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Abstract

Organizational culture and its importance have
become common knowledge over the years, but
do we really understand its influence, especially on
the effectiveness of public institutions? We often
talk about increasing performance, transparency
and involvement in the lives of citizens to improve
their quality of life, sometimes without looking at
how public entities function. Therefore, this study
wants to understand how exactly the organizational
culture affects the Romanian Prefectures and what
is the perception of their employees regarding their
mission, adaptability, involvement and consistency.
Since it is the responsibility of the prefectures to en-
sure the implementation of government policies at
the local level, besides their important role in verify-
ing the legitimacy of the administrative acts issued
by the local public administration, it is imperative to
see what role organizational culture plays and how it
influences the group dynamics, their adaptability to
change and their responsiveness.

Using Denison’s model, we can analyze the per-
ceived level of performance, effectiveness and what
types of synergies are formed at the group level. Un-
derstanding the main patterns in the prefectures can
support our efforts to build more resilient, flexible
and adaptable structures, much needed characteris-
tics in essential structures such as these.

Keywords: organizational culture, Denison’s
model, Romanian prefectures, effectiveness, perfor-
mance, group synergy.



1. Introduction

The pervasiveness of culture and how it influences a society’s values, beliefs, and behav-
iors is always a topic of interest. Especially if we want to understand how individuals inter-
act with each other and how we can change their behavior in a way that is more beneficial
for them. As Schein (2010) explained, culture is an abstract concept and phenomenon,
subjective and vague in its roots, yet extremely important in the way we interact and inter-
pret the environment around us. As creatures of habit and routine, the unknown creates
a sense of instability and uncertainty, so we use values, symbols, and certain rituals to try
to give a sometimes-irrational interpretation to certain events to put ourselves at ease. To
continue Schein’s idea, culture is about integrating and creating thought patterns of our
‘shared basic assumptions’ that have been validated many times by a group and thus be-
come valid and taught to new members. As we can see, culture and organizational culture
is a shared concept that is built over time, giving it depth and breadth and making it diffi-
cult to change.

The definition and understanding of this concept have taken many forms since 1950,
when theorists and researchers began to observe and study it, until today, but they have
reached a consensus and defined organizational culture as a phenomenon that includes
‘beliefs and behaviors’, is pervasive and manifests itself in all corners and features of an or-
ganization (structure, control, symbols, work style, human resources, and others) (Ehrhart,
Schneider and Macey, 2014, p. 130). Therefore, it can be said that culture is a guide to
which behaviors are accepted and which are not and is grounded in our perception and
interpretation of the world and how things interact with each other. It is ‘grounded in
history and tradition’ (Ehrhart, Schneider and Macey, 2014, p. 132), which makes it easier
to pass on from generation to generation, maintaining its stability and strengthening its
core, underlying assumptions. The main issue here is when the culture has a negative im-
pact on those who embrace it, or even oppose it (acceptance of corruption, gun control,
misinformation).

In today’s environment of constant change and external pressure, public institu-
tions must develop clear tools and strategies to face adversities and unexpected events
(COVID-19, Ukrainian war, potential economic recession, grain shortage) by having an
organizational culture that can support the implementation of a clear mission, be adapt-
able and open to change, promote involvement and, most importantly, be consistent in
its actions. Henceforth, it is crucial to analyze the organizational culture of public institu-
tions, in this case Romanian Prefectures, to try to understand their level of effectiveness,
performance and coordination with each other.

Public organizations have a challenging responsibility to meet the needs of citizens and
provide quality services that improve their quality of life and increase their trust in the in-
stitutions. Therefore, all institutions need to follow clear regulations to maintain a certain
level of performance and efficiency through the core values and beliefs of their employees
(Haryadi, Setiawati and Juhandi, 2022, p. 686) and the behaviors promoted in the work-
place (Hudrea and Tripon, 2016, pp. 98-99). A crucial aspect that needs to be addressed is
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related to everyone’s sense of belonging in their organization. Grego-Planer (2019) brings
to light the concept of organizational citizenship behavior, which refers to the level of in-
volvement and commitment of employees to keep the organization afloat through their
active participation in promoting the organization’s values and purpose. This is especially
important when new members join the organization, as the others can show them the do’s
and don’ts, the unwritten rules, making the integration process easier. A clear mission, di-
rection and sense of unity, along with the ability to create patterns that promote the values
and purpose of an institution, are just some of the most important core elements that can
support the maintenance and development of a strong and unified organizational culture
that represents the needs and sense of the community they (the members of the institu-
tion) represent. T'o sum up everything that was stated thus far, the purpose of this research
is to pinpoint the organizational culture trend and to offer adequate recommendations re-
garding the improvements needed, to strengthen the organizational glue and, indirectly, to
support the prefectures in delivering their services in a more efficient and performant way.

