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1. Introduction

Leadership is an activity with a strong
creative interpersonal dimension and which
involves the initiation and propagation of
change almost at all times. Managers and
leaders, as key actors of change processes,
have to develop constantly the companies
that they lead [6].

As a process, leadership represents the
action of the leader based on different sources
of power and a specific set of skills, directed
towards influencing the members of a group
so that their activity would be aimed at the
achievement of the company’s objectives [7].

Leadership plays a crucial role in cre-
ating and maintaining an evolutionary,
change-oriented organizational culture.

The organizational culture has a ma-
jor impact on the economic performance
of an organization, representing one of the
main ways of achieving operational excel-
lence. Excellent organizations are those
which, through appropriate strategies, with
an outstanding leadership, an organizational
culture and a tradition of value, manage to
thrive against competitors, to successfully
face the adversity of the economic environ-
ment and to exploit its opportunities with
high efficiency [12].

In the current period, the change con-
stitutes a source for obtaining competitive
advantage and hence the core of a business
development. Organizational culture and the
change which the management team wishes
to make within a company are under the in-
fluence of cause and effect relation. A suc-
cessful cultural model represents more than
a management tool or an immediate solution,
being a way of life [3].

In many companies, change is not seen
as a continuous process but as an event that

will happen at a time, under the impulse of
impact factors determined by the business
environment. In this respect, a new mana-
gerial and leadership mentality concerning
change is necessary and it has to be gradu-
ally induced to employees by means of an
effective leadership and within an adequate
cultural model, so that they pass from simply
accepting the change to initiating it.

2. Approaches to Leadership

In specialized literature, there are nu-
merous approaches to leadership.

Max Landsberg, who has gained inter-
national recognition as an authority in coach-
ing and professional development, finds that
the essence of leadership is the ability to cre-
ate a vision, motivation and momentum in a
group of people. Therefore, the leaders of or-
ganizations have to create and maintain this
triad [6].

Vision is a positive image of what the
organization could become and it shows, at
the same time, the path that it has to follow
in order to achieve the objectives arising from
the mission and, implicitly, the desired per-
formance. The leader has to crystallize a vi-
sion that is also shared by the members of the
organization. For this purpose, it is impor-
tant for the leaders to be creative, innovative
and to translate their ideas into exciting, logi-
cal and achievable images and actions.

Motivation is an essential component of
leadership. It is important that the managers
and leaders of organizations take into account
aspects such as customizing motivational ele-
ments, ensuring a stable balance relationship
between tasks, competences and responsibil-
ities, so that the employees successfully car-
ry out the objectives incumbent upon them,

I No. 20 ~ 2074



M anager Leadership between power temptation and efficiency m

combining adequately the material rewards
with the moral and spiritual rewards, and
also granting such rewards in a progressive
system, so as to maintain an organizational
climate conducive to the achievement of op-
erational excellence.

The momentum necessary for the im-
plementation of organizational development
projects is another important component of
leadership. A leader has to be able to convey
his vision to others, to be a good communica-
tor and to convince the human resources that
his proposals are viable and can improve the
processes and activities of the organization.

In J. Adair’s vision, the leadership mis-
sion may be structured on the following co-
ordinates [1,2]:

»planning (collection of available in-
formation, defining groups, objec-
tives and tasks, establishing a feasible
plan);

»preparation (informing team, dis-
tribution of tasks, defining team
standards);

» control (maintaining team standards,
achieving the goals, orientation to-
ward adopting decisions and toward
actions to implement them);

»encouragement (expressing approval
of individual contributions, creating
team spirit, settling disputes);

»information (presentation of the plan
and of the tasks assigned to the hu-
man resources, summarizing ideas
and suggestions);

» assessment (checking the feasibility of
ideas, knowledge testing, group per-
formance analysis and providing sup-
port for self-evaluation).

involves

Management forecasting,

organization, coordination, training and con-
trol-evaluation processes and activities. The
analysis of the coordinates defining J. Adair’s
approach shows that management and lead-
ership are intertwined. Basically, leadership
involves management processes, with more
emphasis laid on their human side.

Leadership takes into account the hu-
man dimension of management, in the in-
volvement process of the human resources
by the leader. The content, expression and ef-
fectiveness of leadership depend mainly on
the native qualities of the leader, his general,
professional and managerial training, as well
as on the managerial situation in which the
leader is or which he is facing [4].

