ORGANIZATIONAL CULTURE, A PILLAR OF CORPORATE IDENTITY

Carmen RADU"

Liviu RADU™

Abstract

Organizational culture is an essential element in defining corporate identity, influencing a company's values,
behaviors, and strategies. By analyzing cultural components and their impact on organizational performance, this
study highlights how corporate identity is shaped by internal norms and practices. In a competitive environment,
a strong culture can be a strategic advantage, strengthening employee cohesion and attracting partners and
customers.
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1. Introduction

Organizational culture represents the totality of values, beliefs, behaviors, and norms that characterize an
organization and the ways in which they influence its daily activities and performance. It is essential not only for
shaping an organization's identity but also for determining its long-term success. The concept of organizational
culture was formally introduced into management research in the early 1980s, becoming one of the most studied
subjects in organizational theory. Essentially, organizational culture can be seen as the "system of shared
meanings" that binds the members of an organization, directly impacting its efficiency, innovation, and
adaptability?.

Within organizational theory, culture is viewed as a complex phenomenon that can affect all aspects of an
organization, from decision-making processes to interpersonal relationships and how the organization interacts
with the external environment?. Despite the wide variety of perspectives and theoretical approaches, the
concept of organizational culture remains a key pillar in studies of organizational performance and organizational
behavior.

Main Theoretical Contributions:

e Edgar Schein —,,Models of Organizational Culture”: Schein is one of the most influential authors in the
field, being a pioneer in organizational culture research. He proposed a three-tier model, identifying three levels
of organizational culture: visible artifacts, stated values, and fundamental assumptions. These levels interact with
each other and provide a deep understanding of the cultural dynamics within an organization?.

e Geert Hofstede — ,,Cultural Dimensions”: Hofstede is another key author, known for his comparative
studies on organizational culture and international cultural differences. In his works, he identified key cultural
dimensions such as power distance, individualism versus collectivism, and uncertainty avoidance, which
influence how organizations are built and developed in different cultures. These dimensions are fundamental to
understanding cultural differences that may arise in international organizations*.

e Charles Handy - ,,Models of Organizational Culture”: Handy proposed four types of organizational
cultures: power culture, role culture, task culture, and person culture. These categories help to understand how
the structures and processes within organizations influence employee behaviors and leadership styles®.

e Deal and Kennedy - ,, Typology of Organizational Culture”: Deal and Kennedy developed a typology of
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organizational culture based on two dimensions: risk and feedback speed. They identified four main types of
cultures (high-risk cultures, low-risk cultures, etc.), which provide a useful foundation for understanding how the
organizational environment influences leadership styles and overall performance®.

Current Trends in Organizational Culture Theory. Currently, research in the field of organizational culture
focuses on several key trends, reflecting the dynamic changes in the business world and society:

e Organizational Culture as a Factor of Adaptability: In the context of globalization and technological
transformations, organizational culture is increasingly associated with organizations' ability to adapt and
innovate rapidly. Recent studies highlight the importance of a flexible and adaptable organizational culture that
can support rapid changes and market uncertainty.

e Organizational Culture and Diversity: Another important direction is the integration of cultural diversity
within organizations. This refers to creating an environment that accepts and supports diversity in thinking,
gender, ethnicity, and other forms of diversity. Modern organizations invest in organizational cultures that
support inclusion and cohesion within diverse teams.

e Organizational Culture in the Digital Environment: An emerging trend is the impact of digitalization on
organizational culture. Organizations adopting advanced technologies must build an organizational culture that
supports digital innovation and virtual collaboration. Thus, the focus is on developing cultures that encourage
continuous learning and the use of emerging technologies to support internal processes.

Studies and research on organizational culture have evolved significantly over the decades. While
foundational theories remain relevant, new trends in the field reflect the rapid changes and challenges faced by
modern organizations’. Thus, understanding organizational culture is becoming increasingly important to
support the sustainable development of organizations, fostering an environment that promotes innovation,
diversity, and long-term performance.

