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Editorial n

Education and entrepreneurial spirit

The attitude of a man is influenced by the quality of education. Too often we use to exclusively impute
to the system the educational problems of individuals and groups. It is necessary to look lucidly and to
identify the role of family, civil society and individuals in education. Exercising leadership means continu-
ously learning and, therefore, it is difficult to separate the educational dynamics from the team evolution
at organizational level. The training of individuals occurs in variable contexts that they create or in which
they are involved.

From the leadership perspective, education is also a problem of assuming responsibilities. The set of
values that outlines a social behaviour imposes also disclaimers. In such context, disclaimers can define the
understanding of the efficient use of resources in favour of the group and not in one’s own interest. Hence,
the management lesson for those who will be prepared to lead begins.

That's how the practical management and leadership lessons can contribute to the creation of complex
personalities. Leaders and managers define a reality in which education plays a central role. Therefore, self-
education becomes a must because it will impose the development of the spirit of initiative and the selection
of those having both potential and skills to become leaders, managers and entrepreneurs.

We can say that it is imperative to move on from ,the game of chance” to the real performance stand-

ards in training tomorrow’s decision-makers.

Prof. Ph.D. Paul Marinescu

I 0. 21 ~ 2015
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ISO 9001 - Certificates by industrial sector
in the world as a key decision variable

~ Ph. D. Katarzyna Hys (Opole University of Technology, Faculty of Production En-
gineering and Logistics, Institute of Innovation Processes and Products, Prdszkowska
76, Opole, Poland)

E-mail: k.hys@po.opole.pl

Abstract: The aim of this article is to present and analyse trends in the scope of the implementation of
quality certificates compliant with the 1SO 9001 standard. The analysis will concern the trend in the sec-
toral approach all over the world. The preparation of data, their analysis and drawing conclusions have been
made on the basis of the desk research method. The data was gathered by means of an analysis of source ma-
terials such as, among others: announcements, press releases, reports for industries, publicly available re-
ports of companies and research institutions, information from the Internet.The main conclusion is the fact
that the number of certificates compliant with the ISO 9001 standard is constantly growing in the world.
The kind of business activity determines the engagement in the certificate implementation. The subject of
research provided conclusions and at the same time, became an inspiration for defining research issues
such as the ex-post analysis of the information available, drawing conclusions and drawing up directions
of development. The retrospective analysis in the scope of the sectoral analysis of ISO 9001 trends, drawing
conclusions and drawing up evolution directions is the author’s original contribution.

Key words: ISO 9001, certificates by industrial sector, decision managers

JEL Classification: E2, F6, L1
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Introduction

The total quality management (TQM)
all over the world is implemented by means
of many concepts, for which a lot of support-
ing methods and tools of strategic and op-
erational character were developed [Haffer,
2003; Hamrol, 2005; Kolman, 2009; Borys,
2012; Hawrysz and Hys, 2012; Karaszewski
and Skrzypczynska, 2013; Lisiecka, 2013; Hys
and Hawrysz, 2014; Hys and Lorenc, 2015].
Generally speaking, the TQM concept is con-
sidered to be a key quality management idea
at the international level. The TQM concept
has a positive influence on the creation of
operational solutions, generally known as
Kaizen and the formation of a systemic ap-
proach to quality by means of the implemen-
tation of the ISO 9001 standard principles
[Skrzypek, 2000; Lisiecka, 2003; Urbaniak,
2012; Lisiecka, 2013; Wolniak, 2013; Wolniak,
2014]. By Kaizen we mean among others:
customer orientation, Total Quality Control
- TQC, robotics, Quality Circles - QC sugges-
tion systems, automation, discipline in the
workplace, Total Productive Maintenance -
TPM, kanban, improving quality, just-in-time
- JIT, zero defects, working in small teams,
cooperation between the different levels of
the organization, increase productivity and
development of new products[Imai, 1986].
Whereas the implementation of the ISO 9001
standard to the structures of a given organ-
isation is a documented confirmation of the
fact that the implemented activities meet re-
quirements of the systemic approach to the
quality management process [Lancucki, 1999;
Lisiecka, 2001; funarski, 2008; Karaszewski,
2009; Urbaniak, 2011, Hys and Hawrysz,
2014b; Hys, 2014a;Wolniak, 2013].

The research in the paper is focused on
the issue of the company certification level

compliant with the ISO 9001 standard all
over the world. It has been assumed that by
the quality we mean the level of meeting the
client’s defined requirements, whereas the
level of the client’s requirements which are
being met is now a key factor of the econom-
ic reality assessment by the managers. It has
an influence on the market possibilities of a
given company. In the context of the contri-
bution made by the management, the quality
management system in the ISO 9001 stan-
dard is treated as a system of organisation
management, in particular its supervision in
relation to the quality. It has been agreed at
last that the aim of this elaboration is an anal-
ysis of the dynamics of the formation of the
number of the implementations of certificates
compliant with the ISO 9001 standard in the
sectoral system. Particular attention has been
paid to the dynamics and trend of the forma-
tion of the number of the implementations
of certificates compliant with the ISO 9001
standard in the sectoral system on the world
market. This paper is a continuation of a se-
ries of papers in this scope [Rogozinski, 2005;
Hawrysz, 2014a; Skrzypek, 2013; Hawrysz
and Hys, 2013].

1.Background

Principles of the ISO 9001 standard
form the way of perceiving the organisation
in the framework of its employees, including
decision-makers. The ISO 9001:2008 standard
includes eight fundamental principles, which
influenced the way of seeing the organisation
activities both by its employees and stake-
holders (including customers, competitors,
partners, market). The enforcement of ISO
9001 principles by employees of a given or-
ganisation is a kind of a promise to meet

I 0. 22 ~ 2015
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client’s expectations. The fact of satisfying
the client’s needs has an influence on the lev-
el of purchase made by them and at the same
time, on the level of profit and satisfaction of
the management. The following principles of
the ISO 9001 have been included in the stan-
dard [Borys, 2011;

Casadesus et al., 2011; Chiarini, 2015]:

- Customer focus Organizations de-
pend on their customers and therefore should
understand current and future customer
needs, should meet customer requirements
and strive to exceed customer expectations.

- Leadership - Leaders establish unity
of purpose and direction of the organization.
They should create and maintain the internal
environment in which people can become
fully involved in achieving the organiza-
tion’s objectives.

- Involvement of people - People at all
levels are the essence of an organization and
their full involvement enables their abilities
to be used for the organization’s benefit.

- Process approach A desired result is
achieved more efficiently when activities and
related resources are managed as a process.

- System approach to management -
Identifying, understanding and managing
interrelated processes as a system contrib-
utes to the organization’s effectiveness and
efficiency in achieving its objectives.

- Continual improvement Continual
improvement of the organization’s overall
performance should be a permanent objec-
tive of the organization.

- Factual approach to decision -
Effective decisions are based on the analysis
of data and information.

- Mutually beneficial supplier relation-
ships - An organization and its suppliers are
interdependent and a mutually beneficial

relationship enhances the ability of both to
create value.

The applied principles and operational
solutions suggested in the ISO 9001 standard
have a lot of supporters both among scien-
tists and practitioners [Hys and Hawrysz,
2011]. Results of an analysis concerning
global tendencies in the scope of the imple-
mentation dynamics of the certificate compli-
ant with the ISO 9001 standard all over the
world, presented in this paper, are the objec-
tive evidence.

2.Data and Methods

The quality management concept is one
of potential answers to questions, one of so-
lutions looked for by managers, solutions
supporting their decision-making process
[Hawrysz, 2014b; Hawrysz and Hys, 2014].
The formalised quality management com-
pliant with the ISO 9001 standard has been
used by organisations since the 1990s [Hys,
2014b, Borys, 2013; Barata and Cunha, 2014].
This article is a continuation of the author’s
papers in the scope of forming global trends
in the scope of dynamics of changes in the
implemented quality certificates compliant
with the international ISO 9001 standard
[Hys and Hawrysz, 2012].

The preparation of data, their analysis
and drawing conclusions have been made on
the basis of the desk research method. The
data was gathered by means of an analysis
of source materials such as, among others:
announcements, press releases, reports for
industries, publicly available reports of com-
panies and research institutions, information
from the Internet.

An analysis of the implementation dy-
namics to organisations all over the world

I 0. 22 ~ 2015
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has been made in the scope of 39 defined sec-
tors. Among these sectors are:
1. Agriculture, fishing.
2. Mining and quarrying.
3. Food products, beverages and
tobacco.
4. Textiles and textile products.
. Leather and leather products.
. Wood and wood products.
. Pulp, paper and paper products.
. Publishing companies.

O 0 N o U1

. Printing companies.

10.Manufacture of coke & refined pe-
troleum products.

11.Nuclear fuel.

12.Chemicals, chemical products &
fibres.

13.Pharmaceuticals.

14.Rubber and plastic products.

15.Non-metallic mineral products.

16.Concrete, cement, lime, plaster, etc.

17.Basic metal & fabricated metal
products.

18.Machinery and equipment.

19.Electrical and optical equipment.

20.Shipbuilding.

21.Aerospace.

22.Other transport equipment.

23.Manufacturing  not  elsewhere
classified.

24.Recycling.

25.Electricity supply.

26.Gas supply.

27.Water supply.

28.Construction.

29.Wholesale & retail trade; repairs of
motor vehicles, motorcycles & personal &
household goods.

30.Hotels and restaurants.

31.Transport, storage and
communication.

32.Financial intermediation, real estate,
rental.

33.Information technology.

34.Engineering Services.

35.0ther Services.

36.Public administration.

37.Education.

38.Health and social work.

39.0Other social services.

The data analysis has been made for
the years 1998-2013. The number of imple-
mented certificates in particular years has
been presented in Figure 1. Moreover, Table
1 presents detailed figures which reflect the
structure of given sectors.

Fig. 1. The number of certificates implemented in different years
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An analysis of the number of imple-
mented certificates ISO 9001 makes it pos-
sible to notice the following phenomenon.
Generally speaking, the number of imple-
mentations shows a growing trend. The
level of implementations in the year 2001 de-
serves attention. A dramatic fall of the num-
ber of implementations reflects the situation
which took place at this time. In the year 2000
a new version of the standard was imple-
mented and important changed were made
in it. Among these changes it is possible to

Table 1. The number of ISO

enumerate the focus on the approach to the
quality which illustrates the concept of con-
tinuous improvement. Ensuring the quality
regulating operation has become an element
of the quality management system apart from
planning, controlling and improving quality.
In the ISO 9001 standard, it is recommended
for the quality management system to focus
on the process-oriented approach and take
into consideration the concept of continuous
improvement.

9001 - sectoral data
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Source: Iso-survey, 2013

At the same time, there was a redefini-
tion of the quality context in the companies.
The process of re-education took place and
then, the process-oriented approach became
the basis of operation for the companies all
over the world. As a consequence, it is pos-
sible to notice that the ISO 9001 standard was
accepted by the business environment. It be-
came a synonym of the quality standard, the
principles and applied operational solutions

of which formed a kind of an international
language code. The code is clearly under-
stood by all parties involved.

3.Results and Discussion

The data overview makes it possible to
state leading sectors in the scope of imple-
menting certificates compliant with the ISO
9001 standard (Fig. nr. 2).
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Fig. 2. Sector presentation implemented ISO 9001 in 2013

Source: own study based on Iso-survey, 2013

For the defined 39 sectors, 13 exceeded the level 20 000 of the certificates implementation all
over the world. Out of which only in the companies representing seven sectors exceeded the level
40 000 of the certificates implementation. Among them were companies, the names of sectors of
which have been included in Table 2.

Table 2. Top seven industrial sectors for ISO 9001 certificates 2013

Top seven industrial sectors for ISO 9001 certificates 2013
1 | Basic metal & fabricated metal products (17) 116602
2 | Electrical and optical equipment (19) 87797
3 | Construction (28) 80920
4 Wholesale & retail trade; repairs of motor vehicles, motorcycles & per- 73167
sonal & household goods (29)
5 | Machinery and equipment (18) 63497
6 | Other services (35) 55602
7 | Rubber and plastic products (14) 45204

Source: Iso-survey, 2013
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The ISO 9001 certificate is most of-
ten implemented to the basic metal & fab-
ricated metal products sector organisations
all over the world. This trend has been un-
changed since 2010. In case of 26 sectors the
implementation number is below 20 000, out
of which in nine sectors the level 10 000 of
implementation was exceeded. These com-
panies operate in the following sectors: other
social services (39), manufacturing not else-
where classified (23), other transport equip-
ment (22), concrete, cement, lime, plaster,
etc. (16), non-metallic mineral products (15),
textiles and textile products (4), financial in-
termediation, real estate, rental (32) and edu-
cation (37).

In case of companies representing the
remaining 18 sectors there is a well-visible
delay in the ISO 9001 standard implemen-
tation. This situation is surprising in the
context of promoted benefits of the quality
management systems implementation com-
pliant with the ISO 9001 quality standard
[Kafetzopoulos and Psomas, 2014;

Lewis et al., 2006; Pantouvakis et al.,
2013; Poli et al,, 2014; Sampaio et al., 2011;
Tzelepis et al., 2006, White et al.,, 2009].
Implementations on a limited scale (below 10
000) are made in case of organisations operat-
ing in the following sectors: nuclear fuel — the
lowest level among all studied (11), publish-
ing companies (8), gas supply (26), aerospace
(21), manufacture of coke & refined petro-
leum products (10), shipbuilding (20), water
supply (27), leather and leather products (5),
electricity supply (25), recycling (24), mining
and quarrying (2), agriculture, fishing (1),
hotels and restaurants (30), wood and wood
products (6), pharmaceuticals (13), public ad-
ministration (36), printing companies (9) and
pulp, paper and paper products (7).

4.Conclusion

The presentation and analysis of trends
in the scope of the implementation of qual-
ity certificates compliant with the ISO 9001
standard has been the aim of this paper. All
companies which implement the ISO 9001
standard were assigned to 39 defined sec-
tors. An analysis of the dynamics of changes
in the scope of the number of implemented
certificates compliant with the ISO 9001 stan-
dard made it possible to draw the following
conclusions. The number of certificates all
over the world compliant with the ISO 9001
standard has been continuously growing. It
is interesting how the level of implemented
certificates changes depending on the busi-
ness activity sector. As it has been observed,
the kind of business activity determines the
engagement in the certificate implementa-
tion. Companies operating in the basic metal
& fabricated metal products sector have had
the leading role here for five years. The other
places belong to companies representing the
manufacturing sector, industry, construc-
tion and trade. The smallest number of im-
plementations is in case of the companies of
the nuclear fuel — the lowest level among all
studied, publishing companies, gas supply,
aerospace, manufacture of coke & refined pe-
troleum products and water supply sector.

However, it does not mean that these
companies do not meet quality standards. It
is necessary to remember that there are many
kinds of standards compliant with the ISO
9001 standard. It has been estimated that the
number exceeds 19 500 [www.iso.org/iso/
catalogue_ics]. Apart from that, as it has been
mentioned at the beginning of the article, the
ISO 9001 standard is one of many pro-quality
solutions adopted in companies all over the
world. Making a decision to use pro-quality
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solutions in an organisation, in particular the trend is positive and continues to grow. It is
ISO 9001 standard implementation is up to thus possible to forecast that the implemen-
the decision making body. The analyses also tation dynamics will still be growing in the
show that the ISO 9001 standard meets the future.

decision making body’s requirements. The

REFERENCES:

1.

11.

12.

13.

14.

15.

Barata J., Cunha P.R., (2014), ISO2: A New Breath for the Joint Development of IS and 1SO 9001 Management
Systems, Information Systems Development: Improving Enterprise Communication. Proceedings of the
22nd ISD 2013, Seville, Spain, M. Escalona, G. Aragdn, H. Linger, M. Lang, C. Barry, C. Schneider (Eds.),
Springer International Publishing Switzerland, Vol. 07, chapter 40, 499-510.

. Borys T., (2013), Pracownik w systemach zarzqdzania - aspekty socjologiczne, [w:] Prace Naukowe Uniwer-

sytetu Ekonomicznego we Wroctawiu, Uniwersytet Ekonomiczny we Wroctawiu, Nr 301, 11-23.

. Borys T., (2012), Interdyscyplinarnos¢ nauk o jakosci, Wydawnictwo Akademii Ekonomicznej we

Wroctawiu, Zarzadzanie i Finanse, Vol. 10/3, Cz. 1, 7-23.

. Borys T., (2011), Klient jako “poczqtek” i “koniec” prowadzonej dziatalnosci, [w:] Prace Naukowe Uniwer-

sytetu Ekonomicznego we Wroclawiu, Uniwersytet Ekonomiczny we Wroctawiu, Nr 151, 43-56.

. Casadestis M., Karapetrovic S., Heras L., (2011), Synergies in standardized management systems: some em-

pirical evidence, TQM Journal, Vol. 23(1), 73-86. DOI:10.1108/17542731111097506.

. Chiarini A., (2015), Effect of ISO 9001 non-conformity process on cost of poor quality in capital-intensive sec-

tors, International Journal of Quality &amp Reliability Management, Vol. 32(2), 144-155, DOI:10.1108/
IJOQRM-03-2013-0041.

. Imai M., (1986), Kaizen: The key to Japan’s competitive success, New York, McGraw-Hill.
. Haffer R., (2003), Systemy zarzqdzania jakoscig w budowaniu przewag konkurencyjnych przedsigbiorstw,

Wydawnictwo UMK, Torun.

. Hamrol A., (2005), Zarzgqdzanie jakosciq z przyktadami, Wydawnictwo Naukowe PWN, Warszawa.
10.

Hawrysz L., (2014a), Communication as a determinant of an effectiveness of the implementation of management
system based on the quality, Advanced Research in Scientific Areas, EDIS - Publishing Institution of the
University of Zilina, Vol. 3(1), 41-44.

Hawrysz L., (2014b), Niematerialne czynniki konstytuujgce systemy zarzqdzania oparte na jakosci w organizac-

jach sektora publicznego, Difin, Warszawa.