An effective leadership incurs the ful-
fillment of two essential roles [7]:

»a charismatic role (the leader designs
a better future for his subordinates,
gives them strength and inspires
them);

» an architectural role (the leader takes
into account aspects related to vision,
strategy of the organization, control-
evaluation systems and the rewarding
of the employees).

The two roles complement each other.
Thus, the architectural role of the leader is
materialized in the proper implementation of
strategies, policies and structures that enable
him to fulfill his charismatic role (vision on
the future, giving strength and inspiring the
members of the organization) [7].

Jack Welch, former president and chief
executive officer of the company General
Electric, finds that there is a series of leader-
ship secrets, of which we mention [15]:

» approaching change as an opportu-

nity which, if realized, will enable
the organization to achieve more
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competitiveness;

»facing reality by permanent adapta-
tion of business strategies and swift
action;

»treating human resources with re-
spect, giving them more trust and
freedom;

»creating a system of values that re-
flects the vision, culture and objec-
tives of the organization;

»building an organizational culture
based on the continuous training of
human resources;

»encouraging the exchange of ideas
within the organization by setting
up regular meetings and by reward-
ing the employees who come up with
new ideas and translate them into best
practices;

»promoting three secrets within the
company — swiftness, simplicity and
self-confidence — enabling it to adapt
to changes that occur in the business
environment;

»involvement all human resources in
processes and activities, and focus-
ing on the improvement of intra de-
partmental and interdepartmental
communication;

»handling with priority the aspects re-
lated to the quality of processes, prod-
ucts and services of the organization,
as the main source for obtaining com-
petitive advantage;

»ongoing monitoring of customer reac-
tions to the initiatives shown by the
organization to offer new products
and services.

3. Organizational culture

In our opinion, organizational culture
is an important variable for organizational
changes. Through their abilities, managers
and leaders have to inspire their employees
with a feeling of affiliation to the cultural
model of the firm and also to remunerate
those that, through behavior, sustain the im-
plementation of change.

Thomas ]. Peters and Robert H.
Waterman [11] have defined culture as be-
ing “a dominant and coherent set of values
shared by the members of the organization,
induced by symbolic means”. The same au-
thors consider that a cultural model is the
result of the efforts made by managers in ori-
entating human resources in the “spirit of an
excellent service”.

In E. H. Schein’s [14] vision, organiza-
tional culture represents a distinctive aspect
of the way an organization is working, shap-
ing both its economic performance and its
stakeholders perceptions from the surround-
ing environment. Culture is a background
made up by fundamental conceptions de-
veloped by an organization, as it learns how
to confront problems of adaptation to the
external environment and also of internal
integration.

In conformity with Ch.B. Dygert and
R.A. Jacobs [3], organizational culture im-
plies rituals, symbols and stories associated
to a category of people, offering an image
over the people’s values and beliefs, over the
things important for them and the reasons
behind this choice.

Professors Ovidiu Nicolescu and Ion
Verboncu [10] define organizational cul-
ture as a set of values, beliefs, aspirations,
expectations and behaviors outlined in the
course of time in each organization that
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are predominant inside it and directly and
indirectly condition its functionality and
performance.

Organizational  culture represents,
alongside competencies and resources, a de-
fining element of the firm and it influences its
strategic options, and, implicitly, the type of
adopted strategy.

The conservation or the change of or-
ganizational culture represents a strategic
decision of a company. Peter F. Drucker con-
sidered that is advisable for a firm to resort
to the change of inefficient behaviors and
procedures and not to the change of the or-
ganizational culture as a whole. Therefore,
it is important for management to create
and maintain a balance between stability
and change in the company’s organizational
culture.

C.B. Dygert and R.A. Jacobs appreciated
that a high level of trust of the employees, the
proven personal integrity of them and the as-
sumption of principle of fate shared by all the
employees of the firm, constitutes the base of
creating and maintaining this equilibrium.

Under the circumstances of contempo-
rary dynamism, it is mandatory for an orga-
nization to be permanently connected to the
changes registered in the professional envi-
ronment. For being competitive, a company
must promote an organizational culture in
which old practices are enhanced and, at the
same time, tradition is cultivated.

