy of Economic Stu-
dies in Bucharest, Romania (Balan, Vreja, 2013).
191 students who started to study management
(average age was 20 years old) were selected in
order to identify the fundamental attitudes arising
from national culture in Romania. The study was
carried out using a set of tests in the form of dilem-
mas that had four proposed responses [1].

For a comparative analysis of the dimensions
of national culture in the Republic of Moldova and
Romania, in 2017, a similar study was carried out
at the Academy of Economic Studies of Moldova
(Pirlog, 2017) [11].

The questionnaires were distributed to 150
students aged 17-21 years old. The questionnaire
was adapted according the model proposed in the
study of Balan, Vreja in 2013.

We will make the presentation of the results
according the dimensions of the cultural model
of Fons Trompenaars and Charles Hampden-
Turner [13].

1. Universalism/particularism (rules ver-
sus relations)

This dimension highlights the way of jud-
ging other people’s behaviour. Universalism, or the
emphasis on basic rules, leads to an abstract beha-
viour while particularism focuses attention on the
present circumstances [2].

The study of dimensions of national culture
conducted in Romania has determined a trend
toward more individualism. In the case of the
Republic of Moldova, the universal approach pre-
vails, that means that the rules and the norms can
be applied in various situations, but social
relationships and other people's opinions, however,
are very important.
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fi aplicate 1n diverse situatii, insa relatiile sociale si
parerea altor oameni, totusi, sunt foarte importante.

2. Individualism/colectivism (grup versus
individ)

n culturile individualiste, oamenii se con-
sidera persoane independente, pe cand, in cele co-
lectiviste, ei sunt tratati drept membri ai grupului.
Aceastd dimensiune a culturii nationale prezinta o
importantd majora in determinarea metodelor de
management in cadrul organizational.

In ceea ce priveste cultura nationali din
Romania, se observa in acelasi timp existenta valo-
rilor individualiste si colectiviste, dat cu o tendinta
spre individualism. Tn Republica Moldova, sunt mai
putin evidente pareri radicale individualiste sau
colectiviste, persistand abordarea individualista, dar
care presupune cooperare cu altii.

3. Neutru/afectiv (nivelul si gama expri-
marii emotiilor)

O cultura neutra se caracterizeaza prin fap-
tul ca oamenii igi pastreaza emotiile in mod latent,
iar in cazul culturilor afective le exteriorizeaza.
Diferentele dintre o culturd afectiva si neutrd se
manifestd in cadrul comportamentului §i comuni-
carii verbale, non-verbale, tonului, vocii etc.

Studiul mentionat anterior in Romania a
determinat o orientare evidentd spre o culturd ne-
utrd. In cazul Republicii Moldova, la fel, se ob-
serva o societate neutrd, in care importanta este
acordatd obiectivelor clare, dictate de logica, iar
emotiile sunt importante doar in cazul relatiilor
bune. Emotiile sunt controlate si exprimate cand
apare necesitatea.

4. Specific/difuz (nivelul implicarii)

Relatiile specifice sunt tratate drept ceva
foarte impersonal, bazat pe contracte si intelegeri.
Aspectul difuz plaseaza, in prim-plan, relatiile inter-
personale. Culturile difuze pun accentul pe relatiile
umane, iar cele specifice — pe aspectul logic in relatii.

Analiza dimensiunii date a culturii nationale
din Romania evidentiaza o orientare spre o abordare
difuza, precum si un compromis intre aceste doud
aspecte, totusi, cu o orientare spre difuz. Cultura
nationald din Republica Moldova este caracterizata
de o situatie in care predomind un compromis intre
metodele difuze si specifice de implicare, dar cu o
prevalare a aspectului difuz, ceea ce denota ca rela-
tiile necesitd un element al increderii, care plaseaza
prietenia la un nivel mai inalt decét businessul.

5. Statut castigat/atribuit (modul de acor-
dare a statutului)

In culturile caracterizate prin statutul cAsti-
gat, persoanele sunt tratate Th mod egal, astfel,

2. Individualism/collectivism (individual
versus group)

In individualist cultures people consider
themselves to be independent persons, while in the
collectivist they are treated as members of a group.
This dimension of national culture has a major
importance in determining the methods of mana-
gement within the organizational framework.

In Romanian national culture is observed the
existence of both the individualist and collectivist
values, with a tendency toward individualism. In
the Republic of Moldova radical individualist or
collectivist values are less obvious, the individua-
listic approach persists, but it involves cooperation
with others.

3. Neutral/affective (level and range of emo-
tion expression)

A neutral culture is characterized by the fact
that people keep their emotions in latent mode, but
in case of an affective one, people express them
openly. Differences between an affective and a
neutral culture are discovered within the verbal and
non-verbal communication, due to tone, voice etc.