Hawrysz L., Hys K., (2012), The results of the implementation of quality management tools in the public sector,
Organization and Management, 2, 23-33.

Hawrysz L., Hys K., (2013), Process-oriented management in public and private sector, China-USA Business
Review, 9, 903-910.

Hawrysz L., Hys K., (2014), Communication channels of middle managers and non-managers in public sector
organisations in Poland, International Journal of Contemporary Management, 13 (2), 72-85.

Hys K., Hawrysz L., (2014a), Semantic differential as an assessment tool of (dis)advantages of QMS in the light
of accredited certification in Poland, Chinese Business Review, Vol. 13(1), 42-52.

I 0. 22 ~ 2015



Education, leadership, management and antreprenorial spirit n

16.

17.

18.

19.

20.

21.

22.

23.

24.

25.

26.

27.

28.

29.

30.

31.
32.
33.

34.

Hys K., Hawrysz L., (2014b), System — interdisciplinary understanding, Organizacja i Kierowanie, No.
1B(160), 95-115.

Hys K., Hawrysz L., (2012), (Dis)Advantages of quality management systems in the light of accredited certi-
fication bodies in Poland, [in:] Integration in management. E. Skrzypek (Ed.), Department of Quality and
Knowledge Managament Faculty of Economic University of Maria Curie-Sklodowska, Lublin, 197-209.
Hys K., Hawrysz L., (2011), Trends in quality development in organizations in Poland and worldwide, [in:] Im-
proving Organizations in Knowledge Society. E. Skrzypek (Ed.), Department of Quality and Knowledge
Management Faculty of Economic University of Maria Curie-Sklodowska, Lublin, 185-210.

Hys K., (2014a), Selected maturity models in organization in the light the partial theory, The 3rd Virtual Inter-
national Conference on Advanced Research in Scientific Areas (ARSA-2014) Slovakia, 50-54.

Hys K., (2014b), Tools and methods used by the Polish leading automotive companies in quality management
system. Results of empirical research, Journal of Achievements in Materials and Manufacturing Engi-
neering, Vol. 63(1), 30-37.

Hys K., Lorenc M., (2015), Konkurs Polskiej Nagrody Jakosci - uwarunkowania i analiza wynikéw, [w:] R.
Knosala (Red.), T.2., 285-295.

Kafetzopoulos D.P., Psomas E. (2014), Performance measures of ISO 9001 certified and non-certified manufac-
turing companies, Benchmarking An International Journal, 07, Vol. 21(5). DOI:10.1108/BIJ-04-2012-0028.
Karaszewski R., Skrzypczynska K., (2013), Zarzgqdzanie jakosciq, Wydawnictwo TNOIK Stowarzyszenie
Wyzszej Uzytecznosci , Dom Organizatora”, Torun.

Karaszewski R., (2009), Nowoczesne koncepcje zarzqdzania jakoscig, Wydawnictwo TNOiK Stowarzyszenie
Wyzszej Uzytecznosci ,Dom Organizatora”, Torun.

Kolman R., (2009), Kwalitologia. Wiedza o réznych dziedzinach jakosci. Wydawnictwo PLACET, Warszawa.
Lewis W.G., Pun K.F., Lalla T.R.M., (2006), Empirical investigation of the hard and soft criteria of TQM in

ISO 9001 certified small and medium-sized enterprises, International Journal of Quality &amp Reliability
Management, 10, Vol. 23(8), 964-985. DOI:10.1108/02656710610688167.

Lisiecka K., (2013), Systemy zarzqdzania jakosciq produktow. Metody analizy i oceny, Wydawnictwo Aka-
demii Ekonomicznej w Katowicach, Katowice.

Lisiecka K. (2013), Menadzer jakosci: podejscie procesowe, Wydawnictwo Akademii Ekonomicznej w Ka-
towicach, Katowice.

Lisiecka K., (2003), Czy certyfikacja systemu jakosci wg norm ISO 9000 si¢ optaca?, Problemy Jakosci,
No. 3.

Lisiecka K., (2001), Systemy zarzqdzania jakoSciq i kryteria pomiaru ich efektywnoéci, Problemy Jakosci, No.
9,4-9.

Lancucki J., (1999), Determinanty oceny jakosci w sferze ustug, Problemy Jakosci, No. 6.

Lunarski J., (2008), Zarzqdzanie jakosciq, Wydawnictwo WNT, Warszawa.

Pantouvakis A., Psomas E.L., Kafetzopoulos D.P., (2013), The impact of ISO 9001 effectiveness on
the performance of service companies, Journal of Service Theory and Practice, 06; Vol. 23(2), 149-164,
DOI:10.1108/09604521311303426.

Poli M., Pardini S., Passarelli I., Citti I.,,, Picano D.C.E., (2014), The 4A’s improvement approach: a case
study based on UNI EN 1SO 9001:2008, Total Quality Management and Business Excellence, 12, DOI:10.1
080/14783363.2014.912456.

I 0. 22 ~ 2015



m Education, leadership, management and antreprenorial spirit

35. Rogozinski K., (2005), Jakos¢ ustug w horyzoncie aksjologicznym, Problemy Jakosci, No. 1.

36. Sampaio P., Saraiva P., Rodrigues A.G., (2011), ISO 9001 certification forecasting models, International
Journal of Quality &amp Reliability Management, 01, 28(1), 5-26. DOI:10.1108/02656711111097526.

37. Skrzypek E., (2000), Jako$¢ i efektywnosé, Wydawnictwo Uniwersytetu Marii Curie-Sklodowskiej, Lublin.

38. SkrzypekE., (2013), Dojrzatos¢ jakosciowa a wyniki przedsigbiorstw zorientowanych projakosciowo, Wydawnic-
two Difin, Warszawa.

39. Tzelepis D., Tsekouras K., Skuras D., Dimara E., (2006), The effects of ISO 9001 on firms’ produc-
tive efficiency, International Journal of Operations & Production Management, 09, 26(10), 1146-1165.
DOI:10.1108/01443570610691111.

40. Urbaniak M., (2012), Uwarunkowania zwigzane z wdrazaniem systemow jakosci przez przedsigbiorstwa
dziatajgce w Polsce, [w:] Problemy Zarzadzania, Wydawnictwo Naukowe Wydziatu Zarzadzania Uniw-
ersytetu Warszawskiego, Vol. 10/2, 28-42.

41. Urbaniak M., (2011), Uwarunkowania zwigzane z doskonaleniem systemow zarzqdzania jakoscig, [w:] Zeszyty
Naukowe. Uniwersytet Ekonomiczny w Poznaniu, 166, 103-114.

42. White G.R.T., Samson P., Rowland-Jones R., Thomas A.]J., (2009), The implementation of a quality manage-
ment system in the not-for-profit sector, TQM Journal, 04, Vol. 21(3), 273-283. DOI:10.1108/17542730910953040.

43. Wolniak R., (2014), Indicators of the quality of production of raw coal mine in case study, Zeszyty Naukowe
Akademii Morskiej w Szczecinie, No. 39, 175-180.

44. Wolniak R., (2013), The assessment of significance of benefits gained from the improvement of quality manage-
ment systems in Polish organizations, Quality & Quantity, Vol. 47(1), 515-528. DOI: 10.1007/s11135-011-
9534-x.

45. Wolniak R., (2013), W kierunku ISO 9001:2015, Problemy Jakosci, No. 2, 10-14.
46. www.iso.org/iso/catalogue_ics (avaliable: 20.03.2015).
47. www.iso.org/iso/iso-survey (avaliable: 20.03.2015).

I 0. 22 ~ 2015



Education, leadership, management and antreprenorial spirit u

The Managers’ Influence On The Workers’
Engagement — A Case Study Of Public Sector
Workers

~ Ph. D. Liliana Hawrysz (Opole University of Technology, Faculty of Economy and
Management, Department of Organization and Management, Poland)
E-mail: .hawrysz@po.opole.pl

Abstract: The workers’ engagement means that they are loyal to their employers, trust both supervi-
sors and co-workers, are not interested in changing their job, are proud of their work for a given company
and that the boundary between private and professional life is often blurred. Proponents of the concept high-
light the positive influence of engagement on the success of the company measured by workers” loyalty, pro-
ductivity, profitability and customers’ satisfaction. This is why, more and more researchers are interested
in this concept. Apart from the engagement concept itself and the ways of its measurement, they pay atten-
tion to the possibility of affecting the workers’ engagement. However, researchers do not totally agree to the
set of factors determining the workers’ engagement. There is though some agreement in their suggestions
concerning the way of perceiving managers as one of the key factors determining the workers’ engagement.
The aim of this article is to state whether the attitude of managers of the public sector organisations has
a positive influence on the workers’ engagement. The article also tries to show differences in the manage-
ment’s attitudes in Poland and abroad. For the needs of aims verification a survey was carried out among
1716 workers employed in 220 purposefully chosen public sector organisations located mainly in Europe.
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1.Introduction

Organisational engagement is a relative-
ly new concept in academic literature and the
interest in it among practitioners is constant-
ly growing. Proponents of the concept high-
light the positive influence of engagement
on the success of the company measured by
workers’ loyalty, productivity, profitability
and customers’ satisfaction. Engagement is
a kind of a worker’s attitude expressing his
specific behaviour towards the attitude ob-
ject, supported by the emotional attitude
towards a given system of values, organisa-
tional culture, management style or company
aims. This engagement is a kind of a barter
between a worker and an organisation. It
can be defined as the willingness to make
an effort for an organisation, connected with
passion and devotion. This effort exceeds
formal, current duties. It is a voluntary effort
which can be particularly well-visible in non-
standard situations (situation of conflict, cri-
sis, overtime work, undertaking additional
obligations). The engagement object can be
organisation, profession, work, social envi-
ronment. The workers’ engagement means
that they are loyal to their employers, trust
both supervisors and co-workers, are not
interested in changing their job, are proud
of their work for a given company and the
boundary between private and professional
life is often blurred (Juchnowicz, 2010). The
aim of this article is to state whether the at-
titude of the public sector organisation man-
agement has a positive influence on the
workers’ engagement. The article also tries
to show differences in the management’s at-
titudes in Poland and abroad. For the needs
of aims verification a survey was carried out
among 1716 workers employed in 220 pur-
posefully chosen public sector organisations

located mainly in Europe. The research sam-
ple was agreed on the basis of information
available in the data base of the European
Institution of Public Administration (EIPA).
All organisations of the public sector includ-
ed in the data base were invited to take part
in this research.

2.Literature review

It is possible to differentiate two ways
of understanding organisational engage-
ment in the source literature. The first way
was introduced by Kahn and was based on
the personal worker's commitment based
on the individual perception of the working
environment as a place of personality mani-
festation. Organisational engagement is cor-
related with three attributes: sensibleness,
safety and availability (Kahn, 1990), (May at
all. 2004), (Institute of Employment Studies),
(Society for Human Resource Management
(SHRM)), (Institute for Employment Study).
The second way was initiated by Maslach,
Leiter and Schaufel and is based on the
work commitment which is treated as a
state contradictory to the professional burn-
out and it means performing tasks in a dy-
namic manner, willingly, with commitment
(Maslach and Leiter, 1997), (Schaufeli at all.,
2002), (Catepillar), (Gallup Organization),
(The Business Communicator), (Hewitt
Associates). A common feature of these ways
of understanding engagement is adopting a
perspective for performing individual tasks.

Considerations of practitioners were
dominated by the second way of understand-
ing engagement so in their papers engage-
ment is understood as:

* engagement and enthusiasm level
(Attridge, 2009), (Gallup, 2006),
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¢ willingness to make their own con-
tribution to the success of the organisation
(Towers Perrin, 2003),

¢ hierarchy of relationships with the
organisation close to the Maslow’s hierarchy
of needs (Markos and Sridevi, 2010), (Penna,
2011),

¢ performance of duties exceeding or-
dinary requirements (Robbins at all., 2004).

There is no coherent concept of or-
ganisational engagement in the source lit-
erature (Balcerek-Wieszala, Hawrysz, 2012),
(Hawrysz, 2010). However, Macey’s and
Schneider’s proposal is very interesting.
They state that organisational engagement
is a feature, state and behaviour (Macey and
Schneider 2008). As a feature, organisation-
al engagement concerns mainly people with
proactive personality, autotelic approach,
conscientious, having a positive influence
on others and a positive attitude towards
work, active, full of energy and easily adapt-
ing to new requirements and challenges.
Engagement as a state is defined as satisfac-
tion, commitment, involvement and empow-
erment (having a real decision-making power
by workers). Engagement as a behaviour is
seen in taking initiatives, innovation, looking
for opportunities, willingness to make one’s
own contribution and performing tasks ex-
ceeding normal requirements (Hys, 2013).
Engagement as a behaviour is a kind of ad-
aptation to changes and forecasting threats
for the organisation. Engagement as a fea-
ture interacts with working conditions and
organisational culture making engagement
as a state and behaviour (Hawrysz, 2014).
Working conditions, according to Macey, W.
and Schneider, B. are of critical importance to
the creation of all engagement aspects (Macey
and Schneider 2008). Critics of Macey’s and

Schneider’s proposal pay attention to the fact
that they did not provide a clear definition of
engagement and an instrument for its mea-
surement (Witemeyer, 2013), (Saks, 2008).

D. R. May, R.L. Gilson and Hartner
L.M (Attridge, 2009) created a 3D work en-
gagement concept. It consisted of physi-
cal elements (“I do my best to work well”),
emotional elements (e.g. “I give my heart to
my work”) and cognitive elements (e.g. “My
work is so demanding that I forget about ev-
erything else”).

Despite growing popularity of work-
ers’ engagement analyses carried out by
consultancies, neither psychologists nor
practitioners or theoreticians created a com-
mon definition of this notion. However, it
is possible to notice convergence of defini-
tions created by scientific and counselling
centres mentioned above. A part of defini-
tions also relates engagement directly with
results of the company (Dell), (The Business
Communicator), (Society for Human
Resource Management (SHRM)), (Institute
for Employment Study), (Hewitt Associates),
(Endres and Mancheno-Smoak, 2008), (Vance
, 2006), (Wolniak, 2012b), (Hys, 2013), (Hys,
2013a), (Hys, 2013b), (Maj, 2013), (Maj,
2014), (Maj, 2012), (Maj, 2012a), (Lobos and
Szewczyk, 2014).

There are dozens of different ways of
measuring the engagement level on the mar-
ket at the moment proposed by consulting
companies. The most popular among them is
The Gallup Organization’s model including
twelve statements making it possible to cal-
culate the engagement index called Q12. This
tool makes it possible to make a diagnosis
of the engagement level and in consequence
evaluate the development possibility of a
given worker. Its popularity results from its
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application simplicity (Gallup Organization,
2006).

Tower Watson created a sustainable en-
gagement model consisting of three elements:
traditional engagement (identification with
the organisation purposes, emotional attach-
ment to an organisation and the taking pride
in being the organisation’s employee as well
as the willingness to make additional effort
in order to support the organisation), enable-
ment (no obstacles in succeeding at work,
availability of resources necessary to perform
tasks at work, ability to perform tasks effec-
tively) and energy (ability to maintain energy
at work, atmosphere of support, enthusiasm
connected with the performance of tasks).
There is a division into four groups of work-
ers on the basis of the set of nine questions, in
which respondents evaluate whether above-
mentioned elements are really a part of their
working environment. The four groups of
workers are as follows:

* Highly engaged: obtaining good re-
sults in all three aspects of the model.

¢ Unsupported: obtaining good results
in the aspect of traditional engagement but
bad results in two other aspects.

® Detached: obtaining good results in
enabled and/or energized but bad results in
the aspect of traditional engagement.

¢ Disengaged: obtaining poor results in
all three aspects. (Towers Watson, 2012).

This model was used in the years 2012
and 2014 to analyse the workers’ engage-
ment. Results obtained in the year 2014
among 32 thousand workers showed that
40% of workers show engagement (Towers
Watson, 2014). In comparison to results of
an analogical survey carried out in the year
2012 the workers’ engagement increased by
5% (Towers Watson, 2012). Detailed results
of analyses are illustrated in Table 1.

Table 1 Workers” engagement levels according to Towers Watson

Towers-Watson-Global- | Towers-Watson-Global-
Workforce-Study 2012 Workforce-Study- 2014
Highly engaged 35% 40%
Unsupported 22% 19%
Detached 17% 17%
Disengaged 26% 24%

Source: on the basis of results of analyses carried out by Towers Watson in the years 2012 and 2014.

The model proposed by Towers Watson
will be used in the further part of the paper
in order to make a diagnosis of the manage-
ment’s influence on the workers’ engagement.

2.1. Drivers of engagement

Although determining the level of work-
ers’ engagement is very important, it is only a
starting point for building their engagement.
Practitioners and theoreticians cannot reach
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an agreement concerning the set of factors
determining organisational engagement.

Joshi and Sodhi identified six factors
considered to be crucial for workers” engage-
ment on the basis of empirical analyses (Joshi
and Sodhi, 2011). Among them it is possible
to enumerate:

* job kontent,

* nonetary benefits,

e work life balance,

* top-management employee relations,

® scope for advancement and career
growth,

e team orientation/team work (Joshi
and Sodhi, 2011).

Rudawska identified a similar set of fac-
tors on the basis of the source literature:

e work organisation — technical work-
ing conditions, information and resources
availability, workers’ participation in the
scope of choosing ways of acting and solving
problems,

* possibilities of workers’ develop-
ment in the context of creating a career path,
competence development and character of
work making it possible to use the workers’
knowledge,

¢ principles and mechanisms of remu-
neration as well as a sense of justice, relating

remuneration to effects, both individual and
company ones,

e relationship with direct manager as
well as his attitude, behaviours and authority,

¢ relationship with co-workers under-
stood among others as working atmosphere,

¢ trust (Rudawska, 2011).

Both sets of factors pay attention to the
job characteristics, possibilities of develop-
ment, financial issues, relations employer vs.
employee as the most important factors af-
fecting the organisational engagement. The
authors have different opinions on other fac-
tors from the set.