2. Organizational Culture: The Foundation of Success and Performance in the Business
Environment

Organizational culture is a fundamental force within a work environment. It not only governs employees'
behaviors and decisions but also shapes how they relate to the organization, influencing their perception and
identification with it. Cultural aspects such as values, norms, traditions, and practices form the foundation of an
organization, being essential for its cohesion and success®.

Furthermore, for organizational leaders, understanding and properly managing organizational culture is
crucial. A strong and healthy culture can motivate employees to give their best and feel connected to the
company's goals and values.

On the other hand, a toxic or unhealthy culture can lead to disengagement, internal conflicts, and
decreased performance. Therefore, investments in fostering and maintaining a positive and authentic
organizational culture are essential for the long-term success of an organization.’. Corporate culture can be
compared to the psychology of a company, reflecting its essence and unique character. The pillars mentioned
are fundamental for defining and supporting organizational culture, and each of them plays an essential role:

o Values and employee behavior: These are the principles and moral standards that guide employees'
actions and decisions within the organization. Organizational values are often reflected in the behaviors and
attitudes of employees.

e Image in the operational environment: This represents how the organization is perceived and
evaluated by employees, clients, suppliers, and other stakeholders. The company's image can be influenced by
how it interacts and communicates with its internal and external environment.

e Organizational identity: This encompasses the essence and distinctive character of the organization,
including its mission, vision, values, and culture. Identity defines how the organization perceives itself and how
it presents itself in relation to others.
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Additionally, recruitment and selection processes, as well as interactions with suppliers and customers, are
significant factors that can influence and shape organizational culture. The ways in which the organization
collaborates and interacts with these stakeholders have a considerable impact on its culture and reputation.

According to the model proposed by Edgar Schein'®, organizational culture can be understood at three
levels:

o Artifacts and visible symbols: These include the external aspects of organizational culture, such as
visible behaviors, language, symbols, and material objects that reflect the internal culture.

o Declared values: These are the official principles and beliefs of the organization, expressed through its
mission, vision, and the values communicated publicly or officially.

o Fundamental assumptions: This level refers to the deep-rooted beliefs, norms, and assumptions that
form the foundation of organizational culture. These elements are often harder to identify and are implicit in
employees' behaviors and decisions.

For the development and maintenance of a healthy and strong organizational culture, it is essential to
understand and manage these levels of knowledge.

These characteristics provide a more detailed perspective on how corporate culture can influence
employee experience and performance, as well as organizational relationships!’. Here is a concise overview of
each trait:

o Safety: Represents the climate of trust and stability offered to employees, an environment where they
feel free to take responsibility and act, supported and encouraged by the organization.

o Image: Refers to how the organization is perceived externally, including its values, beliefs, and
behaviors. Creating an authentic and strong image helps strengthen its reputation and relationships with
customers, suppliers, and other stakeholders.

e Hierarchy: Denotes the structure and internal communication process of the organization. A well-
defined hierarchy facilitates the efficient flow of information and responsibilities, but it can also influence power
and authority dynamics.

o Interpersonal Relationships: Reflects the nature and quality of interactions between employees, both
internally and with external parties. A culture that encourages collaboration, communication, and mutual
support contributes to forming strong teams and creating a harmonious work environment.

e Gain: Refers to how the organization invests in employees' professional development, providing
opportunities for training and personal growth. This can increase engagement, satisfaction, and performance,
thus fostering organizational innovation.

These traits can significantly influence organizational culture and contribute to the long-term success and
stability of the company. Careful and balanced management of these factors can create a healthy and productive
work environment, benefiting both employees and the entire organization®?.

Stephen Robbins and his team identify two main types of organizational culture: a strong culture and a
weak culture. A strong organizational culture is characterized by clear, coherent, and widely accepted values,
while a weak culture is typical of organizations that lack a defined identity or do not adhere to the core values of
the business.