The above referred study shows an obvious
orientation toward a neutral culture in Romania. In
the case of the Republic of Moldova, as we see it is
a neutral society in which importance is given to
clear objectives, dictated by logic, and the emotions
are important only within good relationships.
Emotions are controlled and shown when it is
needed.

4. Specific/diffuse (level of involvement)

Specific relationships are treated as something
very impersonal, based on agreements and arran-
gements. Diffuse aspect ranks interpersonal relations
first. Diffuse cultures emphasize human relations,
but those specific on logic in relationships.

Analysis of data of this national culture
dimension in Romania highlights an orientation
toward a diffuse approach, as well as a compromise
between these two aspects, having a diffuse orient-
tation. National culture in the Republic of Moldova
is characterized by a prevailing situation of a com-
promise between diffuse and specific aspects of
involvement, but with that diffuse trending, which
signifies that relations require an element of con-
fidence, which places the friendship on higher than
business level.

5. Achievement versus Ascription (how
status is accorded)

In cultures characterized by gained status,
persons are treated equally, thus being evaluated
according to their merits. Cultures in which upper
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fiind evaluate 1n concordantd cu meritele lor.
Culturile Tn care nivelul superior in management
are deplind autoritate de a lua decizii si de a stabili
statutul social si profesional al indivizilor in con-
cordantd cu diverse criterii: ex., varsta, afilierea
politicd, apartenenta la un clan etc. sunt culturi cu
statut atribuit.

Dupa cum putea fi i prevazut atit in Roma-
nia, cat si in Republica Moldova, cultura nationala
se caracterizeazd, In mare parte, prin statut atri-
buit. Este interesant ca raspunsurile, care denota o
atitudine favorabila acestui mod de obtinere a
statutului, formeaza, in medie, 60% in ambele stu-
dii, deci, se constata o situatie asemanatoare cu
privire la aceasta dimensiune a culturii nationale.

6. Atitudinea fata de timp (secvential ver-
sus sincron)

Aceasta dimensiune se bazeazd pe perceptia
timpului. Oamenii, in culturile secventiale, reali-
zeaza un singur lucru, intr-o anumitd perioadd de
timp, ei sunt punctuali §i cu strictete urmaresc
planurile trasate. Tn cazul culturilor sincrone, per-
soanele se straduie sa efectueze mai multe lucruri in
aceeasi perioada de timp, ora intalnirii poate fi cu
usurintd schimbatd in ultimele momente, iar pla-
nurile sunt subordonate relatiilor interpersonale.

In cazul acestei dimensiuni, se observa anu-
mite deosebiri Tntre rezultatele studiilor analizate.
In ceea ce priveste cultura nationald din Romania,
predomind orientarea spre perceperea secventiald a
timpului, iar raspunsurile respondentilor din Repu-
blica Moldova denota o percepere sincrond a tim-
pului. Ei trateaza timpul drept ceva flexibil, iar
planurile pot fi modificate cu succes. Prompti-
tudinea si punctualitatea depind de natura relatiilor.

7. Relatiile omului cu natura (perceperea
relatiei dintre oameni si mediul lor natural)

Aceastd dimensiune determinad nivelul in
care oamenii considerd ca ei pot controla fortele
naturii, sau sunt controlate de ele, fiind tratate
drept un factor dominant. Intr-o cultura, in care se
urmareste controlul asupra naturii, se considera ca
omenirea poate si are dreptul sa domine natura. Si
invers, intr-o culturd, in care se urmaireste si se
trdiascd in armonie cu natura, se apreciaza daca
omul se adapteaza la circumstantele externe si
trebuie sd conlucreze cu altii pentru a realiza
scopurile trasate. Aceasta se refera nu numai la
mediul natural, dar si la cel social.

Studiile analizate evidentiaza cd, in cazul
culturii nationale din Romania, predomina o orien-
tare spre o convietuire armonioasd cu natura,
totodata, existdnd si pareri diametral opuse. In ce

Revista / Journal ,,ECONOMICA” nr.3 (101) 2017

level management has full authority to make
decisions and to establish social and professional
status of individuals according to various criteria:
age, political affiliation, membership in a clan, etc.
are cultures of the assign status.

As we can see in the information provided
by the surveys both Romania and in the Republic
of Moldova national cultures are, mostly, cha-
racterized by assigned status. It is interesting that
the answers which denote an attitude favourable to
this way of obtaining status, constitutes almost
60% in both surveys, so, a similar situation regar-
ding this dimension of national culture is detected.