Saks claims that the following factors
are crucial factors affecting the organisa-
tional engagement: job characteristics, per-
ceived organizational support, perceived
supervisor’s support as well as distributive
and procedural justice (Saks, 2006). A certain
changeability of factors can be due to chang-
ing needs and workers’ expectations what
is included and highlighted in the results of
reports prepared by Towers-Watson in 2012
and in 2014. Table 2 includes a set of factors
considered to be crucial for engagement in
the years 2012 and 2014.

Table 2 Top five drivers of sustainable engagement

Towers-Watson-Global-Workforce-
Study 2012

Towers-Watson-Global-Workforce-
Study- 2014

Leadership

Stress, balance and workload
Goals and objectives
Supervisors

Organization’s image

Leadership

Goals and objectives

Workload and work/life balance
Organization’s image
Empowerment

Source: on the basis of results of analyses carried out by Towers Watson in the years 2012 and 2014.
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1.1.1. The management as the
most important variable affecting the
workers’ engagement

Although researchers do not agree
as far as the complete set of key factors for
building engagement is concerned, they
agree that leadership is important (Joshi and
Sodhi, 2011), (Rudawska, 2011), (Saks, 2006),
(Towers Watson, 2012), (Towers Watson,
2014), (Hawrysz and Hys, 2014), (Wolniak,
2011), (Wolniak, 2012), (Wolniak, 2012a),
(Hys, 2014).

The most important factors determining
the leadership efficacy are:

¢ understanding the factors that drive
business success,

* believing that respecting individual
and cultural differences is important for our
success,

* communicating a clear and compel-
ling vision for the future,

* making rational, data-driven deci-
sions that benefit the organization in the long
term,

¢ inspiring employees to give their
best,

* seeking out feedback to identify op-
portunities to learn and grow,

* being flexible in new situations
(Towers Watson, 2014).

If there is no leadership in companies,
managers play a key role in building engage-
ment (Hawrysz, 2011), (Hawrysz 2011a),
(Hawrysz, 2014a). Among managers’ behav-
iours identified as particularly important
for building the workers” engagement in the
year 2014 are:

¢ respect for workers,

¢ clear definition of purposes,

* consistency of declarations and
actions,

* support in problem solving,

® appreciation of workers’ effort
(Towers Watson, 2014).

According to results of analyses
published in the year 2012 the following
behaviours appeared apart from the above-
mentioned ones:

e taking into consideration the work-
ers’ competence in tasks division,

* motivating workers to perform hard
tasks,

e inspiring workers to ensure better
work quality (Towers Watson, 2012).

All identified factors were used to anal-
yse whether the behaviours of public sector
organisations managers have a positive influ-
ence on the workers” engagement.

2.The characteristics of the conducted
studied

The basis for gathering information in
the scope of research was a questionnaire ad-
dressed to employees of purposefully cho-
sen organisations of the public sector located
mainly in Europe. The research was carried
out within the years 2012-2013 on the group
of 220 public sector organisations (102 Polish
and 118 European). 1716 employees took part
in them. The research was carried out among
public sector organisations to which among
others belong ministries and central offices,
voivodeship offices, marshal offices, poviat
authorities, municipal/communal authori-
ties, tax chambers and offices, customs offic-
es. All public sector organisations included
in the EIPA (European Institution of Public
Administration) base were invited to join.
Only some chosen parts of the research have
been presented in the paper. An analysis of
relationships between variables was made by
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means of a chi-square test together with the
measure of the relationship strength (contin-
gency coefficient (C), V Cramer’s). The sig-
nificance level was assumed to be as follows:
a=0.05. Results recognised as being statisti-
cally significant were those in case of which
the calculated test probability p fulfilled the
inequality p<0.05

Workers of analysed organisations were
supposed to make characteristics of attitudes

of their direct supervisors, identified during
literature analysis as crucial for building en-
gagement. Answers given by respondents
were analysed with taking into consideration
the country of origin (Poland or abroad) in
order to identify differences in the manage-
ment’s attitudes in Poland and abroad. Table
3 includes detailed percentage distributions
for answers given by respondents.

Table 3 The evaluation of managers” attitudes

sometimes

respect for workers

Polish  [2% |10% |30% |[52%

Abroad [3% |8% |30% |[55%

clear definition of purposes

=& don’t know
NS S

Polish |1% [2% [37% [59%

Abroad |[1% [11% [33% [49% | 6%

consistency of declarations and actions

Polish  |5% [13% [51% [26% | 6%

Abroad |2% [25% [39% [27% | 7%

support in problem solving

Polish  [2% [17% |41% [36% |3%

Abroad [2% [13% |31% |[50% |4%

appreciation of workers’ effort

Polish  [2% [28% |43% [24% |3%

Abroad [0% [20% |43% [31% |5%

petence in tasks division

taking into consideration the workers’ com-

Polish  [2% [15% |53% [25% |5%

Abroad 3% [24% |42% [26% |4%

motivating workers to perform hard tasks

Polish [6% |17% |48% [25% |3%

Abroad [6% |16% |49% [25% |4%

1ty

inspiring workers to ensure better work qual-

Polish  |3% [20% ([44% |30% [3%

Abroad [3% |15% |41% [37% |4%

Source: own elaboration on the basis of survey results
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The public sector organisations man-
agers’ attitudes got very good marks.
Respondents find the managers’ attitude is
positive. They assess that their precision in
communicating aims and their respect to
workers is especially good. Employers got the
worst mark from their workers for the way
in which they motivate workers to perform
hard tasks and for not taking into consider-
ation the workers’ competence in tasks divi-
sion. Moreover, another poor mark was given
to employers for the lack of consistency in

their declarations and behaviours. Research
results included in the table show differences
in managers’ attitudes in Poland and abroad.
Managers employed abroad more often sup-
port their workers, appreciate their effort in
tasks performance and inspire workers to en-
sure better work quality. It is thus possible to
state that managers employed abroad show a
more mature attitude towards their workers.
In order to verify relations between variables,
detailed statistical analyses were carried out,
the results of which are included in Table 4.

Table 4 An analysis of relations between variables

5 S._ |E

= g ‘S “Q

= 2 |

< : O S

5 & L |0

@) S | a 2 |[>
respect for workers 0,965 [4 10,915 0,068 | 0,069
clear definition of purposes 9,230 [4 10,056 |0,208 | 0,212
consistency of declarations and actions 7,157 |14 10,128 (0,184 10,187
support in problem solving 4,643 14 10,326 10,149 | 0,150
appreciation of workers’ effort 5,069 |4 10,280 (0,155 0,157
taking into consideration the workers’ compe-|3,349 (4 0,501 (0,127 | 0,128
tence in tasks division
motivating workers to perform hard tasks 0,140 |4 10,998 [0,026 |0,026
inspiring workers to ensure better work quality 1,670 |4 10,796 (0,090 | 0,090

Source: own elaboration on the basis of survey results

Results of an analysis by means of the
chi-square test did not confirm the statisti-
cally important relations between the organ-
isation location and the managers’ attitudes.
Although there are differences in percent-
age results got by managers in Poland and
abroad, they are not statistically important.

3.Summary

The research results show that manag-
ers of public sector organisations adopt at-
titudes favouring the creation of workers’

organisational engagement. However, it
would be good to pay attention to the neces-
sity of improving the workers” motivation to
perform hard tasks and taking into account
the workers’ competence in case of tasks di-
vision. A strongly positive reception of the
managers’ attitude could be even better if
they paid more attention to the consistency
of their declarations and behaviours. The re-
search showed differences in the managers’
attitude in Poland and abroad. However,
these differences were not statistically
important.
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The perception of Stakeholder’ s from pro-
tected areas on ecotourism development

~ Ph. D. Gianluca Felicetti (Universita “la Sapienza” Roma)
E-mail: f.g.89@hotmail.it

Abstract: Ecotourism is small-scale tourism that visits areas of exceptional natural and cultural in-
terests in a manner that: (1) protects the nature; (2) preserves the culture; (3) enhances the local economy;
and (4) educates the tourists. Ecotourism has generated great interest from governments, tourism enter-
prises, tourists, conservation groups, the private sector and other stakeholders. This interest is generated
from more vantage that ecotourism has, it generates profit (company, restaurant, etc...) without destroy the
quality of the environment, in fact, it contributes to the conservation and protection of natural ecosystems
and the socio-economic development, maintenance and enhancement of the traditions and culture of local
people. Ecotourism has disadvantages, too. It is lived on the nature and the use it for realize the ecotourism
, but using it that ruin herself.

Key words : Ecotourism, protected area, development, tourism, stakeholder, community lo-
cal.

JEL Classification: N00, 010, O13, Q00, Q01, Q56 .
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Introduction.

What is Ecotourism?

“The concept of ecotourism became
popular, especially in the 1970s and 1980s,
as a result of the negative social and envi-
ronmental impacts associated with mass
tourism, which places greater emphasis on
income and growth, rather than environmen-
tal conservation and the socio-cultural goals
of host communities (Ziffer, 1989)”.

“The term ecotourism emerged in the
late 1980s as a direct result of the world’s
acknowledgment of sustainable and glob-
al ecological practices(Diamantis, 1999)”.
Ceballos-Lascurain (1996) articulated one of
the most influential definitions of ecotour-
ism: “traveling to relatively undisturbed or
uncontaminated natural areas with the spe-
cific objectives of studying, admiring, and
enjoying the scenery and its wild plants
and animals, as well as any existing cultural
manifestations (both past and present) found
in these areas.” As ecotourism has grown
in popularity, its definitions have been ex-
panded to incorporate ideas about ecotour-
ism responsibility, environmentally friendly
destination management, and sustainable
development of local human populations (
Goodwin, 1996 and Torquebiau and Taylor,
2009). Indeed, the last few decades have wit-
nessed a continuous expansion of ecotour-
ism. Ecotourism has been growing at rates
of 10%-12% per year, 3 times faster than the
tourism industry as a whole ( IES, 2008). And
more importantly, “ecotourism has been em-
braced by many developing countries — that
are home to many of the world’s rare and
threatened species — hoping to improve
their economies in a way that is environmen-
tally sustainable( Brooks et al., 2006)”.

“Literature describing the history of

ecotourism shows that the concept has been
in existence since the 18th century, but by
a different name (e.g., Beaumont, 1998 and
Hetzer, 1965)”. Beaumont (1998) classifies the
first geographers who toured the world dur-
ing the period as ecotourism, and indicates
that the born of national parks, Yellowstone
in the United States of America in 1872 and
Banff in Canada in 1885, was evidence of first
interest in ecotourism.

There is not according on the exact defi-
nition of ecotourism in literature (Weaver &
Lawton, 2007), and there is an absence of
information on tourist preferences for eco-
tourism and how it can be operationalized
in local communities. “Lack of capacity for
business development in the local communi-
ties and limited information on possible eco-
tourism businesses have been identified as
problems limiting the potential of ecotourism
(Munthali, 2007 and Spenceley et al., 2008)
around protected areas in Southern Africa. A
study conducted by Mabunda (2004), also in-
dicated that although rural communities ad-
jacent to the Kruger National Park (KNP) in
South Africa were interested in sharing their
cultural heritage with the tourists, the park
management framework did not enable them
to do so. Mabunda (2004) also highlights the
need for research that investigates tourists’
experiences and expectations in and around
the KNP”.

Honey (1999) defines the concept of eco-
tourism, , pristine and protected areas with
the fundamental objective of educating trav-
elers, as small scale travelling to fragile, pro-
viding funds for conservation, yielding direct
benefits for the economic development and
political empowerment of the local commu-
nities, as well as fostering respects for differ-
ent cultures and human rights.
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Fennell (2001), after analyzing available
ecotourism definitions, identified five com-
mon variables used to describe ecotourism :
the natural environment, education, protec-
tion or conservation of resources, preserva-
tion of culture and community benefits.

According to Hillel (2002), ecotourism
should integrate the three objectives of sus-
tainable development, and involve a positive
contribution to the conservation of sensitive
ecosystems and protected areas ,through
financial and political support, as well as
ensuring active participation from and eco-
nomic benefits to local communities and
indigenous people, coupled with environ-
mental education of the host communities,
professionals and guests.

Literature Review.

The International Ecotourism Society
(TIES) provided a simpler definition of
ecotourism in 1990 as responsible travel
to natural areas, which seeks to conserve
the environment and sustain the wellbe-
ing of the local communities (TIES, 2013).
This definition by TIES is supported by the
World Conservation Union’s (IUCN) ex-
planation of ecotourism, adopted from
Ceballos-Lascurain (1996), “which describes
ecotourism as environmentally responsible
travel and visitation to natural areas, with
the purpose of enjoying and appreciating
nature and other cultural features, as well as
promoting conservation, minimising visitor
impact and providing for beneficially active
socio-economic involvement of local people
(Ceballos-Lascurain, 1996)”.

The concept of ecotourism and its im-
plementation in the tourism industry has
raised interest and debates on international

fora such as the 2002 World Ecotourism
Summit held in Quebec.

The 2002 World Summit on Sustainable
Development held in Johannesburg, and the
Global Ecotourism Conference 2007 of Oslo.
Although the potential of ecotourism to con-
tribute towards poverty alleviation, biodiver-
sity conservation, and employment creation
has been acknowledged (Fennell, 2001 and
World Ecotourism Summit, 2002), the chal-
lenge remains in finding ways to implement
ecotourism in a manner that jointly addresses
these issues.

The key principles of ecotourism as laid
out in the Quebec Declaration on Ecotourism
“(World Ecotourism Summit, 2002) are:

(i) active contribution to cultural and
natural heritage;

(ii)inclusion of local and native com-
munities in the planning of ecotourism and a
contribution to their well-being;

(iii) visitors are familiarized with
the cultural and natural heritage of the places
they visit;

(iv) better independent travelers

and organized tours of small-sized groups”.

It has been discuss that ecotourism has
comparative advantage as a driver for rural
development because it tends to occur in pe-
ripheral and non-industrialized or rural re-
gions, where opportunities for expanding the
economy can be realized at a relatively low
cost. The involvement of local communi-
ties in ecotourism can also improve their at-
titudes towards conservation. “Controversy
exists, however, over the meaning of the con-
cept, its operationalization (Fennell, 2001 and
Weaver and Lawton, 2007)” “and its poten-
tial to yield socio-economic benefits for ru-
ral communities (Isaacs, 2000 and Wunder,
2000)".
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Operationalization of ecotourism that
promotes the goals of contributing to nature
conservation and rural development.

More important that rural communi-
ties and managers of protected areas have
information on the tourist preferences for
ecotourism, for economic potential. From an
economic perspective, demand and supply
side considerations are very important.

The success of ecotourism pivot on the
extent to which local communities are will-
ing and able to be involved, in the planning
and implementation of ecotourism projects.

At the same time, the preferences of
tourists for specific ecotourism activities and
their willingness to pay for the ecotourism
goods and services that communities supply
are also important.

2. Stakeholders of protected areas.

“Systems thinking is required to bridge
the social and biophysical sciences (Allison &
Hobbs, 2004)” to help understand, for exam-
ple, how to link social and ecological systems
for sustainability (Berkes & Folke, 1998).
Fennell, 2004 and Dredge, 2006 highlight that
issues associated with tourism and protected
areas are inherently complex, multi-scaled
(local, regional, national and global) and in-
volve horizontal as well as vertical linkages.
For example, communities, whether local or
further afield, are an integral part of the pro-
tected area tourism system.

“Management of sustainable tourism
relating to protected areas should anticipate
system dynamism and transformative chang-
es (Plummer & Fennell, 2009)”.

This whole system perspective is be-
ing actively pursued in current research on

tourism as a complex adaptive system (Farrell
and Twining-Ward, 2005 and Lacitignola et
al., 2007). “Such systems, where the social
components are explicitly acknowledged
(as is the case with tourism), are known as
social-ecological systems (SES) (Allison and
Hobbs, 2006, Gunderson and Holling, 2002,
Schianetz and Kavanagh, 2008 and Walker
and Salt, 2006)”. Many interacting variables
are characteristic of SES, with the systems be-
having according to three principles: _order
is emergent as opposed to predetermined;
_the system’s history is irreversible; _and the
system’s future is unpredictable.

The power of nature and natural set-
tings in attracting tourists is widely rec-
ognized, with protected areas offering a
significant attraction to tourists (Pedersen,
2002 and Reinius and Fredman, 2007).
Increasingly, tourism is one of the most com-
mon uses of protected areas. Protected areas
are defined as areas of “land and/or sea espe-
cially dedicated to the protection and main-
tenance of biological diversity, and of natural
and associated cultural resources, and man-
aged through legal or other effective means
(IUCN, 1994, p. 7)”. Very often, protected
areas and tourism are intertwined and their
respective impacts on local communities are
difficult to separate.

The sustainability of protected areas is
accepted as dependent on due attendance to
their social, economic and cultural context.

However, conflicts between protected
areas and communities can adversely affect
this sustainability. Plummer and Fennell
(2009) propose that multi-stakeholder con-
flict, complexity and uncertainty are issues
that remain unresolved and persistent. When
problems persist and are not resolved by cur-
rent interventions they may be classed as
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“messy” or “wicked” and require a new par-
adigm to understand them. Before exploring
a new paradigm or way of thinking about
and investigating the relationships (and as-
sociated impacts) between protected areas,
tourism and local communities, it is useful if
not essential to review current methods us-
ing a “whole system” perspective.

Components of a Protected Area
Tourism System.

Protected area tourism systems are gen-
erally comprised of three key components:
a given protected area, tourism operations
and associated communities. Protected areas
themselves take several forms. According to
official IUCN designation, there are six types
of protected areas: strict nature reserves or
wilderness areas; national parks; natural
monuments; habitat or species management
areas; protected land or seascapes; and man-
aged resource protection areas (IUCN, 1994).
The primary management objectives of these
protected areas differ considerably.

Protected area tourism systems also
comprise a tourism component.

Protected area tourism differs from oth-
er kinds of tourism in that it occurs in natural
settings.