In a more recent approach, Quinn and Cameron proposed four fundamental types of organizational culture,
each with its specific traits and values:

e Clan Culture: Characterized by a focus on collaboration, cohesion, and active commitment from team
members. It is a relationship-oriented culture where employee development and engagement are priorities.

o Hierarchical Culture: Based on formal structures and procedures, with a strong emphasis on control and
compliance. In this type of culture, authority and decisions are centralized and well-regulated.

o Adhocratic Culture: Characterized by flexibility, innovation, and adaptability. Employees are
encouraged to explore new ideas and adopt innovative solutions to address organizational challenges.

e Market Culture: Focused on results and performance, with a strong emphasis on competitiveness and
efficiency. Success in this culture is mainly measured by financial performance and business achievements.

10 The Art of Managing Human Resources, ed. by Edgar H. Schein, Oxford University Press, 1987.
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Recent research has led to the expansion of organizational culture models, identifying up to 12 distinct
types in some studies. These types are often grouped into three main categories: consultative, passive-defensive,
and aggressive-defensive. Each of these categories is defined by four specific dimensions, such as innovation
orientation, flexibility, communication, or a focus on results.

3. Constructive Styles: The Harmony of Innovation and Collaboration

To better understand the impact of organizational culture on employee performance and satisfaction, it is
essential to analyze several key dimensions:

e Results Orientation: A results-oriented mindset, at an individual level, involves clarifying vision and
purpose in everything we do. It is not just about achieving visible outcomes or meeting objectives but also about
deeply understanding the impact of our actions and their significance within the context of personal values and
goals. It is about aligning our actions with what we consider essential and feeling fulfilled by our achievements.
To effectively assess the impact of our actions, it is important to reflect on internal motivations and ask ourselves
how we contribute to achieving our goals. Self-reflection and awareness of our activities help us better
understand the efforts we invest. At the organizational level, a results-oriented culture promotes an environment
where employees are encouraged to set and achieve personal goals, take on realistic challenges, and develop
strategies for the collective success of the organization®.

o Self-Development: Self-development is a continuous process of learning and self-awareness aimed at
personal and professional growth. It involves exploring one’s potential while maintaining a balance between who
we are and who we aspire to become. This process requires accepting our limitations and finding fulfillment
through continuous improvement. Integrity in self-development means aligning personal values with actions.
Individuals who achieve this balance are comfortable with themselves and capable of accepting their limitations.
Organizations that promote self-development encourage employees to find satisfaction in their work, seek
learning opportunities, and take on responsibilities that enable continuous growth. In conclusion, self-
development is essential for personal growth and professional success, significantly impacting self-esteem and
performance®®.

e The Humanistic-Encouraging Dimension: The Humanistic-Encouraging dimension refers to the ability
to genuinely appreciate and support others, fostering an atmosphere of empathy and understanding. It involves
recognizing the uniqueness and value of each individual and cultivating a climate of trust and mutual support.
Individuals with a high Humanistic-Encouraging dimension are capable of supporting others' development,
believing in their potential, and contributing to their personal growth. Conversely, those with a low Humanistic-
Encouraging dimension may exhibit authoritarian or critical behaviors, struggling to support or encourage others'
development. In organizations, a Humanistic-Encouraging culture is characterized by participative leadership
that promotes openness, collaboration, and mutual support. These organizations provide an environment where
employees feel valued and encouraged to share their ideas and perspectives in a safe and supportive space®®.

o Affiliation: The Affiliation dimension refers to the need to build and maintain positive and healthy
interpersonal relationships. It encompasses a sense of belonging and camaraderie, emphasizing the value of
friendship and collaboration in a work or social environment that fosters mutual development. While individual
preferences for working independently or socially may vary, both approaches are valid. Some individuals prefer
independence, while others thrive in a team setting. However, understanding the importance of interpersonal
relationships and a sense of belonging is crucial for cultivating a constructive culture. Ignoring or dismissing the
need for affiliation can weaken collaboration and negatively impact group dynamics. In organizations with a
constructive, affiliation-based culture, there is a strong emphasis on prioritizing positive interpersonal
relationships and encouraging communication and cooperation among members. Creating an environment
where individuals feel connected and supported significantly contributes to employee satisfaction and
performance.'®