It is essential that managers and lead-
ers understand and then induce to their em-
ployees that the relationship between new
and tradition is not an antagonist report, but
a complementary one. A successful organi-
zational culture is the one that promotes or-
ganizational change, without eliminating the
systems of values created and cultivated in

time, because they ensure cultural identity to
the organization.

4. Organizational change

The change management process, as
any managerial process, contains three main
phases: forecasting, operational and final
measurement and interpretation of results.

The first phase, in which a forecasting
management and leadership is manifested,
involves setting the objectives, identifying
the resources and defining strategic options
through which the objectives can be achieved,
given the resources of the organization.

The operational phase of the change
management process, in which an operative
management and leadership is carried out,
includes four steps:

- determination and delimitation of

activities;

- distribution of activities on organiza-
tional subunits;

- coordination organizational processes
and activities;

- involvement of human resources in
processes and activities.

- The third phase, the measurement
and interpretation of results, in which
the management and leadership are
post-operative, essentially consists of:

- control of processes and activities;

- assessing the performance by com-
parison with the level of forecast
objectives;

- identifying the causes of the
deviations;

- initiating corrective measures to im-
prove processes and activities in the
next managerial cycle.

Organizational change implies the

application of managerial and leadership
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methods and techniques that will lead to
achieving the objectives imposed by the new
strategic orientation of the company.

Managerial and leadership practices
aim at connecting human resources and or-
ganizational activities, as well as at setting-
up rules and principles to govern the firm’s
work processes. If the employees are not
motivated to carry out their tasks or they do
not understand the ratio between their objec-
tives and the firm’s ones, this might result in
a “system of incoherence” that has to be ana-
lyzed and solved for the firm to be successful
in the change initiative [16].

Rogers and Byham [13] suggest that the
positions in a firm must be design so that the
tasks, competencies and circumscribed re-
sponsibilities to be congruent with the new
organizational strategy.

Organizational change, as an important
step in the strategic management process,
corresponds with a new, fundamental and
radical orientation, concerning the possibili-
ties in which the organization will develop its
activity, having essential implications over
the behavior of all its members [8]. Launching
a process of change supposes to understand
the necessity of change, to express a desire
for change, the accumulation of knowledge,
as well as developing the abilities necessary
to implement change [9].

Rosabeth Moss Kanter, Management
Professor at Harvard Business School, con-
siders that managers have two major tasks: to
solve the problem of present time and to pre-
pare for the future. To fulfill the second task,
managers posses the best “strategic weapon
of the informational era”, the change-adept
organization [5].

The involvement of human resources
in the organizational change processes must
become a way of life. Any change aims at

eliminating a difference. In most organiza-
tions, the difference that has to be eliminat-
ed through change is the one between the
present efficaciousness and the expectations
based on previous experience or current
standards in the field.

In a change-adept organization, the dif-
ference is the one between the present ef-
ficacy and the organization’s possibilities.
Therefore, the change-adept organizations
are future-oriented, and the managers work-
ing in such an organization have a proactive
strategic vision in approaching business. This
managerial vision is reflected in the firm’s
human resources behavior that must mani-
fest the same involvement both in organiza-
tional projects and change projects.

In our opinion, investing in education
and coaching human resources in the con-
tinuous learning process are fundamental
coordinates of the change-adept organiza-
tion. It is essential that managers and leaders,
through their strategic vision, induce to their
employees the feeling that change is neces-
sary and to impose them a pro-change and
pro-learning attitude. In this way, a stimulat-
ing, dynamic and favorable organizational
climate is created. Such a climate ensures op-
erational excellence, with benefic effects on a
medium and long term, in the sphere of firm
competitiveness.

5. Conclusions

Essence of leadership is the ability to
create a vision, motivation and momentum
in a group of people. Leaders of organiza-
tions have to create and maintain this triad.

An effective leadership incurs the ful-
fillment of two essential roles: a charismatic
role and an architectural role. The two roles
complement each other. The architectural
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role of the leader is materialized in the prop-
er implementation of strategies, policies and
structures that enable him to fulfill his char-
ismatic role.

Leadership takes into account the hu-
man dimension of management, in the in-
volvement process of the human resources
by the leader. The content, expression and ef-
fectiveness of leadership depend mainly on
the native qualities of the leader, his general,
professional and managerial training, as well
as on the managerial situation in which the
leader is or which he is facing.

Leadership is essential in building and
developing an appropriate cultural model,
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