“It fits within the broader undertaking
of ‘natural area tourism’, which provides
an alternative to traditional mass tour-
ism. Natural area tourism includes adven-
ture, nature-based, wildlife and ecotourism
(Newsome, Moore, & Dowling, 2002)”. This
paper adopts an inclusive definition of ‘pro-
tected area tourism’ to incorporate all tour-
ism activities that occur within protected
areas.

Local communities form the final
key component of protected area tourism

systems. Local communities include resi-
dents living within or in close proximity to a
protected area. “Geographical location is an
important defining context in determining
‘local community’ (Burns & Sofield, 2001)”.
The protected area and associated tourism
impacts on local communities both directly
and indirectly through its existence and ca-
pacity to attract tourists.

Geographical location does not imply
uniformity in local attitudes or functional re-
lationship to protected area tourism.

Attitudes, involvement and dependen-
cies of locals on protected areas and tourism
are diverse and context-dependent.

Relevant factors affecting local attitudes
and relations to tourism include length of
residence; employment; degree of economic
dependence; socio-cultural and economic
distance between tourists and the communi-
ty; and distance of community from the tour-
ism area.

“Direct economic dependence on tour-
ism has been shown to be the single most
important factor affecting perceptions
(Andereck, Valentine, Knopf, & Vogt, 2005)”.

The choice of a geographically defined
‘local community” is supported by the spa-
tially restricted nature of protected area
tourism and the assumption that geographi-
cally adjacent communities will experience
the greatest impacts arising from that area.

“The tourism literature also reveals a
predilection for a geographical perspective
of community (Beeton, 2006b)” although this
should be treated with caution as the bound-
ary is necessarily porous to allow for a range
of social, economic and political factors that
may impact from scales above and below.

“The involvement of local people in
analyzing and understanding protected area
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tourism has been noted as crucial as these
people are most likely to be affected by poli-
cy development (Plummer & Fennell, 2009)”.
While acknowledging the highly contested
nature of ‘community” ,for simplicity this pa-
per adopts the perspective of geographical or
local communities.

Importantly, local community com-
prises just one element of those interested or
affected by protected area tourism. A wide-
range of potential stakeholders associated
with protected areas exist and are also es-
sential parts of the protected area tourism
system.

Local community represents one key
group of stakeholders.

“Others include those directly affected
such as visitors themselves, Park manage-
ment and tourism authorities, plus those fur-
ther afield (Newsome et al., 2002)”. “These
other stakeholders represent ‘communities
of interest’, which are typified by shared in-
terests rather than a defined spatial location
(Beeton, 2006a)”.

“The management authority for a given
protected area varies according to the differ-
ing management objectives (Eagles, 2009)”.
Traditionally, the state or government is the
management authority.

This role is diversifying, however, and
partnerships are gaining prominence.

Increasingly, the management authority
is vested in alternative arrangements involv-
ing a range of actors.

Prominent arrangements include para-
statal models, non-profit corporations such
as non-governmental organizations, public
or private for-profit corporations and com-
munities themselves. “Co-management ar-
rangements, where decision-making power
is shared between two or more bodies, one
of whom is government, is another emerging
approach (Eagles, 2009)”.

Ecotourism and local communities:
conflict, compromise or cooperation?

Local communities comprise groups
with different and potentially conflicting in-
terests (NGOs, Community, Government,
Tourism Industry).

That is, not all groups want the same
things.

The tourist industry asks a healthy busi-
ness environment with:

e financial security;

* atrained and responsible workforce;

e attractions of sufficient quality to en-
sure a steady flow of visitors — who stay lon-
ger and visit more often;

* asignificant return on investment.

Those interested in the natural environ-
ment and cultural heritage issues seek:

¢ protection of the environment
through prevention,

* improvement, correction of damage,
and restoration;

* to motivate people to be more aware

* and therefore ‘care for’ rather than
“use up’ resources.

Community members seek a healthy
place in

which to live with:

e food, adequate and clean water,
health care, rewarding work for equitable
pay, education and recreation;

e respect for cultural traditions;

* opportunities to make decisions
about the future.

Some concerns that each may hold in
common include:

e jssues of access, such as when, where
and how tourists visit and move from place
to place;

* host and guest issues, such as cultur-
al impact or common use of infrastructure;
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e land use issues, such as hunting/
wildlife habitat, agriculture/recreation, pres-
ervation/ development, etc.

3.IMPACTS OF TOURISM IN
PROTECTED AREAS (BENEFITS,
NEGATIVE IMPACTS).

There are a number of reasons why lo-
cal communities may consider ecotourism:

* a desire to be part of strong growth
in tourism generally and see the potential of
catering for special-interest tourism (niche
markets);

® an awareness of the high value of nat-
ural attractions in the locale;

* empathy for conservation ideals and
the need for sustainable tourism;

¢ a desire to responsibly rejuvenate the
local tourist industry.

One of the main principles or elements
of ecotourism is its ability to maximize the
benefits of tourism, not only as regards in-
come to a region but also the preserva-
tion of social infrastructure and biosphere
conservation.

Specifically, these benefits include:

¢ increased demand for accommoda-
tion houses and food and beverage outlets,
and therefore improved viability for new
and established hotels, motels, guest houses,
farm stays, etc.;

* additional revenue to local retail
businesses and other services (e.g. medical,
banking, car hire, cottage industries, souve-
nir shops, tourist attractions);

¢ increased market for local products
(e.g. locally grown produce, artefacts, value-
added goods), thereby sustaining traditional
customs and practices;

* employment of local labour and ex-
pertise (e.g. ecotour guides, retail sales assis-
tants, restaurant table waiting staff);

¢ source of funding for the protection
and enhancement/maintenance of natural at-
tractions and symbols of cultural heritage;

e funding and/or volunteers for field
work associated with wildlife research and
archaeological studies;

¢ heightened community awareness of
the value of local/indigenous culture and the
natural environment.

As these benefits suggest, ecotourism
is about attracting visitors for the ‘right’ rea-
sons, and not s the ‘tourist dollar’ at the ex-
pense of a community’s natural and cultural
attributes. However, local communities are
not immune from ecotourism impacts.

The issues and problems.

The conflictual issues expressed by rep-
resentatives of host communities to tourism
development generally fall into a number of
interrelated categories:

¢ the lack of opportunities for in-
volvement in decision-making relating to
ecotourism;

¢ inadequate responses from govern-
ments when administrative or legislative
mechanisms have been established to involve
them in such decision-making;

¢ the lack of financial, social and voca-
tional benefits flowing to these communities
from projects that commercially exploit what
they regard as their resources;

¢ the need to establish better tools for
evaluating socio-cultural impacts and ensur-
ing this is completed over the more empha-
sized environmental impacts on the natural
environments which are usually of more
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interest to the outside investors and conser-
vation groups;

® impacts on community cohesion and
Structure

¢ the rapidity of tourism development
that in many cases significantly accelerates
social change.

These concerns embrace a wide range of
issues relating to the management of natural
resources adjacent to these communities. The
central issue is the inadequate levels of par-
ticipation perceived by these communities in
the management of what they regard as their
traditional domains.

Control is exerted over local commu-
nities both economically and culturally.
Tourism involves an interactive process be-
tween host (both human and environment)
and guest and therefore ‘the culture of the
host society is as much at risk from various
forms of tourism as physical environments’.

In many cases tourists view indigenous
cultures and local communities as “products’
of the tourism experience that exist to be
‘consumed’ along with all the other elements
of their trip.

As tourists are often paying to watch
and photograph indigenous people, the tour-
ists feel that it is their ‘right” to treat them ac-
cordingly _as providing a service, and as a
product being purchased as a component of
their travel cost.

Significantly, however, many local
cultures may actively ‘construct’ what ap-
pears (to the tourist's camera) to be an
‘authentic” cultural display but which in real-
ity is a staged event specifically for tourists’
consumption.

This phenomenon, known as ‘staged
authenticity’ (cf. Mac Cannell, 1976), in
many cases serves a strategic purpose in

satisfying the tourist’s curiosity while allow-
ing the maintenance of actual cultural rituals
to escape the hungry tourist’s lens. This is the
positive side (from the indigenous culture’s
perspective) of the commodification of tour-
ism, as in many cases it is the interest in local
cultures that in many ways helps to sustain
and even revive traditional cultural practices.

However, the commodification of cul-
ture often has significant impacts on local
communities.

‘Staged authenticity’ is often actively
encouraged by operators whose chief con-
cern is often with providing a ‘cultural expe-
rience for tourists that can be experienced in
comfort and safety and which is aesthetically
pleasing.

These cultural performances often be-
come detached from their actual cultural
meaning and begin to be performed purely
for the viewing public. Too often cultural at-
tractions become overtly commercialized in
nature, satisfying the visitors’ needs but los-
ing all meaning and significance for the in-
digenous population. Similarly, indigenous
communities often have little or no say over
whether they want tourism and they derive
few real benefits from their ‘performance’.
Sustaining the well-being and the cultural
traditions of the local community where eco-
tourism takes place becomes fundamental to
definitions of ecotourism

Ecotourism is in large part a sustainable
development strategy:

“whereby natural resource amenities,
the local community and the visitor benefit
from tourism activity (Pearce et al., 1996)”.

The following definition of ecotourism
incorporates the above points: travel, often
to developing countries, to relatively un-
disturbed protected natural areas for study,
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enjoyment or volunteer assistance that con-
cerns itself with the flora, fauna, geology and
ecosystems of an area — as well as the peo-
ple (caretakers) who live nearby, their needs,
their culture and their relationship with the
land.

Similarly, many organizations are now
beginning to recognize the integral part that
local indigenous people play in tourism by
including cultural understanding and ap-
preciation in their definitions of ecotourism.
“In this way ecologically sustainable tourism
is increasingly becoming aligned to conser-
vation, environmental and cultural under-
standing and appreciation (EAA, 1996)”.

Thus ecotourism aims to promote and
foster a respect and an increase in aware-
ness of other cultures, in fostering mutually
beneficial relationships between hosts and
tourists.

While it is important for the traditional
values of local and indigenous communities
be maintained, indigenous people must not
be asked to maintain their traditional prac-
tices simply for the sake of tourist entertain-
ment. However, it must also be recognized
that cultures undergo a constant process of
change and it is this process of genuine cul-
ture change and exchange that is a funda-
mental component of ecotourism. ‘Genuine’
in this sense may be read as synonymous
with sovereignty. Local communities must
be in an empowered rather than a subordi-
nate position from which they have autono-
my over their culture, its artefacts and rituals,
its very direction, while engaging in and with
cultures that interact with them but do not
exploit them.

In this way, both the visitors and the
hosts benefit from the tourism experience
while at the same time avoiding negative

cultural impacts on the indigenous popula-
tion. Participation of local communities in the
activity of tourism, therefore, is an essential
element to sustaining the wellbeing

of local people.

Through the interactive process between
the visitor and the host population both can
benefit experientially from ecotourism. By
developing an appreciation of local commu-
nities and their customs and traditions, ‘a
process of mutual respect and understanding
between societies can be greatly enhanced’
(Burchett, 1992: 10) and the achievement of
successful interaction between hosts and
guests will only benefit and sustain the
well-being of local communities. Local com-
munities can benefit from ecotourism eco-
nomically if they play a greater participatory
role in the tourism process. The greater the
control over tourism in their region, the more
culturally sustainable they will become.

Employment.

One of the most obvious and immedi-
ate benefits of tourism associated with local
communities is the increase in employment
opportunities and income generation for the
host region:

¢ direct employment (associated ser-
vice industries such as hotels, restaurants,
concessions);

¢ indirect employment (generated as a
result of increasing industry inputs such as
employment at a retail souvenir outlet);

¢ induced employment (generated as a
result of increased spending capacity of local
residents due to increased receipts from

tourism; consumption of goods for ex-
ample) (Healy, 1989: 21).
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The theoretical research regarding the
stakeholders’” perception on ecotourism
development.

Jessica Coria, Enrique Calfucura in the
article “Ecotourism and the development of
indigenous communities: The good, the bad,
and the ugly”, they analyzed the connection
between the factors regarding the advantag-
es and disadvantages of ecotourism experi-
ence in indigenous communities. They stress
the need for a better approach to enhance the
indigenous communities” livelihood possi-
bilities coming from ecotourism, as well as
to promote land tenure and communities’
empowerment.

Heng Zhang,Siu Lai Lei in the article
“A structural model of residents’ intention
to participate in ecotourism: The case of a
wetland community”, analysis indicates resi-
dents’ environmental knowledge positively
affects attitudes towards ecotourism, which
in turn directly and indirectly determine
the intention to participate in ecotourism
through their individual landscape affinity.
Thus, residents’ involvement in ecotourism
may be stimulated through a) appropriate
management strategies aimed at increasing
their environmental knowledge, b) encour-
aging positive ecotourism attitudes, and c)
environmental planning that promotes resi-
dents’ affinity for local attractions.

P. Chaminuka,R.A. Groeneveld,A.O.
Selomane,E.C. van lerland, in the article
“Tourist preferences for ecotourism in rural
communities adjacent to Kruger National
Park: A choice experiment approach”, ana-
lyzed the potential for development of ec-
otourism in rural communities adjacent to
Kruger National Park (KNP) in South Africa.
They determine preferences of tourists,

according to origin and income levels, for
ecotourism and their marginal willingness to
pay (MWTP) for three ecotourism attributes:
village accommodation, village tours and
visits to crafts markets.

Jennifer K. Strickland-Munro,Helen E.
Allison, Susan A. Moore,in the article “Using
resilience concepts to investigate the impacts
of protected area tourism on communities”,
research in systems thinking and resilience
suggest that future conditions may be differ-
ent, more extreme and rapidly changing than
previously experienced, requiring very dif-
ferent approaches to assessment. New meth-
ods acknowledging uncertainty and change
are required. They present a novel approach
to investigating the impacts of protected area
tourism on communities by framing them as
a social-ecological system and adopting resil-
ience assessment principles.

Dohar Bob M.
Raafaldini Mirzanti in the article “Social

Situmorang, Isti

Entrepreneurship to Develop Ecotourism”
research is based on the Ecotourism offers
a form of travel different from mass tourism.
A study was conducted to find appropriate
approaches for developing ecotourism. The
main focus is given to the potential of a re-
gional ecotourism, including human, culture,
and supporting resources. Research was also
conducted to determine the perspectives
of tourists, because their needs’ fulfilment
cannot be separated from sustainability of
destination.

Stephen Wearing, John Neil in the ar-
ticle “Ecotourism: Impact, Potential and
Possibilities, Chapter 6 : Linking conservation
and communities: Community and Benefit
and Social” They analyzed advantages and
disadvantages generated by development
of Ecotourism and analyzed relationship
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between Ecotourism and Community Local.

Patrick Brandful Cobbinah in the article
“Contextualizing the Meaning of Economics”
they analyzed despite this lack of clarity on
the true meaning of Ecotourism , there is a
broad set of ecotourism principles that are
clear and widely promoted, including en-
vironmental conservation and education,
cultural preservation and experience, and
economic benefits.

CONCLUSIONS.

Tourism is one of the major global in-
dustries. Tourist attractions are currently
becoming more diverse and new alternative
types of tourism to mass tourism are emerg-
ing. These alternative kinds of tourism both
help to conserve the environment and boost
the socioeconomic development of local
communities.

Ecotourism is an example of one of
these new types of alternative tourism.

However, in order to develop it, poli-
cies, strategies, processes and even a unique
business culture must be established, which
will make it possible to create procedures
and solutions to changes that occur in the
surroundings.

A destination must inform all its stake-
holders as to what is happening ,considering
that if information flows freely and every-
one collaborates with each other, the results
achieved for the destination may be greater.

The term stakeholder must include all
those players that are affected or may be af-
fected by ecotourism activities in the des-
tination, namely Governments, the local
population, companies, administrators of
protected areas, NGOs, etc.

Among these stakeholders, special at-
tention must be paid to local communities.

This group, which is part of the local popula-
tion, must be made part of ecotourism plan-
ning, given that this activity may improve the
local population’s standard of living, espe-
cially in under-developed countries, where
this could help to reduce the poverty rate.

If all those local stakeholders are not
taken into account when setting up ecotour-
ism in a destination, it could have many
a negative impact on the location, arising
from social, environmental or political prob-
lems. In particular, the local community and
NGOs are currently positioning themselves
as groups with particular influence in certain
countries, and excluding them from territo-
rial planning could have many adverse con-
sequences in the destination in question.

Therefore, when it comes to developing
ecotourism in a location, it is essential to take
into account the idea that planning must be
conducted in coordination and with the col-
laboration of all the agents that can affect or
may be affected by this economic activity,
putting particular emphasis on local commu-
nities, since they should be the first to benefit
from ecotourism through the creation of new
companies and new jobs, which will help to
increase the local population’s living stan-
dards at all times.

In conclusion, in order to achieve sus-
tainable development in a location through
ecotourism, all stakeholders must work to-
gether in a coordinated manner and in search
of common benefits for the destination, with
the aim of enhancing the socioeconomic de-
velopment of the area’s population and pro-
moting the conservation of natural resources,
in order that they may be used by future
generations.
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concern for the modern world and one of the “key mechanisms” of economic development, a complex process
that includes a series of activities meant to alleviate the impact of risk over business and planed or foreseen
results. This paper wants to bring to attention the importance of risks and their management in today’s
economic crisis. The sector presented is the IT& C, especially software, because Romania had a growth in
this area for a few years but beginning the crisis this segment in economy had known a serious decrease.
This paper tries to connect risk management and risk psychology to Romanian economy, culture and men-
tality. The paper presents in short some of risk management characteristics, definitions and few opinions;
why in Romania this subject is not treated with the appropriate attention. The paper at hand focuses on the
psychology of risk and how it affects the life of individuals and the existence of companies, the importance
it should have on day to day basis, especially in Romania.
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1. Introduction

In the context of market expansion and
consequences deriving from this process,
there is a need for identifying specific ele-
ments of business risk that affect organiza-
tions and therefor economies.