These dimensions are essential for building a strong organizational culture that supports both personal
development and collective success.
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4. Passive-Defensive Styles: The Shadows of Organizational Self-Preservation

Understanding different behavioral styles can help organizations create healthier and more effective
cultures, fostering long-term development and success:

e Approval Style. The Approval Style reflects the desire to be accepted and appreciated by others,
sometimes at the expense of authentic self-expression and necessary conflicts for personal and organizational
growth. Individuals with this style avoid conflicts and strive to maintain pleasant, tension-free interpersonal
relationships, even if this can hinder progress and innovation. While avoiding conflicts and preserving harmony
in relationships may seem noble, it is important to understand that constructive conflicts are often a catalyst for
change and progress. They provide opportunities for learning and development on both personal and
organizational levels. In an Approval-based organizational culture, there is often a tendency to avoid
confrontations and open debates, which can limit employee participation and inhibit the expression of differing
opinions. Encouraging an environment where employees feel free to share their ideas and perspectives can
contribute to the organization’s long-term success'’.

e Conventional Style. The Conventional Style focuses on adhering to rules and procedures, placing less
emphasis on creativity and exploring new ideas. It reflects the need for security and stability but can limit
innovation and adaptability to change. Individuals and organizations that excessively adopt the Conventional
Style may struggle to open up to new ideas or adapt to changes, preferring to follow existing rules and procedures
even when they are outdated or ineffective. It is important to distinguish between rules and discipline. Discipline
refers to values and aspirations, whereas rules are rigid norms that are not always understood or justified. At the
organizational level, a Conventional Culture emphasizes strict adherence to rules and procedures. While this type
of culture ensures reliability and stability, it can hinder innovation and the risk-taking necessary for progress.
Encouraging a culture more open to change and innovation can enhance adaptability and success in an ever-
evolving environment?8,

e Dependent Style. The Dependent Style is a defensive dimension oriented toward security, manifested
in individuals who constantly seek validation for their decisions from superiors or those they perceive as more
competent. While such validation can be useful in moments of uncertainty, when it becomes a way of life, it can
hinder initiative and creativity. People with a high dependence on validation may be efficient executors but risk
experiencing internal tension, as they do not fully enjoy their achievements. They are more involved in
implementation but do not take responsibility for decisions and the associated risks. At the organizational level,
a dependent culture is characterized by a strict hierarchy, where individual initiative is reduced, and employees
are not encouraged to take responsibility. It is essential for organizations to promote an environment that fosters
risk-taking and accountability to support growth and innovation®®.

e Avoidance Style. The Avoidance Style reflects a high level of insecurity, not necessarily tied to
fundamental needs but rather to personal satisfaction and happiness in life. Individuals who adopt this style
often experience a sense of inadequacy or self-doubt, which leads them to avoid risks and challenges. Instead of
focusing solely on avoidance, it is important to consider how self-development can help reduce this tendency.
Courage and the desire to aligh what we feel with what we can do are essential for overcoming avoidance
behaviors. At the organizational level, an Avoidance Culture is present in organizations that punish mistakes
without acknowledging successes, creating a work environment where employees fear taking responsibility or
expressing their ideas. It is crucial for organizations to foster a culture that encourages risk-taking and learning
from mistakes, supporting both personal and professional development?°.