6. Attitude towards time (sequential ver-
sus synchronous)

This dimension is based on the perception of
time. People in sequential cultures try to do a single
task in a given period; they are punctual and strictly
follow work plans. In synchronous cultures people
tend to do more things in a given period of time,
the dates of meetings may be changed at the last
minute and plans are generally subordinate to
interpersonal relationship.

In the case of this dimension there are certain
differences in the results of the analysed studies.
National culture in Romania has sequential time
perception orientation predominant, and the res-
ponses of the respondents in the Republic of Mol-
dova reveal a synchronous time perception. They
treat time as something flexible, and plans can be
successfully modified. Promptness and punctuality
depend on the nature of relationship.

7. Internal/External direction (perception
of the relationship between humans and their
natural environment)

This dimension determines the level of
people believes that they can control the forces of
nature, or are controlled by them, being treated as a
dominant factor. In a culture in which people seek
to control the nature is considered that the mankind
can and has the right to dominate it. And vice
versa, in a culture in which people seek to live in
harmony with nature, it is appreciated the adapta-
tion of the individual to external circumstances and
he/she must collaborate with others to accomplish
the set goals. This refers not only to the natural
environment, but also to the social one.

The analysed studies highlight a predomi-
nant orientation towards a harmonious relation with
nature in the case of national culture from Roma-
nia, but there are also few diametrically opposed
views. In terms of national culture in the Republic
of Moldova, we can find that opinions were divi-
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priveste cultura nationald din Republica Moldova,
putem constata ca parerile s-au divizat. Jumadtate
dintre respondenti considera ca pot avea o anumita
putere asupra mediului, cealaltd parte este de parerea
ca e nevoie de adaptare la circumstantele create.

Concluzii

Studiul efectuat ne permite sa concluzionam
ca Tmbunatatirea performantelor resurselor umane
in cadrul companiilor din Republica Moldova e
necesar sa fie efectuatd prin promovarea stilurilor
constructive, care ar consolida capacitatea angaja-
tilor de a obtine satisfactie din munca lor, de a se
autodezvolta, de a urmari mereu activitati noi si
interesante. E necesara stimularea comunicarii de-
schise, cooperarea ntre diferite nivele organiza-
tionale, coordonarea eficientd a activitatilor in
organizatii. O cultura de tip constructiv conduce la
performantd asigurand cresterea si implicarea
angajatilor, care, la randul lor, manifesta satisfac-
tie si devotament fatd de organizatie.

Totodata, e nevoie de analizarea compati-
bilitatii metodelor de management, care si-au con-
firmat viabilitatea in tarile vestice cu specificul
culturii nationale din tard. Din acest punct de ve-
dere, ar trebui sa fie adaptat Managementul prin
obiective (MBO) la circumstantele existente, cand,
in societate, se remarca o inclinatie minima spre
planificare. In ceea ce priveste Managementul par-
ticipativ, ar fi de preferat evitarea formei directe,
care se utilizeaza cu succes in SUA si sa fie folosit
managementul participativ indirect, reducand
manifestarea, de citre unii manageri, a rezistentei
fata de accesul subordonatilor la informatii ma-
nageriale si participarea la adoptarea deciziilor.
Astfel, implementarea metodelor de succes din
teoria manageriald in companiile autohtone va
spori performanta lor doar in cazul cand se ajus-
teaza la dimensiunile culturii nationale si a culturii
organizationale din tara.

ded. Half of the respondents believe that they can
have a certain power over the environment, the
other half of them have the opinion that it is
necessary to adapt to the created circumstances.

Conclusions

The study allows us to conclude, that for
improving the performance of human resources
within companies in the Republic of Moldova it is
necessary to perform the promotion of constructive
styles that would strengthen the ability of emp-
loyees to get satisfaction from their work, to self-
develop, always to follow new and exciting acti-
vities. It is necessary to encourage open commu-
nication, cooperation between different organi-
zational levels, and effective coordination of acti-
vities in the organizations. A culture of construc-
tive type leads to performance and increase emp-
loyee engagement that, in turn, shows satisfaction
and devotion to the organization.

At the same time, we need to analyse the com-
patibility of management methods, which confir-
med their viability in Western countries with the
specifics of the country national culture. From this
point of view, we should have adapted Manage-
ment by objectives (MBO) to the existing circum-
stances when society has a minimum inclination
towards planning. With regard to the participatory
management, it would be better to avoid direct
form, which is successfully used in the USA and to
use participatory management indirectly by redu-
cing the expression of resistance of some managers
toward subordinates’ access to information and
participation to managerial decision taking. Thus,
successful implementation of methods of manage-
ment theory in domestic companies will increase
their performance only in case when it is adjusted
to the dimensions of national culture and corporate
culture in the country.
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