Risk is inherent for every process and
system. Whatever the mission, vision, goal,
objectives, values or standards, risk and
managing risk, is inevitable for analysis and
implementation. Risk is an essential part in
one’s life. Individuals take chances when-
ever they travel the unknown, whenever
life surprises you, giving you an unexpected
situation.

Without knowing, one decision can af-
fect your life, and as a consequence will create
ripples, like an earthquake, that can lead to
a positive or a negative situation. Therefore,
no action, individual and no human action
exists without risk. Because the manifesta-
tion of risk can lead to bankruptcy we have
to define a safety instrument against risk to
help the firm carry on with its objectives. This
safety instrument is called risk management
and it includes prevention and minimization
of events that can affect the firms’ activity,
as well as identifying, evaluating and quan-
tifying risks. Risk management increases
the possibility of success and decreases the
probability of failure, and also, decreases the
uncertainty to not achieve the organization
objectives.

Risk management should be a main
component in organizational culture, with
an efficient policy and a programme run by a
team of experienced managers. The strategy
should be translated into tactical and opera-
tional objectives to be shared with each and
every manager and employee responsible
with risk management, in order to sustain

responsibility, performance and reward by
promoting operational efficiency at every lev-
el. Risk and risk psychology go hand in hand,
or at least they should be, from our point of
view, because they both are based on percep-
tion. Risk is the consequence of uncertainty
that can be quantified by impact and proba-
bility which typically has a negative response
from managers. That is why the existence of
a correlation between risk management and
risk psychology ought to be a “must”.

2. Meaning of risk management

The current economic conditions gener-
ated the need for an international standard
on risk management. This was completed
with a guide of terms and definitions that
insure the use of a unique terminology re-
garding risk. Following, these were united
by a standard that addresses risk evaluating
techniques. Together, these standards supply
organizations with a set of instruments to ad-
dress situations that can affect reaching their
objectives.

Therefore, ISO/CEI 31010:2009, Risk
management — Risk evaluating techniques,
was developed by both, ISO (International
Organization for Standardization)and IEC
(International Electro technical Commission)
and it represents a supportive standard for
ISO 31 000.

Current studies dedicated to risks high-
light the fact that, unlike the more traditional
approaches based on how to counter attack
risk, modern theories focus on predictions,
simulations, making the transition from “re-
acting and counteracting” to “acting and
preventing”.

Risk management focuses on identify-
ing and treating efficiently risks, the main
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objective being added value to all activities of
the company [1]. For an enterprise, for exam-
ple, we must consider the effects of the real
estate crisis, oil price, the impact of economic
growth on the short and long term in India
and China [2].The International Organization
for Standardization (ISO/IEC Guide 73), in
Standards for Risk Management (Institute
of Risk Management, 2002), defines risk as
a combination of probabilities for an event
to occur and its consequences, risk manage-
ment focusing on the positive and negative
side of risk. The International Federation of
Accounting (1999, IFAC) published a study:
The wealth of a stockholder through a better
risk organization. The Romanian dictionary
defines risk as , the possibility to be in dan-
ger, to have to deal with trouble or to have a
loss” [3].

According to the Latin definition, risk
refers not only to the chance of loss but also
wining. Still, risk tends to be used daily with
negative connotations, the danger of a loss.
Literature defines risk as the threat of an
action or event to affect the ability of an or-
ganization to achieve its objectives and to ex-
ecute its strategies [4]. In 1921, Frank Knight
published the book: Risk, Uncertainty and
Profit; according to him, risk represents the
uncertainty of the future but the possibility to
estimate probabilities, while uncertainty rep-
resents the fact that you don’t know the prob-
abilities. Research for risk began through a
series of publications, like: Risk society[5]
(Beck,1986,translated in Romanian in 1992),
Risk[6](Adams,1995),Against the odds[7]
(Bernstein,1998),and the recent publication,
Organized uncertainty[8](Power,2007).

IFAC report, 1999, defined risk as future
events that influence strategic, operational
and financial objectives of the organization.

This report translated the negative concept
of risk into a positive concept that presented
management of risk as an integral part that
generates sustained value for stocks [9].

Risk is being defined as uncertainty of
a result with a positive outcome or a threat,
of actions or events that must be managed
by combining the possibility that something
may happen and the impact that this event
could have if it happened.[10]. The purpose
of risk management is to increase the value
of the company. If it is understood, designed
and implemented, risk management may
possibly be the perfect framework for deci-
sion makers everywhere [9].The existence [9]
of an efficient risk management framework
in a company leads to:

- increase capital efficiency by setting
an objective for resource allocation;

- reducing allocated expenditure
and exploiting the advantages of natural
resources;

- support decision making by identify-
ing areas with potential adverse impacts;

- identifying and exploiting decisions
that present economic advantages;

- building investor confidence by es-
tablishing a process to normalize accounting
results by protecting them from external in-
fluences and by demonstrating a proactive
system health at risk.

3. Evolution of risk management

In recent years a new concept has
emerged: enterprise risk management (ERM),
which is based on the idea that risks should
be looked at holistically across the enterprise,
as well as managed in silos, and that the con-
clusions reached should influence corporate
strategy and business development process.
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Although many businesses round the world
have now embraced this new concept, sur-
veys have shown that many of them are find-
ing implementation difficult [10].

The evolution of risk management is
tied to the concept safety engineering, de-
veloped in the 60’s that assumes a stronger
relationship between engineers and risk
managers that are part of developing proj-
ects [11]. Companies can avoid risk but it
involves conducting operations in markets
that are not at risk. In an open economy, this
risk hedging opportunity is unlikely, because
companies can avoid direct risk exposure
through business relationship but they are
inevitably exposed to risk. Risk management,
applied formally appeared in the 20th centu-
ry, Henry Fayol being one of the founders of
this specific field of managing business [11].

Starting with the idea of Romanian eco-
nomic evolution in the context of market
expansion and the consequences that arise
from this process we need to identify ele-
ments specific to risk and the way it affects
organizations and economies. Although, the
scientific importance of risk management is
under evaluated by both Romanian PhDs
and managers, there are specific business op-
portunities that could be exploited by adapt-
ing to requirements of business globalization
and firms internationalisation. The lack of
information, difficulties in research repre-
sent the main cause for an underdeveloped
risk management Identifying risk is the ba-
sis for the development of risk management
and its control. Still, practice has shown that
there are many difficulties because risks are
most of the time, overlooked or ignored.
Individual risks is less problematic, the diffi-
culties appear between their relations, affect-
ing the business on many levels.

The level of risk manifestation is di-
rectly linked to the probability in which it is
achieved; therefor risk is classified according
to the gravity and probability of achievement
of the events.

In business, risk is different from risk in
general because business risk is tied to earn-
ings or profit. Managing risk is necessary
to reduce accidents, but we mustn’t avoid
completely unless it cannot be controlled or
supervised.

The level of reluctance of the decision
maker towards risk causes an action Vis a Vis
accepting the risks linked to and determined
by the firms activity, as well as his reaction
to not accept certain risks because it might
cause the firm some loses.

Disparities between scientists theories
are mostly documented, because the lev-
el of risk taking is considered to be linked
to the personality of an individual, the at-
titude and perception of risk is dependent
upon variables, such as: feelings, the way
reality is presented, humour, etc.. Most of
mankind achievements have been tied to
risk manifestation by inventors and explor-
ers. Business risk implies a series of internal
economic factors linked to financial reports,
decision making, structure and process of a
company, communication, material and hu-
man resources, attention towards consumers,
legislation and environment [12].

4. Risk psychology

Most of modern theories on decisional
theory start from the idea of general aversion
towards risk of people, no matter what their
jobs are, human beings choosing through
their nature certainty of a result against
an option without certainty that may lead
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towards the same outcome [13]. Researching
risk psychology is necessary because in
management and especially in risk manage-
ment the element of decision is present in a
decisive ratio. Decision making for an indi-
vidual, especially for a manger, depends on
his personality, thus we need a psychologi-
cal approach. Personality is a relative set of
psychological characteristics that influence
the way we interact with our environment.
Modern theories show that personality has 5
distinct dimensions [9]:

1. Extroversion — the degree to which
someone is sociable as opposed to someone
who is shy. Extroverts feel good in social situ-
ations while introverts avoid.

2. Emotional stability — is the extent to
which a person has an appropriate level of
emotional control. People with good emo-
tional stability are highly self-confident and
have a strong consideration in relation to
them. Those with a low emotional stability
tend to self-doubt or are depressed. In crisis
situations, especially in risk management a
good emotional stability is essential.

3. The degree of approval - the extent to
which a person is friendly and approachable.
People who are more approachable are warm
and caring. People less agreeable tend to be
cold and distant.

4. Diligence - the degree to which a
person is responsible and oriented towards
achievements. They are people of hope and
positive motivation. Less conscientious peo-
ple are less open and are very unreliable.

5. Opening to new - the extent to which
a person thinks is flexible and receptive to
new ideas. People tend to be more open to
creativity and innovation.

Assuming managerial decisions in
conditions of risk in terms of the behaviour

patterns of decision-makers constituted the
subject of several prestigious researchers
such as H.A. Simon [14], with its concept of
limited rationality and L.Festinger [15] the
promoter of theories for organizational be-
haviour. Risk perception by the public is in-
fluenced by emotions. The social perception
is based on observed data and the knowledge
we have about people who belong to that
group. There are four images of risk occur-
ring in the public [16]:

A. The impending danger (“the sword of
Damocles”)

Risk is considered a threat which can
strike at any time and cause a disaster the
risk source is artificial. The danger lies in
the impossibility of predicting the accident
(Example: public perception that nuclear
power plants can cause disasters at every
moment).

B. Invisible Risk (“Pandora’s Box -
SLOW KILLERS”)

Riskis an invisible threat to public health
and welfare. Delayed effects are unlikely and
catastrophic. The public has no access to in-
formation it depends on extreme sources.
The credibility of the source of information is
crucial. Minor risk, but the tendency to blame
those involved is strong (Example: preserva-
tives, food additives, vegetables subjected
her genetic engineering).

C. Cost-benefit ratio (“Athena’s Balance
“)

The public perceives a risk as the dif-
ference between wins and losses. The per-
ception of risk is limited to financial gains or
losses. In these situations works probabilistic
thinking (Example: gambling).

D. Voluntary Risk (“THE MYTH OF
HERCULES”)

The risk is desired and actively exploit-
ed, exposure to risk is voluntary. There is a
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perception that the subject can control the
risk by using its skill. The consequences are
not catastrophic (Example: sports more or
less extreme).

The cultural theory of risk (with capi-
tal letters; not to be confused with culture
theory), consists of a conceptual framework
and an associated body of empirical studies
that seek to explain societal conflict over risk,
while other theories of risk perception stress
economic and cognitive influences. Cultural
Theory asserts that structures of social orga-
nization grant individuals with perceptions
that reinforce those structures in competition
against alternative ones. Cultural Theory of
risk is based on the work of anthropologist
Mary Douglas and political scientist Aaron
Wildavsky first published in 1982, they out-
line four “ways of life” in a grid/group ar-
rangement [17]. Each way of life corresponds
to a specific social structure and a particular
view on risk. This framework categorizes the
degree to which people are controlled and
confined to their social role. The tighter bind-
ing of social constraints limits individual ne-
gotiation, and group refers to the extent to
which individuals are bounded by feelings
of belonging or solidarity. The four ways
of life include: Hierarchical, Individualist,
Egalitarian, and Fatalist.

But, risk perception researchers have
not yet accepted this version of cultural theo-
ry. Even Douglas says that the theory is con-
troversial; it creates the danger of moving out
of the favoured paradigm of individual ra-
tional choice of which many researchers are
comfortable. Research also has found that,
whereas risk and benefit tend to be positively
correlated across hazardous activities in the
world, they are negatively correlated in peo-
ple’s minds and judgements [18].

5. The landscape of Romanian SME’s
IT industry

Risk management in software engineer-
ing is related to the various future harms
that could be possible on the software due
to some minor or non-noticeable mistakes in
software development project or process [19].

Romania is one of the most interesting
markets in Europe for technology investment
and trade, as well as a recognized partner for
some of the world’s most demanding cus-
tomers in IT services outsourcing, call cen-
tre support and product development(an
example is the company that developed Bit
defender)[11].

Annual average inflation declined from
3.2% in 2013 to 1.4% in 2014 mainly reflect-
ing a VAT cut for bread, a good harvest and
lower global energy prices. It is forecast to re-
main at moderate levels and to reach an an-
nual average of 1.2% in 2015, mainly due to
the significant decline in energy prices, sub-
dued inflation in the EU and lower inflation
expectations; in 2016, inflation is forecast to
accelerate to 2.5% as the recovery in domestic
demand continues [20].

After the Romanian integration in the
European Union and considering the con-
sequences of the economic global crisis, the
whole picture of small and medium enter-
prises (SME’s) shows a great deal of vulner-
abilities especially for SME’s in Romania that
are not properly prepared to compete on the
European market [11].

Romania’s labour market has been re-
markably stable over the last few years, with
employment and unemployment rates hov-
ering around constant levels. Domestic em-
ployment in the private sector is expected to
improve slightly against a slowly declining
working-age population, accompanied by a
drop in the unemployment rate over the fore-
cast horizon, to 6.8% in 2016[20].
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Major macroeconomic indicators in Romania [(f) =forecast]

2012 2013 [2014 | 2015(f)

GDP growth (%)

0.7 3.5 25 |32

Inflation (yearly average) (%)

34 3.2 1.1 0.3

Budget balance (% GDP)*

-3.0 -2.2 -1.5 ] -2.5

Current account balance (% GDP)

-4.7 -1.4 -0.5 |-1.6

Public debt (% GDP)

37.3 37.9 |39 39

Source: http:/[wwuw.coface.ro/Studii-economice/Romania

Romania’s economy is dominated by
small and medium-sized enterprises and has
proportionally fewer micro-firms than the
EU on the whole. Despite an increase in the
number of business start-ups in recent years,
the impact of micro-firms on the economy
is still lower than average, providing about
23 % of private sector employment and only
13 % of economic added value. The manu-
facturing sector is very important for SMEs,
accounting for a proportion of employment
30 % higher than the EU average. SMEs in
the service sector dominate the economy far
less. They focus on less knowledge-intensive
activities such as retail and wholesale trade,
food services and accommodation, travel
agencies, rental and leasing services, land
transport and courier services. The economic
crisis has badly affected the business sector.
SMEs in particular were badly affected, with
real GDP decreasing sharply during the cri-
sis (-6.6 %) and post-crisis recovery setting in
late, with modest growth of 2.2 % in 2011 and
0.7 % in 2012[21]. However, growth picked
up to 3.5 % in 2013, the highest rate of eco-
nomic growth in the last five years. In general,
large enterprises appear to recover from the
crisis much faster than SMEs. This is because
Romanian SMEs are less competitive, less

innovative and have a weaker technological
base than their larger counterparts. Romania
had a“catching up’ profile in 2013, with most
areas scoring below average, but some prog-
ress in the past few years. Romania performs
above average only in entrepreneurship, al-
beit by a large margin. The lack of innovation
and a shortage of specialised skilled labour
are the main obstacles to the business sec-
tor's competitiveness. Poor administrative
capacity continues to hamper the growth of
business.

Between January First and November
30th 2013, 56 722 companies were registered
compared to 57 589 in the same period of the
previous year, registering a slight decrease
of 1.51%. At the same time the number of ac-
tive enterprises has registered an increase of
8% in the first 11 months of 2013 compared
to the annual average of 2009-2012, which
means an accentuated rhythm of recovery in
the SME’s sector of Romania. In Romania, the
turnover of SME’s in 2011 was 4.1% down 1%
compared to the previous year. The percent-
age of each sector in IT, in 2011, is divided
as follows: Telecommunication 24.8% from
Software and IT, 28% belonging to Hardware
sub sector, total turnover being 47.2%.

Political factors, both nationally and on
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a regional level, see business inception as a
tool to promote economic development, in-
novation and a stimuli for firms with growth
potential, based on new technologies.

Romania has registered a slight increase
in SMEs number, for smaller enterprises it
was a 10% growth and for small enterprises
only 2%; this happened because of the disso-
lution of a large number of micro enterprises.

By 2013 at EU level, SMEs had recov-
ered to pre-crisis levels only in terms of value
added, while employment in 2013 was still
2.6% below levels registered in 2008. In 2013,
for SMEs in the non-financial business sector,
value added increased by 1.1%, while em-
ployment decreased by 0.5% and the number
of enterprises decreased by 0.9% [21].

In 2015, Romania is number 17 in UE28
regarding total added value and is on the
last position regarding density of SME’s

in European Community. In the European
landscape, the role of Romanian SME’s is a
minor one considering the above mentioned
positions. Still, Romania has obtained the
8th position in UE28 regarding the number
of employees. The percentage of microenter-
prises in Romania in the SME’s total is with
88% lower than the average UE28 of 92%,
while percentage of small enterprises is more
consistent than EU, 10.4% compared to 6.4%.
As main activity, commerce is the dominant
of SME’s in Romania, almost 40% of total,
while EU has 28%. 2014 signalled the orien-
tation of Romanian entrepreneurs to IT and
education at the expense of agriculture.
Among non-financial sectors, the most
popular sectors for Romanian start-ups in
2014 were education, 18.8% more registra-
tions, information and communications, with
8.94%, and wholesale and retail 5, 38%.

Table no.1. Evolution of SME’s 2008-2015

Employees 2008 2009 12010 2011 2012|2013 2014 2015
0-9 18 349 (18048 | 16119 (14694 | 15156 [15951 [ 16475 |16 995
10-49 |1319 1283 1261 1300 1251 1278 |1323 |1368
50-249 | 272 257 245 266 261 267 275 282

IT [250+ 59 50 53 57 57 59 61 62

Total 20049 (19638 | 17678 (16317 |16724 17554 [18 134 | 18 708
A 1 1{19990 (19588 [17625 [16260 |16668 |17496 (18073 |18 645
SME’s

Source: Annual report on SME’s 2014/ec.europa.eu

As you can see above, in Table no.1.(Evolution of SME’s 2008-2015),from 2008 the number
of SME’s has dropped consistently from 19. 990 to 16. 260 in 2011, but in 2015 their number in-
creased slowly but steady to approximately 3.06%, 18. 645 SME’s.