Each defensive style can significantly influence an organization's dynamics, making it essential for leaders
to cultivate an environment that encourages risk-taking and learning from mistakes. By fostering a culture of
continuous improvement and resilience, organizations can drive long-term progress and innovation.
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5. Aggressive-Defensive Styles: The Dynamics of Confrontation and Control

In an organizational environment, aggressive/defensive styles can profoundly impact team dynamics and
overall performance:

e Opposition. The oppositional style is often associated with critical thinking and may seem beneficial to
constantly oppose others' ideas and actions, especially when you believe there are mistakes. However, this
behavior can become toxic and counterproductive in interpersonal relationships and the organizational
environment. Those who adopt this style are often focused on finding flaws and criticizing, rather than
appreciating the effort and context behind a project or idea. Constant criticism, lack of appreciation, and
negativity can demotivate others, reducing creativity and innovation. Oppositional individuals tend to exhibit a
superior attitude, often reluctant to recognize others' merits. This behavior can reduce collaboration and create
a closed environment where differing viewpoints are not considered. In organizations with an oppositional
culture, conflicts and criticism are encouraged, which can lead to a lack of cooperation and a less efficient work
atmosphere. To foster a healthy organizational culture, it is essential to appreciate ideas and create an
environment where team members feel encouraged to express their opinions without fear of rejection®?.

e Power Style. The power style is characterized by a desire for control and domination, often expressed
through authority and force. Individuals who adopt this style feel comfortable in strict hierarchies and believe
that power grants them the right to impose their will on those around them. They are often in search of
recognition as leaders and expect others to follow their orders without hesitation. When adopted to an extreme,
these individuals can become authoritarian and seek to control the details of others' activities, sometimes
manifesting in a dictatorial manner. Although they exhibit a superior attitude, the real reason behind their
behavior may be deep insecurity, fueled by a fear of losing control or being perceived as weak. In an
organizational culture focused on power, authority is valued, and collaboration and participation are reduced.
Subordinates may be discouraged from expressing their ideas or taking responsibility, which can lead to a
decrease in innovation and performance. Organizations should promote an environment where leaders
encourage participation and collaboration without resorting to excessive domination??.

e Competitive Style. The competitive style is a controversial phenomenon, having both advantages and
disadvantages, depending on how it is managed. The desire to compete and surpass others can stimulate
progress and self-improvement. However, when this style becomes obsessive and turns into a desire to win at
any cost or to demonstrate superiority over others, it can lead to negative behaviors. Karen Horney?? emphasized
that the problem arises when competitiveness transforms into destructive rivalry, where the success of others is
seen as a threat to one's own value. Thus, competition becomes harmful and leads to unethical behaviors and
unnecessary conflicts. Organizations should adopt a culture of healthy competitiveness, where performance
standards are high but realistic, and where cooperation and personal development are encouraged. A
competitive approach can stimulate progress if properly managed, without causing tensions or undermining
collaboration?.

e Perfectionist Style. Perfectionism is one of the most complex and paradoxical styles, having the
potential to be constructive at first, but becoming destructive when taken to extremes. Ideally, perfectionism
could mean the desire to achieve excellence and superior quality, but when it becomes obsessive, it can lead to
anxiety, procrastination, and constant frustration. Perfectionist individuals may become focused on the smallest
details, losing sight of the bigger picture and the final goal of the task. This can lead to stagnation and an
unhealthy work environment, where pressure and unrealistic expectations hinder progress. The difference
between perfectionism and professionalism is crucial: while perfectionism involves an obsession with details and
an unrealistic standard of excellence, professionalism focuses on efficiently accomplishing tasks according to
established standards, without falling into the trap of excessive self-criticism. In a Perfectionist organizational
culture, there may be a loss of the overall vision, with an excessive focus on details and micromanagement. This
can lead to burnout and exhaustion among employees, as well as a loss of sight of organizational goals and
strategic direction.

2 D. Goleman, Emotional Intelligence: Why It Can Matter More Than IQ, Bantam Books, 1995.

22 K. de Vries, F.R. Manfred, op. cit.

2 K. Horney, Our Inner Conflicts: A Constructive Theory of Neurosis, W.W. Norton & Company, 1945.

2 D.L. Mann, Perfectionism and the Performance of the Individual in Organizations, The Journal of Applied Behavioral Science, 1997.
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It is essential for organizations to promote a balanced environment in which aggressive or defensive
styles are managed in a way that supports collaboration and innovation, not undermining them.