Table no.2 Number of people employed in SME’s

Source: Annual report on SME’s 2014/ec.europa.eu
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Although the number of employees be-
gan to decrease slowly from 89 049, in 2008,
to 84 884, in 2012, the number in 2015 is high-
er than 2008, 95 296 employees represents
an increase of 3.17% (Table no. 2, Number of
people employed in SME’s).

IT is among top 5 sectors that are work-
ing in Romania, among:

-Health and social care;

-Other personal service activities;

-Other services rendered to enterprises;

-Financial intermediation.

6. Conclusions

Integrating risk management into the
business planning process is an important
component of enterprise risk management
and ensures that the organization is able to
take advantage of emerging opportunities
while also being able to deal when something
goes wrong .The focus on risk and strategy is
that enterprise risk management is primarily
concerned with the failure to achieve busi-
ness objectives. Thus, integrating risk man-
agement with strategy leads to a focus on the
“performance” rather than “conformance”
aspect of risk.

Strategic planning and risk management
should not be distinct activities. Strategies
to manage risks and enhance opportunities
should be incorporated into strategic plans
and should be kept up-to-date. Both strate-
gic and risk management plans will support
specific projects and actions that provide the
basis to take advantage of opportunities.

Managers should adopt a reactive man-
agement style, which means it is impera-
tive to conceive and implement susceptible
measures to alleviate risk manifestation. An

oriented reaction towards the future al-
lows the company to surpass past risks,
thus increasing the odds for achieving their
objectives.

Risk management facilitates the effi-
cient and effective achievement of objectives
for the company. Obviously, knowing the
threats allows a classification of them de-
pending on the possibility of manifesting, on
the impact over the objectives and costs that
appear when we use measures in order to re-
duce risks or to limit their negative effects.

The Doing Business Index issued by the
World Bank (www.doingbusiness.org) ex-
presses the ease of doing business in a par-
ticular country; this ranking places Romania
on the 48th position in 2015 with Germany
and Austria on the 14th and 21st position,
respectively.

This index consists of ten different sub-
indexes that determine whether laws or other
regulations exist in certain areas and wheth-
er or how they are applied. For example, the
subcategories deal with the payment of taxes,
hiring of staff and the founding and closing
of companies.

In the
Perceptions Index 2014 Romania was placed

International =~ Corruption
on the 69th position, while Germany was
12th and Austria 23rd.

The Corruption Perceptions Index is is-
sued by Transparency International, and lists
countries according to the perceived level of
public sector corruption. This perception is
based on surveys of managers and experts,
and related solely to the public sector.

A risk assessment of Romania would
look like in Table no. 3(Weakness and
strengths of Romania), bellow:
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Table no.3 - Weakness and strengths of Romania

Weakness

Strengths

Shrinking population

Large domestic market

Failings in administration and justice

Sizeable agricultural potential

Large scale grey economy

Oil and gas production

Weak transport infrastructure

Diversified manufacturing base (automo-
bile, etc.)

Issue with integration of Hungarian, Roma
minorities

Stability of the leu against the euro

Education and mentality

Member of the EU and NATO

Source: COUNTRY ESSENTIALS ROMANIA, summer 2015

The main problem in the evolution
and progress of Romania, and of course its
businesses, is the , conservative” mentality.
Because as we stated before, every individ-
ual has a different character and personality
Romanians have a tendency to avoid risk or
be in the other extreme, to completely em-
brace it. In literature the level of risk taking
depends on: feelings, the way reality is pre-
sented, humour, but most of all from our
point of view what holds Romania back is
the reality of our society, the negative men-
tality that we embrace and promote to our
children. As individuals we make decisions
every day, based on our state of mind or
based on feelings at that time. The level of
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1. Defining the scope of study

The financial field is an important com-
ponent of modern societies, even for the sim-
ple fact that the existence and functionality of
mechanisms underlying it are necessary for
the state operation as a sovereign person of
public law with well defined and delineated
functions in the society.

In terms of our approach, that of manag-
ing information as purpose or rule imposed
by the official public policy, the financial
field should be viewed from two points of
view, namely from the theoretical, abstract
point of view, of the economic content of the
multitude of financial transactions which
take place in the society and secondly from
the point of view of the mechanisms, proce-
dures specific to the field in a given organi-
zational setting, bounded by jurisdictional
regulations in the field.

The theoretical, abstract part of the
financial phenomenon is manifested by
disclosure of the essence of finances as social-
economic monetary relations in the form of
financial flows, a diverse multitude of finan-
cial flows. The orientation of financial flows
toward the well-defined goal by the pro-
posed objective or by the official policy in the
field constitutes the purpose of our study in
the context of managing the financial infor-
mation derived either from specific studies
or as is required by legislation.

The other part of the financial sector,
the pragmatic, procedural one, delineates
the organizational framework in which the
financial flows take place and manifests itself
through specific procedures, budgetary, fis-
cal, credit, currency procedures, etc., proce-
dures which are established by legal laws on
sub-domains that are put into operation with
the help of specific financial instruments,

monetary, fiscal, budgetary instruments,
credit instruments, etc. Their use in a given
context is also the subject of this study.

The good orientation of financial flows
and the operation level of financial pro-
cedures can be studied through the man-
agement of the information disseminated
or received through the chain as object
or thought within the managerial mode.
Efficiency of the outcome will be quantified
by means of the degree of achievement of
the goal, by budgetary execution, by lend-
ing, by collection of taxes and overall by the
level of situation and stability of the financial
phenomenon.

The combination of the two compo-
nents, abstract and procedural within a fi-
nancial policy, especially from the limitation
of our study to a part of it, the fiscal and mon-
etary policy represents a criterion, a condi-
tion for the successful conclusion of public
policies. This means that the financial system
and the financial mechanism that includes
industry-specific procedures must combine
properly in an optimum financial policy.

2. The ability of the financial system
to respond to stimulating or restrictive
information

The multitude and diversity of finan-
cial flows requires grouping them according
to certain criteria. Research literature gives
us among others the cybernetics, systemic
vision on the finances structures and par-
ticularly on the budgetary relations, namely,
they are systemically grouped in a multitude
of financial funds and lots of relationships
between them, namely financial flows. The
financial system as an ensemble of funds and
relations between them runs in the society
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at a time according to the official financial
policy.

The number of funds, their importance
and the crowd of flows that can carry be-
tween them are also in accordance to the of-
ficial policy in the field. We know that our
financial system has held at the top of bud-
getary pyramid, the central budget fund
along with the social insurance budget, the
budget for social health insurance, the unem-
ployment budget, funds that form the state
budget. Also within the various ministries
the so-called special funds fed by contribu-
tions for special purposes are administered.

The intermediate level consists of the
budgets of administrative-territorial units
under the name of local budgets, and at the
bottom of the hierarchical pyramid are the
funds of public institutions and of the under-
takings with public capital.

Such a three hierarchical level struc-
ture is established by legal laws specific to
the European model domain of the national
unitary states. The organization of financial
flows especially budgetary and monetary is
also achieved through a multitude of laws
specific to each sub-domain. The type of fi-
nancial flows and ways of carrying them out
mirror financial policy concept mirrors. An
example of the understanding and organi-
zation of financial flows and circulation of
information in the system is the form of orga-
nization of the central budget as “state bud-
get.” This name under the form of a phrase
reflects in fact a budgetary management
namely, central funds, the state budget, so-
cial security budget, health social insurance
budget and the budget for unemployment
fund, which are managed as a single and
large budget fund, both in terms of execution
which is performed by the public treasury,

and in terms of compensation of the results
of implementation of these funds.

This “joint” administration of these
funds raises at least two issues of design and
use of information. At European level, social
budgets are managed autonomously with
known results in terms of respecting the own-
ership of members of social pension, health
and unemployment insurance on members’
contributions. We also tried in our coun-
try such a reform in 1999-2002, after which
they returned to the concept of the state bud-
get, a concept which ensures to the execu-
tive a greater leeway in terms of managing
the results of implementation of these funds.
Another cause is the inadequate official dis-
tribution of the tax burden between income
taxation and social security contributions, in-
cluding those for health and unemployment.

Such use of conceptual information, and
of budgetary execution envisages an overall
treatment of the funds raised by fiscal and so-
cial levying, without taking into account the
type of resource, namely the proceeds of the
tax are public money, while those from social
contributions are “semi-public money”, they
are contributions of the social, health, unem-
ployment security members and they expect
a fruition of these amounts and hope that the
principle of solidarity between generations
to work in the future, at least in the coming
decades.

The budgetary execution of centralized
funds that make up the centralized budget
of the state in 2015 until the third quarter
is described as a whole in the presentation
notes of the executive and the structure of
budgetary execution of this year in the first
three trimesters, which we present in Annex
no.l(www.mfinance.ro, 2014-2015).

Analyzing the budget execution for this
period, it follows that the nine months of 2015
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ended with a surplus of 6.1 billion lei, namely
0.87% of GDP, compared to the surplus of 0.4

billion lei respectively 0.06% of GDP, regis-
tered on the same date in 2014.

Table nol. The two parts of the budget on 30/09/2015

. Value - billion +/-1%1
Indicator RON GDP | +/-/%/2014 GDP/2014
I. Consolidated general budget | 169,1 24 8.8 0,7
revenues
I1. Consolidated general budget| 1629 23,12 (5,1 -0,2
expenditures

Source: Bulletin MPF, Budgetary execution information 2014-2015

I. The consolidated general budget rev-
enues, amounting to 169.1 billion lei, rep-
resenting 24% of GDP, were 8.8% higher in
nominal terms compared to the same period
last year, while as its share in GDP by 0, 7
percentage points.

The main revenue recorded increases
over the same period last year, namely re-
ceipts from: income tax (+ 13.6%), VAT (+
12.5%), non-tax revenues (+ 12.8%), tax profit
(10.9%) and excises (+ 8.2%).

The social security budget revenues
coming from social security contributions fell
only by 1.4% from the previous year, being
influenced perhaps by the 5% reduction of
employers’ contributions, and by the growth
for 2015 by 0.5% of the contribution rate to
the pension second pillar.

II. The consolidated general budget ex-
penditures, amounting to 162.9 billion lei, in-
creased in nominal terms by 5.1% compared
to the same period of the previous year, but
decreased by 0.2% as share in GDP.

A positive fact is that the reduction was
recorded for interest costs (-8.1%) due to the
seasonality of payments and decrease of the

average interest rates in case of government
securities.

Local administrations recorded a
growth in taxes and fees by 2.9% as com-
pared to last year, taxes on use of goods by
5.5% and non-tax revenues by 1.7%.

Another positive aspect is the increase
by 41.7% as compared to the same period last
year, of the expenses incurred for projects
funded by external grants.

Investment expenditures, including
capital expenditures and those related to de-
velopment programs financed from internal
and external sources, were of 19.0 billion lei,
namely 2.7% of GDP in nominal terms by
15.4% higher than the same period last year.

3. Functionality of the Procedural
Mechanisms in the Fiscal and
Monetary Field

Finance is a comprehensive field that
covers several subordinated fields, such as
the budgetary with specific financial policies,
the monetary with its subordinated policies,
the social insurance, the property and civil
liability insurance, the financial market, as
represented by the stock exchange market,
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and the international finance, as classified in
this study.

In our view, this scientific approach will
take into consideration the budgetary and
the monetary field, given their importance
and the interconnections between the bud-
getary and the monetary policies.

The financial procedures are estab-
lished by specific legal regulations, the fiscal
procedures, the procedures on the allocation
of public funds, the budgetary deficit fund-
ing procedures, the monetary issuance pro-
cedures, the procedures regarding the public
credit, the credit procedures etc. are worked
out by the lawmakers, who actually uphold
the Government's official financial policy.

The financial policy designs and builds
the financial mechanisms which, in their turn,
put into practice the relevant official policies.

The budgetary field requires a budget-
ary policy consisting in the fiscal policy, the
policy on the allocation of public funds and
the budgetary deficit funding policies.

The monetary field covers the official
policy on the roll-over interest rate or the dis-
count or the rediscount official fee policy, as
called in standard terms. Secondarily, it cov-
ers the minimum compulsory reserve policy
and the open market policy usually related to
government bonds. These subordinated poli-
cies are put into practice according to the rel-
evant subordinated procedural mechanisms.

Returning to the interrelated conditions
between the financial policies and their mech-
anisms, a rhetorical question arises, namely
which of them is prevailing? Somehow, the
question has a pejorative answer, as men-
tioned above, that the procedural mecha-
nisms are the result of the financial policy
which in its turn is put into practice through
the financial mechanisms.

The functionality of the procedural
mechanisms, according to their subordinat-
ed fields, varies with the design and the ex-
trinsic environment influencing them. The
mechanisms are built through specific legal
regulations, according to the Government’s
doctrinal views.

As the procedures are enforced through
legal regulations, the regulations will stand
up more or less time, according to how real-
istic they are and to their level of acceptance
of the objective economic laws.

A wrong design will result in nonfunc-
tionality of the financial field too. Such non-
functionality involves financial blockage in
various forms, which might turn into chronic
financial or economic crises or even further
into economic and social paradoxes. To obey
the objective economic laws means to obey
nature and Divinity, to obey good people’s
“good faith” or the reasonable doctrinal
ideas or those acknowledged by the econom-
ic truth.

The influence from the extrinsic en-
vironment is the influence from the real
economy, production and movement of com-
modities, such influence being non-linear in
time because of the cyclical trends in econo-
my and because of the economic and social
crisis facts or other causes such as wars, so-
cial movements etc.

The financial policy design provides the
mechanism with the necessary regulators and
self-regulation tools for situations of financial
deviation or blockage occurred on sectoral or
on macroeconomic level. Such regulators are
called public budgets by the specific litera-
ture, their purpose being to adjust the need
of resources in the public sector, the credit
forms intended to adjust the short-term and
the medium-term funding needs, both in the
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private and in the public area, and the third
regulator, the financial market or, more re-
strictively, the stock exchange market, which
is intended to adjust the medium-term and
the long-term funding need.

Under the said regulators, the fi-
nancial policy is based on specific tools for
each subordinated field, such as taxes, bud-
getary allocations, subsidies, which are used
as financial levers able to direct the user’s be-
haviour, either as tax-payer or consumer.

In the credit and the monetary
field, the sectoral policy is based on such
tools as the interest rate type, the specific
credit terms, the public bond issuance terms,
the exchange rate and other similar.

The analysis of the use of such tools
and the measurements on the effects of their
use are covered by various analysis or opti-
mization patterns known in the specific lit-
erature. Some considerations and restrictions
may be stated again with regard to the mixed
use of the budgetary and fiscal policies.

4. The Budgetary and Monetary Policy
Mix

The budgetary and the monetary
tools mentioned in the previous section are
handled by the official financial policy, in re-
lation to the endeavours for macroeconomic
stability under various circumstances.

As a rule, the specific literature deals
with this starting from the trends in the glob-
al demand, on macroeconomic level. Public
income and expenditure are known to influ-
ence the global demand. The taxation level
influences both the public consumption and
the productive consumption.

Public expenditure also influences glob-
al demand directly through the liquidity

injected for public procurement and indi-
rectly through the size of the people’s income
resulting from public funds.

Such budgetary flows are actually mon-
ey transfers from and to the private sector
entailing changes in the circulating money
supply, therefore it is unavoidable that the
monetary policy will react. This is how the
prerequisites occur for the budgetary and the
monetary policies to connect to each other.
The most visible link between the policies of
the two sectors is generated by the funding
of the budgetary deficits through monetary
channels.

The option to finance the budgetary
deficit by monetary issuance in order to in-
vigorate the actual demand through liquid-
ity injected into the real economy is followed
by the risk of inflation pressure. Such risk
may be controlled by monitoring the mon-
etary issuance so that it might not overrule
the beneficial effects of the increasing public
expenditure.

The other option is to finance the bud-
getary deficit through domestic or foreign
public loans. If the option is for domestic
loans, they generate increased pressure on
the credit market, which leads to increasing
interest rate with immediate implications on
the private sector, as it will receive less credit
and the investments in the private sector will
diminish.

If the budgetary deficit is to be funded
through foreign loans, then the increasing re-
serves of the central bank and/or the amount
of the monetary symbols is use will result in
an inflation pressure that will require such
budgetary measures as cutting taxation in or-
der to generate increasing global demand, in-
creasing production and economy in general,
so that such growth might be able to cover at
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least the cost of the foreign indebtedness.

The experience of this type of social-
economic organization has shown that the
effects of expansive or of restrictive budget-
ary policies generate reconsiderations of the
monetary policy and vice versa. The reac-
tions may be analysed also considering the
time factor, as the emergency measures usu-
ally result in long-term effects.

Restrictive budgetary policies have im-
mediate effects on global demand and are
followed as a rule by a setback of the credit
demand, generating thus a new situation that
requires measures from the issuing bank, re-
garding the minimum compulsory reserves,
the credit terms and particularly the interest
rate.

An assessment of the effects of the bud-
getary changes should take into consider-
ation the resulting multiple reactions on the
global demand.

The budgetary multiplier is an
indicator that shows the marginal change
occurred in the gross domestic product
(G.D.P.-Y) as a result of the change occurred
in the public expenditure (G) and in the pub-
lic proceeds collected through taxation (T).

The effects from the public expen-
diture variations KG =DY/DG, and the influ-
ences from the fiscal proceeds variations KT=
DY/DT.

In the budgetary policy, the mix and the
factorial analysis of such variations is neces-
sary in order to determine the short, medium
and long-term effects on economy and on the
monetary policy, which is expected to react
to such variations.

The designed measures of budget-
ary and monetary policy are intended to en-
sure a balance between demand and supply.

The specific literature describes such pattern
measures, as a rule for a closed economy, in-
clusive with the public sector, in which case
a balance is sought between the global de-
mand and the global supply, as the aggregate
is called.