6. Examples of corporate cultures

These examples of corporate cultures highlight how a company's values and priorities shape the work
environment and influence how employees perform their tasks, collaborate, and contribute to organizational
success®:

e Google Culture (Googliness). Google places a strong emphasis on its employees and creating a work
environment that fosters creativity and innovation. The company promotes values such as trust, fairness, and
mutual respect, elements that contribute to a stimulating and open workspace. Additionally, Google encourages
independent thinking and initiative, aspects that support the development of innovative solutions and the
completion of successful projects. Team collaboration and autonomy are essential, and employees are motivated
to express their ideas without the fear of rejection?.

e Amazon Culture. Amazon focuses on high performance and efficiency, encouraging hard work while
also ensuring moments of relaxation to support a healthy work-life balance. Its culture is based on the principle
of ,,working hard for success” and emphasizes continuous innovation. The company promotes a competitive and
responsible environment, where employees are motivated to contribute to the constant improvement of
organizational performance. At the same time, Amazon recognizes the importance of breaks and relaxation,
thereby facilitating a sustainable long-term work environment?’.

e Uber Culture. Uber's culture focuses primarily on the safety of both customers and drivers, placing these
aspects as a top priority. The company is dedicated to providing highly reliable and quality services, promoting
social responsibility and respect for customers by ensuring a safe and efficient travel experience. At the same
time, Uber values operational efficiency, constantly seeking to improve its services to meet the needs of
customers and drivers in a sustainable and innovative manner.

e LinkedIn Culture. LinkedIn's culture is built around the idea of a collaborative work environment and
the development of interpersonal relationships among employees. The company promotes professional
connections and encourages collaboration, thereby supporting individual career success and the company's
growth. LinkedIn emphasizes continuous learning and facilitates networking both internally and externally, with
the goal of building a global network of interconnected professionals. This approach significantly contributes to
the long-term success of both employees and the organization?®.

e Dell Culture (Always Innovative). Dell stands out with an organizational culture focused on innovation
and continuous improvement. The company places great importance on developing new technological solutions
and quickly adapting to market changes. Dell encourages creative thinking and the exploration of innovative
ideas to remain competitive in a constantly evolving tech sector. Here, innovation is not just a goal but becomes
an integral component of every employee, with internal collaboration being essential for developing products
and solutions that effectively meet customer needs.

These corporate cultures highlight how each company shapes its internal values and relationships with
employees to support innovation, performance, and personal satisfaction, adapting to the specifics of the
industry and its vision of success.

7. Translating Organizational Experiences from the Private Sector to Public Administration:
Challenges, Opportunities, and Lessons from Romanian Practice

In the current context, public administration faces increasing pressure to enhance its efficiency,
transparency, and adaptability. At the same time, organizations in the private sector have developed innovative
organizational models based on culture, performance, and flexibility. This chapter explores ways to translate
these organizational experiences into the public sector, analyzing the challenges, opportunities, and lessons
learned, with specific references to experiences in Romanian public administration.

% G. Hofstede, Culture's Consequences: Comparing Values, Behaviors, Institutions, and Organizations Across Nations, Sage
Publications, 2001.

% J.P. Kotter, J.L. Heskett, op. cit.

%7 Amazon.com (2021). Amazon Leadership Principles.