When the budgetary income
arises as a result of increasing taxation, un-
der normal conditions the public expendi-
ture will increase too, therefore the global
demand will be affected by such increase.
Such influence may be measured using the
budgetary expenditure multiplier,

where is the budgetary expenditure
multiplier.

However, if the taxation income is de-
creasing, then the budgetary expenditure and
the aggregate demand decrease too. The tax
multiplier, which is the reverse of the bud-
getary expenditure multiplier, will decline
owing to increasing taxation, and the gross
domestic product will shrink. The mone-
tary policy will react to such changes using
the variation of the minimum compulsory
reserves of the issuance bank, handling the
loans to government through the monetary
issuance and not least the changing roll-over
reference interest rates (the rediscount fee).

Conclusions

If the financial legislation input infor-
mation complies with the spirit of the objec-
tive economic laws, then the assumption of
functional procedures may come true.

In addition to the financial procedure
design level, the other variable required by
the functionality of the procedural mecha-
nisms - identification and monitoring of
the influences from the real economy - is a
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function of the financial policies in the sub-
ordinated sectors, whose (short-term) tacti-
cal and operating measures are supposed to
deal with circumstantial issues arising in the
short term, using also the financial mecha-
nism regulators.

Under such circumstances, a mix
of budgetary and monetary policies requires
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Annex no.1

Table no 2. Execution of the general consilidated budget - Revenues

EXECUTION OF THE GENERAL CONSOLIDATED BUDGET

For 1.01.-30.09. 2014 For 1.01.-30.09.2015 Differences 2015
compared to 2014
mill. RON [ % of the | % of the | mill. RON | % ofthe | % of |m il 1 .| (%)
GDP total GDP the total | RON

GDP 666.637,3 704.500,0
TOTAL REVENUES 155.439,0 | 23,3 100,0 169.087,9 | 24,0 100,0 13.648,9 | 8,8%
Current Revenues 149.126,7 | 22,4 95,9 160.379,6 | 22,8 94,8 11.253,0 | 7,5%
Tax Revenue 93.267,3 14,0 60,0 103.462,1 | 14,7 61,2 10.194,8 | 10,9%
Tax on profit, salaries, in- | 27.488,7 4,1 17,7 30.925,5 4.4 18,3 3.436,7 12,5%
come and capital gains
Profit Tax 9.104,8 1,4 5,9 10.092,7 1,4 6,0 987,9 10,9%
Salary and income tax 17.312,2 | 2,6 11,1 19.668,0 2,8 11,6 2.355,8 13,6%
Other taxes on income, | 1.071,8 0,2 0,7 1.164,8 0,2 0,7 93,0 8,7%
profit and capital gains
Property taxes and other | 5.416,4 0,8 3,5 5.029,1 0,7 3,0 -387,3 -7,2%
charges
Taxes and other charges | 59.575,6 8,9 38,3 66.590,3 9,5 39,4 7.014,6 11,8%
on goods and services
VAT 37.977,1 5,7 24,4 42.733,0 6,1 25,3 4.755,9 12,5%
Excise 17.614,4 |2,6 11,3 19.063,2 2,7 11,3 1.448,8 8,2%
Other taxes and charges | 1.889,1 0,3 1,2 2.260,5 0,3 1,3 371,5 19,7%
on goods and services
Use tax on goods, autho- | 2.095,1 0,3 1,3 2.533,6 0,4 1,5 438,5 20,9%

rization of the use of the
goods or tax on the perfor-
mance of activities

Tax on foreign trade and | 476,5 0,1 0,3 574,5 0,1 0,3 98,0 20,6%
international transactions
(customs duty)

Other taxes and tax charg- | 310,0 0,0 0,2 3427 0,0 0,2 32,7 10,5%
es

National insurance 42.763,0 6,4 27,5 42.149,9 6,0 24,9 -613,1 -1,4%
Non-Tax Revenues 13.096,3 | 2,0 8,4 14.767,6 2,1 8,7 1.671,3 12,8%
Capital Revenues 680,2 0,1 0,4 744,1 0,1 0,4 63,8 9,4%
Donations 63,5 0,0 0,0 4.7 0,0 0,0 -58.8 -92,6%
Amounts received from | 5.515,6 0,8 3,5 7.616,2 1,1 4.5 2.100,6 38,1%

the EU as payments and
pre-financing

Amounts to the sole ac-| 52,9 0,0 0,0 -54.3 0,0 0,0 -107,2 -202,6%
count (State budget)
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Other amounts received -18,7 0,0 0,0 -18,7
from the EU for the op-
erational programmes fi-
nanced under the conver-
gence objective

Amounts received from 416,3 0,1 0,2 416,3
the EU/other donors as
payments and pre-financ-
ing, afferent to the 2014-
2020 financial framework

Source: Bulletin MPF, Budgetary execution information 2014-2015

Table no 3. Execution of the general consilidated budget — Expenditure

EXECUTION OF THE GENERAL CONSOLIDATED BUDGET
For 1.01.-30.09. 2014 For 1.01.-30.09.2015 Differences 2015
compared to 2014
mill. RON | % of the | % of the | mill. RON | % ofthe [% of |m i 11 .| (%)
GDP total GDP the total | RON

GDP 666.637,3 704.500,0
TOTAL EXPENDITURE | 155.019,9 | 23,3 100,0 162.940,4 | 23,1 100,0 7.920,5 |5,1%
Curent Expenditure 147.557.4 | 22,1 95,2 156.153,5 22,2 95,8 8.596,1 5,8%
Staffing expenditure 35.717,8 | 5,4 23,0 37.869,4 54 23,2 2.151,6 | 6,0%
Goods and services 26.2953 |3,9 17,0 27.029,1 3,8 16,6 733,8 2,8%
Interest 8.678,6 1,3 5,6 7.977,5 1,1 4,9 -701,1 -8,1%
Subsidies 4.266,0 0,6 2,8 4.079,4 0,6 2,5 -186,7 -4,4%
Transfers - Total 72.248,6 | 10,8 46,6 78.939,8 11,2 48,4 6.691,2 19,3%
Transfers between the | 775,2 0,1 0,5 747.4 0,1 0,5 -27.8 -3,6%
units of the public admin-
istrations
Other Transfers 8.519,8 1,3 5,5 7.746,1 1,1 4,8 -773,7 -9,1%
Projects financed from | 7.648,6 1,1 49 10.837,4 1,5 6,7 3.188,8 41,7%
external non-reimbursable
funds
Social services 52.908,9 |79 34,1 56.274,1 8,0 34,5 3.365,2 |6,4%
Projects financed from
external non-reimbursable
funds afferent to the
2014-2020 financial 4929 0,1 0,3 4929
framework
Other expenditures 2.396,0 0,4 1,5 2.841,9 0,4 1,7 4459 18,6%
Expenditures afferent to | 351,1 0,1 0,2 258.4 0,0 0,2 -92,7 -26,4%
the programmes with re-
imbursable financing
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Capital expenditure 8.088,0 1,2 5,2 7.605,5 1,1 4,7 -482.5 -6,0%
Financial operations
Payments performed in |-6254 -0,1 -0,4 -818,6 -0,1 -0,5 -193,2 30,9%

the previous years and re-

covered in the current year
Source: Bulletin MPF, Budgetary execution information 2014-2015

Table no 2. Execution of the general consilidated budget — Surplus(+)/Deficit(-)

EXECUTION OF THE GENERAL CONSOLIDATED BUDGET

For 1.01.-30.09. 2014 For 1.01.-30.09.2015 Differences 2015
compared to 2014
mill. RON | % of'the | % of the | mill. RON | % ofthe | % of | m i1l 1 .](%)
GDP total GDP the total | RON
GDP 666.637,3 704.500,0

TOTAL REVENUES | 155.439,0 | 23,3 100,0 |169.087,9 (24,0 100,0 |13.648,9 | 8,8%

TOTAL EXPENDI- | 155.019,9 |23,3 100,0 1629404 (23,1 100,0 7.920,5 |5,1%
TURE

SURPLUS(+) / DEE- [ 419,1 0,06 6.147,5 0,87
ICIT(-)
Source: Bulletin MPF, Budgetary execution information 2014-2015
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Inquiry into Leadership:
The Case of Romanian Women Leaders

~Ph. D. Adela Coman (The University of Bucharest, Faculty of Business and Admin-
istration, Romania)
E-mail: adela_coman2003@yahoo.com

Abstract: All over the European Union companies face the same problem: a dramatic gen-
der gap in leadership. Men far outnumber women in senior business positions in developed and
less developed countries, including Romania. What makes leadership positions so inaccessible to
Romanian women? Senior women leaders in Western Europe mentioned stereotyping as an im-
portant barrier to consider. To demonstrate that stereotyping is indeed a factor in the leadership
gender gap, it was first necessary to substantiate that stereotype-based perceptions of women’s
leadership do in fact exist in Romania. In the second part of this research, perceived existing dif-
ferences between men and women leaders were scrutinized and compared to their standardized
profiles as indicated by the Hogan Assessment Systems, both at the organizational and individ-
ual levels.

Whether women stereotyping was found to be relatively low in Romania, differences in per-
sonality traits between men and women seem to impede women from advancing to the top man-
agement positions. It also explains the emergence of a diversity of leadership styles.

Key words: gender gap, leadership, gender roles, personality assessment

JEL Classification: M10, M20, 1.290.
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Introduction

Many women confront stressors in the
leadership role that stem from stereotypical
expectations and biases. Although there have
been many important changes in Europe and
around the world within the last 40 years, the
insidious perceptions that women are stereo-
typically feminine and do not fit the image
of an ideal leader is still pervasive (Chemers,
1997). These negative perceptions not only
affect the evaluation and perception of wom-
en in a leadership role but they may also af-
fect women’s perceptions of themselves as
leaders.

Stereotypes can be defined as percep-
tions about the qualities that distinguish
groups or categories of people (Agars, 2004).
Psychologists believe that people use stereo-
types as a short-cut to help them anticipate
the motives, abilities and behaviors of others.
Rather than having to figure out each person
they meet, people routinely use stereotypes
for the sake of expediency.

Whether the stereotypes are positive or
negative, research shows that they can cause
us to miss information about other people
(Bargh, Chen, Burrows, 2002). If people act on
the incomplete information that stereotypes
can lead them to, they can wind up making
poor decisions (Catalyst, 2002). This happens
in organizations: stereotypes create flawed
impressions about women'’s skills and abili-
ties to lead which then result in decisions that
pass them over for top leadership positions.

Gender stereotypes: a literature review

Gender stereotypes refer to cognitive
structures that influence the way individu-
als process information regarding men and
women. Stereotypes are well documented,
persistent and highly resistant to change
(Heilman, 2001). Gender stereotypes contain

both descriptive and prescriptive elements in
that they do not only describe the stereotypic
beliefs about women and men but they also
prescribe how men and women should be
(Glick and Fiske, 1999).

The gender stereotypes that directly re-
late to the leadership domain are those that
revolve around communal attributes (e.g.,
women are stereotyped as sensitive, warm,
kind, supporting and nurturing) and agen-
tic attributes (men are stereotyped as inde-
pendent, assertive, competitive and decisive)
(Eagly, Wood and Dickman, 2000; Heilman,
2001). In leadership roles, agentic, as op-
posed to communal, tendencies are often in-
dispensable thus making gender stereotypes
particularly pernicious for women leaders.
Indeed, Eagly and Karau’s role congruity
theory (2002) maintains that the agentic qual-
ities deemed necessary in the leadership role
are incompatible with the predominantly
communal qualities associated with wom-
en. In support of this think-leader — think-
male stereotype (Sczesny, 2003), substantial
empirical evidence suggests that successful
leaders are often thought to require and are
often described as possessing stereotypically
male attributes (Powell and Butterfield, 1989;
Schein, 2001).

According to role congruity theory, the
perceived incongruity between the female
gender role and the leadership role leads
to two forms of prejudice against women
leaders (Eagly and Karau, 2002). First, the
descriptive aspect of the gender stereotype
leads people to perceive women as more
communal and less agentic, thus perceiving
them as less qualified for leadership posi-
tions. Second, the prescriptive component
of the stereotype suggests that when women
leaders successfully demonstrate favorable
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leadership characteristics they are perceived
less favorably because those behaviors are
inconsistent with expectations of appropri-
ate (and desired) female behaviors. Together,
these two forms of prejudice can account for
research findings that indicate less favor-
able attitudes toward female than men lead-
ers, greater difficulty for women to attain
top leadership roles and greater difficulty
for these women to be viewed as effective in
these roles (Eagly and Karau, 2002).

Theories and models accounting for the
emergence of gender-related behaviors in or-
ganizations and thus the creation of a glass
ceiling fall into three categories: biologi-
cal explanations; socialization explanations;
structural/cultural explanations (Lueptow et
al, 2001). Biological models argue that there
are biological differences between men and
women. These differences are thought to be a
result of an “evolutionary model postulating
constant gendered differences based on ge-
netic patterns evolved from adaptation to dif-
fering reproductive challenges of early males
and females” (Lueptow et al., p. 1). From a
psychological perspective, biologically based
models explain stable biological differences
between genders as a result of psychologi-
cal dispositions. These different psychologi-
cal profiles of the sexes have evolved over
time (Wood and Eagly, 2002). Today, biologi-
cal models and evolutionary models usually
are not employed in the context of leadership
differences between men and women lead-
ers (Lueptow et al, 2001). Instead, socializa-
tion and structural/cultural explanations
have received much more attention than bio-
logical models (Bartol et al. 2003) and have
been called “the most accepted explanation
for gender differences” (Lueptow et al., 2001,
p- 11). Both models are social constructionist

accounts of differences between genders.

Social constructionist theories have ar-
gued that biological differences do not have
a fixed meaning across cultures — rather it is
societal expectations that produce and main-
tain inequality between genders (Wood and
Eagly, 2002). More specifically, authors of so-
cialization theories argued “gender identity
and differences are acquired through vari-
ous developmental processes associated with
life stages, such as schooling and work life”
(Bartol et al, p. 9) and therefore are based on
individuals’ socialization.

In contrast to biological models, struc-
tural/cultural models proposed that “social
structures, systems and arrangements that
channel and define gender differences due
to discrepancies in status and power” (Bartol
et al.,, 2003, p. 9) are the cause for differences
in leadership attributed to gender. According
to the distribution of different social roles be-
tween men and women, relatively stable pat-
terns of behavior are displayed (Deaux and
Major, 1987; Lueptow et al, 2001).

Can stereotypes really contribute to
the gender gap in business leadership?

According to Catalyst (2002), stereo-
types do not have to be true to exist. Although
they are very difficult to prove accurate with
scientific evidence, many people generally
accept them to be true (Schneider, p. 224).
Experts on stereotypes believe that they de-
velop as justifications for the different social
roles and statuses that groups have in a soci-
ety (Jost, Banaji, Nosek, 2004). One fact that
supports this belief is that similar stereotypes
exist about low-status groups everywhere in
the world. For example, groups that occupy
subordinate/low statuses — such as women
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and the poor — are all stereotyped in com-
mon ways. When compared to high status
groups such as men and the wealthy, these
low-status groups are commonly described
as incompetent, dependent and lacking am-
bition. Researchers believe that these char-
acterizations develop and persist because
they justify the standing that these groups
have been assigned in society — not because
they have been shown to be true over time
(Jost et al, 1990). This reasoning applies in
business too: stereotypical characterizations
of women leaders may justify why women
are excluded from the highest positions of
leadership in organizations and do not nec-
essarily represent undisputable truths about
women’s competence.

More important than the issue of
whether stereotypes are true or not is how
they can change one’s behavior once he/she
is exposed to them. For example, researchers
have shown that we can influence others to
act in ways that confirm our stereotypes of
them (Jost and Kay, 2005). But perhaps the
most lasting and damaging effect of stereo-
types is that they cause us to accept the sta-
tus quo. Research suggests that when women
and men are exposed to gender stereotypes,
they also become more accepting of existing
gender inequalities (Agars, 2004). This means
that in organizations where gender stereo-
typing is pervasive, there is not likely to be
much support for changing the gender mix
in leadership.

In 2002, Catalyst surveyed senior wom-
en leaders from large companies and firms
in 20 countries across the European Union
about the barriers they faced in business
leadership. That study found that the lead-
ership barrier most cited by women leaders
was gender stereotyping.

Why do women blame stereotyping for
the gender gap in leadership? To find an an-
swer, I investigated first the Romanian con-
text, namely the most popular stereotypes
related to women present in this country.
Next, I discussed perceptions of participants
related to attitudes, beliefs and behaviors of
women in an attempt to identify stereotypes
on women'’s traditional role, values, biology,
behavior and motivation.

Purpose of the research

To demonstrate that stereotyping is in-
deed a factor in the leadership gender gap,
it was first necessary to substantiate that ste-
reotype-based perceptions of women’s lead-
ership do in fact exist in Romania. Therefore,
I focused on the following questions:

a)What stereotypes are frequently met
in Romanian leadership?

b)How pervasive is gender stereotyping
in Romanian organizations?

c¢)Do women in leadership positions
significantly differ from men in terms of be-
haviors and values?

According to Dragusin (2006), social
perceptions and stereotypes related to wom-
en in executive positions most frequently met
in Romania are:

1)Women do not want to be managers;

2)Women do not have the same leader-
ship skills as men;

3)Women do not have the appropriate
training needed for managers/leaders;

4)Women do not have enough experi-
ence to be promoted as top managers;

5)Top jobs and parenthood are impos-
sible to reconcile — for women.

Perceived existing differences between
men and women leaders were then scruti-
nized and compared to their standardized
profiles.
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Questioning the existence of stereo-
types — the organizational level

43 items related to attitudes, behav-
iors and beliefs regarding women were de-
signed and administered to 186 participants.
The questionnaire measured 5 types of ste-
reotypes using a Likert scale (strongly dis-
agree-strongly agree) related to: women'’s
traditional role, values, biology, behavior
and motivation.

Stereotypes about women related to
their motivation

In general, most respondents did not
embrace the idea that women do not want to
be managers. Specifically, 63% strongly dis-
agreed with the myth that “women do not
have career expectations as high as men”;
86% were in favor of the idea that women are
as interested in professional success as men
and 83% of the interviewees strongly dis-
agreed with the stereotype that “women do
not like power positions”.

This finding is consistent with Adler
and Izraeli’s survey (2004) of more than 1000
graduating MBAs that revealed that female
and male MBAs are equally interested in
pursuing a management career. But because
senior managers assume that women do not
want top positions in organizations, it is un-
likely for these organizations to invest in the
development of their women managers and
provide assignments with power and op-
portunity. The study suggests that because
men hold most upper level management po-
sitions, they do most hiring and they may
not be willing to offer career advancement
opportunities to women subordinates not
because women refuse it, but rather because
they are judged on the male model of career
development and their appropriateness of

their “fit” in organizations.

As far as women’s behavioral issues,
more than 50% of our responded strongly
disagreed with the following affirmations:
“Neither men nor women like a woman
— leader” (62%); “women do not handle
successfully a crisis situation” (55%); and
“women do not possess leadership skills”
(51%).

In support of Romanians’ perceptions
on women, behavioral scientist Shannon 1.
Goodson states: “Women can be competent,
assertive role models without becoming pin-
striped male clones”. Dr. Judy Rosener(1995)
adds that there has been a move to look at
women'’s style of leadership not as better or
worse but as added value. Rosener found
that women tend to share power and infor-
mation, be collaborative and often lead in an
interactive manner. Their leadership style is,
simply put, different from men’s leadership
model. They are more patient, honest, flex-
ible and consensus-oriented than their male
counterparts, traits that in crisis situations
may make them better leaders than men.

In line with women’s behavioral issues
were the respondents’ perceptions regard-
ing women in their (assigned) traditional
role: 60% of respondents disagreed with the
general myth that “the duty of housework
should belong to women only” and 78%
strongly disapproved the affirmation that
“men do not have time for housework”. On
the other hand, only 17% of our respondents
did not support the idea that “women are
the ones that should be concerned with rais-
ing and educating children”. In other words,
women are primarily perceived as mothers
while sharing housework with their male
partners is rather seen as “normal”, “neces-
sary” and “fair”.
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Do women and men have different val-
ues? 56% of the interviewees strongly agreed
that “management positions remove women
from their families”, therefore there is little
chance for them to be both CEOs and have
a family. Women also “care too much about
the working conditions” state 37% of the re-
spondents while 68% think that “women
would accept management positions even if
it were not for economic reasons”.

Indeed, this finding is consonant with
the results of a major study conducted on
women in European businesses by the Wall
Street Journal and Arthur Andersen in March
2001 which concluded that job satisfaction
was by far the most important characteris-
tic in a job to European women executives,
though being promoted and paid fairly were
also top priorities.

It seems that for Romanians, stereotypes
cannot be explained by biological differ-
ences between men and women: 67% nei-
ther agree nor disagree with the affirmation
that “inequalities between men and women
are a consequence of biological differences”.
“Differences between men and women are at
the personality level” — this is what 44% of
the interviewees believe. On the other hand,
only 2% of them believe that in Romania
women are treated correctly.

Feminist author Sally Helgessen feels
that the talents, experiences, attitudes and
skills that women bring with them are

precisely what is needed in today’s innova-
tive economy. Women are better at seeing
the human side, quicker to cut through com-
petitive distinctions of hierarchy and ranking
and impatient with cumbersome protocols
(Helgessen, 1990). It is this confluence of
abilities and required leadership capacities
that creates unprecedented opportunities for
women to play a vital role in leading trans-
formational change in organizations and
communities.

Leadership at the individual level — do
personality differences between men and
women really exist?

The sample consisted of 120 CEOs, top
managers and middle managers from vari-
ous industries. 56% were women and 44%
were men between 30 and 50 years of age. In
order to investigate whether differences in
leadership styles between men and women
exist, I used the Hogan Assessment Systems
framework that uses its own personality as-
sessments to help organizations select em-
ployees and develop leaders. Because of its
proven ability to predict leader performance,
the Hogan Personality Inventory (HPI) is
considered the industry standard for mea-
sures of normal personality based on the Five
Factor Model designed to predict career suc-
cess. In table 1, HPI scale definition are pre-
sented and explained. It encompasses the
“bright” side of a leader’s behavior in day-
by-day situations.
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Table 1. HPI scale definitions (The bright side)

Characteristics Explanation

Adjustment Composed, even-tempered, handles pressure well or anxious,
worried, moody and easily irritated

Ambition Competitive, leader-like, self-confident, career-focused or
socially retiring, lacking confidence, struggling

Sociability Needs or enjoys social interaction, outgoing, talkative, easily

approachable or independent, withdrawn, socially reactive

Interpersonal sensitivity | Perceptive, tactful, warm, sensitive, agreeable or cold, tough,
cynical, critical, task focused

Prudence Conscientious, conforming, rule-compliant, reliable or flex-
ible, open-minded, impulsive, non-conforming, risk-taking
Inquisitive Creative, full of ideas, with a broad range of interests or prag-

matic, interest-focused, details-focused

Learning approach

Takes pleasure in learning, enjoys staying up to date in busi-
ness and technical matters or hands on, practical learning

Our findings show that the “bright”
side of the Romanian men leaders consists
in: calm under pressure; good stress manage-
ment; confidence in their own strength and
inclination towards self-reliance. Men lead-
ers are also competitive, aggressive, ready
to take initiative, dominating, energetic,
creative, good strategists and less oriented
towards implementation. Women leaders
manifest themselves as: self-criticizing, de-
manding more from themselves and the oth-
ers; inclined to ask for feedback and willing

to receive feedback; less calm in stressful sit-
uations; may seem less shy; more pragmatic
and oriented towards implementation.

The HDS (Hogan Development Survey)
— refers to peoples’ interpersonal style when
strengths become weaknesses in times of
frustration. The HDS is designed to assess
characteristics associated with managerial
derailment and leadership dysfunctions. This
is why they are associated with the “dark”
side of personality. In table 2, HDS terms are
explained.

Table 2. HDS scale definitions (the dark side)

Characteristics | Explanation

Excitable

Moody and hard to please, enthusiastic about new persons or projects
and then becoming disappointed in them

Skeptical Cynical, mistrustful, doubting the good intentions of others

Cautious Conservative, careful, concerned about making mistakes, reluctant to
take initiative for fear of being criticized or embarrassed

Reserved To keep to oneself, dislikes working in teams or meeting new people,

indifferent to the words and feelings of others
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Leisurely Independent, refusing to be hurried, ignoring other peoples’ requests,
becoming irritable if they persist

Bold Unusually self-confident, strong feelings of entitlement, unwilling to
admit mistakes, listen to advice, attend feedback

Mischievous Enjoys taking risks and testing the limits, easily bored, seeks excite-
ment

Colorful Lively, expressive, dramatic, wants to be noticed

Imaginative Acts and thinks in creative and sometimes unusual ways

Diligent Meticulous, precise, critical of others’ performance

Dutiful Eager to please, ingratiating, reluctant to take independent actions or
go against popular opinion

Traits that are associated with the “dark”
side of Romanian men leaders include: cha-
risma; being not afraid to make decisions in
critical, tough situations and excessive con-
fidence in them. The tendency to dominate
and be aggressive sometimes also accounts
for the dark side of men leaders. As far as
women leaders are concerned, women may
seem impulsive; they may be slower in mak-
ing decisions and afraid of disappointment/

The MVPI (Motives, Values and
Preference Inventory) refers to a leader’s core
values (the inside of personality). There are
good values such as charity, honesty and
fairness and bad values such as greed and
selfishness. A values profile associated with
successful business leadership is presented
in table 3. As values are predictors of peo-
ples’ choices in life, in the specific context of

leadership I assumed that a leader’s core val-

failure. ues would be the cornerstone of a leader’s or-
ganizational culture.
Table 3. MVPI scale definitions
Core values | Explanation
Aesthetics | Motives are associated with creative, artistic self-expression and quality
Affiliation | A desire for and enjoyment of social interactions
Altruistic Concerns about others’ welfare and making a difference
Commerce | Interest in business and financial gains
Hedonism [ Orientation towards fun and pleasure
Power Desire for success, accomplishment, challenge and career status
Recognition | Need to be recognized, visible, famous
Science Analysis and the pursuit of knowledge and new ideas
Security Desire for certainty and predictability
Tradition Dedication to rituals and old-fashioned virtues
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According to my data, Romanian men
leaders as founders of an organizational cul-
ture would value success and competition,
value business opportunities and pay much
attention to results/profits while women
leaders would focus more on the human
side of the business, and pay attention more
to the company’s image. Women are gener-
ally looking for predictability and manifest
respect for tradition. They also distinguish
themselves from their male counterparts
with their sense and taste for the aesthetic
and altruism.

Female leaders score higher than
male leaders on ‘ambition, bold, mischie-
vous, colorful and imaginative’. Men are
more confident, competitive, visionary and
have a stronger presence. They also scored
high in science, hedonism and recognition.
Interestingly enough, both women and men
leaders scored the same on power which is a
key indicator of goal orientation and career
assertiveness.

Women leaders in Romanian organiza-
tions: what do statistics say?

According to the National Institute for
Statistics, in Romanian businesses only 22%
were women CEOs while 78% were men
in a similar position in 2013. Women’s pro-
portion as members of the board was 28%,
far behind men that account for 72% of the
board of directors. Apparently, women are
better as team managers — 42% - but they are
still below men as team managers. As a gen-
eral observation, it should be mentioned that
women represented 49% of the total number
of employees.

Even more interesting it is to see how the
rate of women in a top position (President/
General Director) correlates with the compa-
ny’s dimension: 35% of top positions belong

to women in companies with less than 50
employees. In companies that have 51 to
150 employees, only 27% are female leaders.
Only 24% are women situated in a top po-
sition in companies that have between 151-
500 employees while only 10% are female
General Directors of large companies (over
500 employees).

Conclusions

To demonstrate that stereotyping is in-
deed a factor in the leadership gender gap,
I first investigated the stereotype-based
perceptions of women leaders in Romania.
Contrary to my expectations, I found that
stereotypes regarding women in Romania
are generally low. This finding is supported
by Eagly and Karau’s study (1991); “the ten-
dency for men to be chosen as leaders should
not be interpreted as a blind tendency to
choose men over women, despite behavioral
equivalence of sexes. Rather, the tendency to
choose men may instead reflect a tendency
to define leadership in terms of task-oriented
contributions” (p. 692). In other words, it is
not that leaders are mostly men because men
are preferred as leaders. Rather, most leaders
are men because leadership is described as a
task that requires behaviors deemed mascu-
line. Thus, if women become leaders, they are
likely to behave in a manner that is not ex-
pected of their gender based on gender-role
stereotypes and they therefore may fear neg-
ative consequences.

Romanian women leaders are ambi-
tious and strongly motivated to work by
factors others than money. Their style of
leadership is different from that of their men
counterparts. A pervasive stereotyping of
women leaders is that related to the women’s
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traditional role: mothers and wives, taking
care of their families. Differences in leader-
ship between men and women may be ex-
plained by personality traits and not by lack
of skills and abilities.

At the organizational level, Romanian
women leaders manifest themselves as (self)
criticizing, very demanding from their sub-
ordinates and self, rather impulsive, asking
for feedback, pragmatic and willing to see
the job done. Traditional gender roles pre-
vail in organizations too: women should take
primary responsibility for raising the family
and engender doubts about their capacity to
fulfill this role together with a professional
career, particularly at senior level. This con-
tributes to vertical segregation: women are
under-represented in line management posi-
tions that lead to the top positions and where
recruitments for CEO posts are made. This
finding is fully supported by statistical data.

At the individual level, women leaders
focus more on the human side of the busi-
ness, and pay attention more to the compa-
ny’s image. They are generally looking for
predictability and manifest respect for tra-
dition. Women-leaders’” “hot buttons” are
their sense and taste for the aesthetic and
altruism. Examples of traits where female-
leaders score higher than male leaders are
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The management of higher education es-
tablishments from Romania and the academic
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Abstract: In time, management proved to be determinant for progress, including for the higher edu-
cation institutions from Romania.

The management in higher education institutions is grounded by the principles that govern educa-
tion, among which the academic autonomy, a principle newly introduced in post-1989 Romanian legisla-
tion that gives to the academic institutions the right to manage their own human and material resources,
to establish their mission and their own institutional strategy.

The manager of the academic institution is the chancellor, his responsibilities being specified both in
the Law of National Education no. 1/2011 and the internal juridical documents of the higher education in-
stitutions, such as the Academic Charta.

Therefore, the chancellor carries out the management of the institution, apart from the didactic and
scientific research activity, in accordance with the prerogatives conferred by the law, using his abilities of a
leader in the process of academic managing.

Key words: management, higher education institutions, academic autonomy, Romania,
leadership, legislation.
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Introduction

The current article is meant to em-
phasize the central role that the manage-
ment of higher education establishments
has not only at an institutional level, but at
a national level as well.

Every educational degree from
Romania was subservient to the politics
preached by the sole party' before December
1989, but after this date the reforms expe-
rienced by the Romanian society left their
mark on the educational system.

The first private universities ap-
peared after this date and the academic
autonomy was asserted as an objective ne-
cessity because the public higher education
establishments were in coordination with
the Department of Education, Research and
Youth and not in subordination with it. In
this way were created proper circumstances
for quality management in honor of the stu-
dents, meaning in honor of the didactic, edu-
cational and scientific research activity.

Brief aspects related to the concepts
of "management” and "manager”

John C. Maxwell said that “the man-
agement is the process in which the imple-
mentation of the program and the aims of the
organization in cause are insured.™

Certainly, the management implies a
complex and lengthy in time process that im-
peratively needs to be carried out by a whole
team of professionals.

Needless to say that the manage-
ment is provided by a manager, meaning
the person who has the role of the leader in a

! Romanian Communist Party

2 John C. Maxwell. Developing the leader within
you. Bucuresti: Editura Amaltea, 2003.

company?® or organization.

The leadership of the higher academ-
ic establishments is regulated through struc-
tural law.

The educational activity in Romania
was regularized through two regulatory doc-
uments after 1989: the Law of Instruction no.
84/1995 and the Law of National Education
no. 1/2011.

The leading of the higher educa-
tion establishments according to the first
post-revolutionary law dedicated to the
Romanian educational system

The first post-revolutionary law in-
tended for regulating and operating the
Romanian educational system in every de-
gree stipulated that "Academic institutions
are governed by senates and faculties and
departments are governed by boards. The
senates are presided over by chancellors, the
boards of faculties by deans and the boards
of departments by directors.” *

The operative authority is assigned to
the Senate Bureau through the same regula-
tory document. The position of president of
the University was introduced at the same
time.

One of the major progresses was the
institution of democracy, supported by the in-
troduction of the vote, in the educational sys-
tem of the university education. Therefore, as
from 1995, the decisions of the senates and
the boards of faculties and departments can
be adopted through the majority of votes of
the present members and only if this number

* https//dexonline.ro, accessed 19 September 2015.

*Law no. 84/1995 of education, republished in
the Official Gazette of Romania, Part I, no. 606/
10.12.1999, Article 146 (1). Law no. 84/1995 was
abrogated, replaced by Law no. 1 /2011.
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represents at least two thirds of the total.

In these circumstances, the leader-
ship of the universities registered a decen-
tralization through the replacement of the
“sole leader”, a vassal of the political regime,
with a true collective leadership.

Moreover, the Law of Instruction vig-
orously stated that "The education does not
submit to the aims and dogmata promoted by
the parties or other political formations™ and
the fact that “"The creation and functioning of
the parties or other political formations, as
well as the undergoing of organizational ac-
tivities and political propaganda, are strictly
forbidden in the units and spaces designed
for education.”?

The introduction of the majority vote
did not represent a decrease of the input that
the leadership of a higher education institu-
tion, represented first and foremost by the
chancellor, has. By means of the responsi-
bilities that are assigned to this position, the
chancellor is, among others, employer and
credit (tertiary) sequencer.

In other words, by means of the pre-
rogatives that he has, the chancellor provides
the management of the higher education
establishment.

But is the notion of "manager” synon-
ymous with the notion of “leadership™?

The answer is easy: the same way
it was decided in the specialty doctrine, it
is well known that the notion of "manag-
er’ is not synonymous with the notion of
“leadership™.

Therefore, every chancellor is the
manager of the institution but not every

> Law no. 84/1995 of education, republished in
the Official Gazette of Romania, Part I, no. 606/
10.12.1999, Article 11 (1), (2). Law no. 84/1995 was
abrogated, replaced by Law no. 1 /2011.

chancellor is a true leader.

In the exercise of his mandate, the
chancellor must relate to the legal norms that
govern his activity and also to the ethic ones
that should guide each and every one of us,
regardless of the field of activity. Surely, we
can claim that the ones that occupy leader-
ship positions at some point must be more
receptive to the unwritten norms, the moral
ones.

Without the possibility of denial, a
combination of the legal and moral issues
is required. What happens if there are in-
congruities between the two? How should
a good manager act in this kind of situa-
tion? The choice is tough but this makes all
the difference between a manager and a true
leadership.

In this context, regarding the academ-
ic institutions, an important role is played by
the academic autonomy.

The leading of the Romanian high-
er education establishments in the current
system

The regulatory document makes

a strong delimitation between the leader-
ship structures and the leadership positions.
Thus, the leadership structures are: ¢

- at the university level — the academic
senate and the managing board

- at the faculty level — the board of
faculty

- at the department level - the board of
department

Law no. 1 /2011 of national education, published
in the Official Gazette of Romania, Part I, no. 18/
10.01.2011, Article 207 (1).
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The leadership positions are the
following:’

- at the university level — the chan-
cellor, the vice-chancellor, the managing
director

- at the faculty level — the dean, the
vice-deans

- at the department level — the depart-
ment director

These leadership positions represent
positions in the didactic field and their course
does not involve public power prerogatives.
In other words, these positions are not pub-
lic positions of authority, but activities in the
specific didactic field.

One of 