28 LinkedIn LinkedIn’s Culture and Values, 2021.
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e Theoretical Foundations. Organizational culture is an essential pillar in defining the efficiency and
performance of any organization. Edgar Schein highlights the importance of three levels of knowledge — artifacts,
declared values, and fundamental assumptions — that form the foundation of a strong organizational culture.
Models developed in the private sector, such as those adopted by companies like Google, Amazon, or Dell,
demonstrate that a culture focused on innovation and collaboration can generate significant competitive
advantages. Thus, the experiences accumulated in the private sector provide a valuable framework for
modernizing and enhancing public administration?.

e Challenges in Transposition. Transposing these models into the public sector involves numerous
challenges. Public institutions often face rigid hierarchical structures, bureaucracy, and resistance to change,
factors that can limit the implementation of innovative organizational practices. The lack of autonomy and
adequate incentives contributes to maintaining a stagnant culture, where employees feel discouraged from
expressing their ideas or adopting new approaches. Additionally, the legislative framework and strict regulations
in the public sector impose additional barriers in the process of adapting models that, traditionally, rely on
flexibility and innovation.

e Opportunities and Adaptation Strategies. Despite these challenges, there are significant opportunities
for integrating experiences from the private sector into the public administration. Implementing performance-
oriented management practices, promoting interdepartmental collaboration, and encouraging innovation can
lead to improved public services and increased citizen satisfaction. For example, leadership development
programs and continuous employee training can transform the organizational mindset and facilitate the
adoption of innovative solutions.

o The experience of public administration in Romania provides relevant case studies. Certain local
institutions that have implemented results-oriented reforms have seen notable improvements in operational
efficiency and citizen satisfaction. Public-private partnerships are also an effective strategy for transferring best
practices, contributing to the modernization of public services through digitization and internal reorganization°.

e Lessons from Romanian Practice. Experiences from Romanian public administration emphasize the
importance of a clear vision and the involvement of all stakeholders in the reform process. It is essential for
leaders in public institutions to communicate objectives effectively and create an environment that supports
initiative and innovation. Promoting an open organizational culture, where mistakes are seen as learning
opportunities, can facilitate a successful transition from a traditional model to one that is modern and
performance-oriented3!,

Transposing organizational experiences from the private sector into public administration represents a
strategic opportunity for modernizing and streamlining public institutions. By adopting innovative practices,
adjusting the legislative framework, and actively engaging employees, Romanian public administration can
evolve toward a performance-oriented management approach that prioritizes citizen satisfaction. This
transformation is essential to meet the demands of a constantly changing society and ensure sustainable
development of public services.

8. Conclusions

The present analysis highlighted the fundamental importance of organizational culture in determining
performance and long-term success, both in the private and public sectors. The study of culture models adopted
by reference companies such as Google, Amazon, Uber, LinkedIn, and Dell demonstrates how internal values,
norms, and practices can create a stimulating work environment that fosters innovation, collaboration, and
adaptability in a constantly changing market. These examples show that by creating a clear, results-oriented
organizational framework, high levels of employee engagement and performance can be achieved.

On the other hand, transposing these experiences into public administration represents a complex
challenge, requiring the adaptation of private models to the specifics of state institutions, characterized by rigid
hierarchies, bureaucracy, and resistance to change. However, case studies from Romanian public administration

29 E, Schein, Organizational Culture and Leadership, 4th ed. (Jossey-Bass, 2010)

30y, Bilan, C. Niculae, Transformarea administratiei publice in Roménia: provocdri si oportunitdti, ASE Publishing House, Bucharest,
2019.

31|, Mihai, Cultura organizationald in sectorul public: studii de caz din administratia locald din Romdnia, in Revista de Management
Public, 15(2), p. 45-67, 2021.
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reveal that through strategic reforms, public-private partnerships, and leadership development programes, it is
possible to modernize and streamline public services. Thus, integrating innovative organizational practices can
lead to improved transparency, efficiency, and citizen satisfaction, contributing to the sustainable transformation
of the public sector.

Ultimately, success in both fields depends on the ability to manage and adapt organizational culture
according to the objectives and specifics of each entity. Thus, both private companies and public institutions can
benefit from a healthy organizational culture that consistently promotes innovation, collaboration, and the
personal and professional development of employees.
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