In our study, 29 of the 42 prefectures that were invited to participate provided respons-
es, yielding a total of 521 responses at the national level. Although the mean of all val-
ues was above average, it was not evident that the lowest score was for the item ‘creating
change’ (3.46). This item was not considered a prevalent indicator due to the nature of the
sector and their activity (clear rules and regulations, standard procedures, predictable ac-
tivities). However, it can create significant issues because, in the event of adversity and due
to the natural direction towards change, it can impede their acceptance and implementa-
tion of said change. As anticipated, the item ‘adaptability’ received the lowest score (3.51),
while ‘mission’ (understanding and accepting it) received the highest score (3.70). The pre-
fectures included in this study demonstrated deficiencies in three key areas: capability de-
velopment (3.47), creating change (3.46), and organizational learning (3.49). Conversely,
the highest scores were awarded to empowerment (3.89), a clear understanding of their
goals and objectives (3.87), and core values (3.95).

It is therefore essential to gain a clear, realistic, and objective understanding of the cur-
rent level of effectiveness, performance, and stability of the organizational culture. This
will enable the identification of the most appropriate tools to improve the links and collab-
oration between the members of the organization and between the members of the organi-
zation and its customers (in this case, the citizens).

The objective of this study is to present the principal approaches to organizational cul-
ture and related studies in the field, with the aim of familiarizing the reader with the con-
cept and the various methods through which it can be measured. In addition, the study
will provide examples of other studies on organizational culture in Romanian public insti-
tutions. Subsequently, this article will provide a detailed account of the model employed
in the present research. The following section will present the methodology used and the
results in the context of the literature review and similar studies presented previously. The
article will conclude with a discussion of the conclusions, recommendations, and future
research proposals.
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2. Literature review and similar studies in the field

Organizational culture (among other elements) has a great impact on the performance
and delivery of public services. So, by understanding the context and the general culture
within organizations we can suggest better ways to improve their effectiveness and their
relationship with citizens and other relevant actors from their environment. Taking the
context of public administration, ‘culture influences an individual, family, or group’s view
of health, poverty, welfare, crime, and other social and human service areas, as well as the
outcomes of public agency service interventions’ (Rice, 2007, p. 624), while explaining
‘why an organization focuses on certain priorities’ (Zhou ez /., 2011, p. 2140). Arguably,
by acknowledging the limits of one’s own culture, we can set clear directions for action
and solutions aimed at improving the way individuals interact with each other and their
understanding of success.

However, this can only be successfully achieved if ‘managers take steps to improve the
culture of the organization’ (Adeinat and Abdulfatah, 2019, p. 41). Moreover, Bukoye and
Abdulrahman (2023) emphasize that ‘organizational culture influences the understanding
of strategy implementation and affects its operationalization [...], presenting culture as the
foundation of successful public reform’ (p. 317). This means that by having a clear picture
of the way culture influences their behavior and effectiveness, we can develop mechanisms
through which individuals, public servants, can develop appropriate practices to increase
the quality of their results (Rice, 2007, p. 626).

In a related study, developed by Zhou ez 4l. (2011), it was pointed out that ‘social
responsibility, a sense of competition and sustainable development’ (p. 2155) are more
prominent cultural characteristics compared to team orientation and employee empower-
ment, making the organization less prepared for drastic changes or other influences from
the external environment. Henceforth, these are considered crucial areas for intervention,
apoint that is reinforced by the conclusions of Rus and Rusu (2015) in their analysis, since
some cultures in public institutions do not emphasize the needs of citizens, thus tending to
lose sight of their main purpose.

At the same time, Adeinat and Abdulfatah (2019) recognize the importance of analyz-
ing the external environment, learning from it, and adapting to build a strong organiza-
tional culture that ‘crystallizes the attitudes, values, and norms of employees’ (p. 39) to be
more effective and efficient in their activities. To do so, it is also recommended to conduct
an evaluation in key areas such as ‘mission, human resource policies, goal planning and
image building’ (Khan ez 4., 2020, p. 6).

Assessing the organizational culture of a public institution aims to achieve several out-
comes, including understanding the organizational mission, promoting organizational
learning, identifying effective communication channels (Rice, 2007, pp. 628-629), and
adopting a leadership style that enhances effectiveness, performance, resilience, and inno-
vation in service delivery. Therefore, understanding organizational culture is vital (Slack
and Singh, 2018, p. 362), especially in the public sector, mainly because it influences
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service delivery, quality and reach, the image of the sector as a whole and the work relations
between employees.

2.1. Organizatiomzl culture in Romanian public institutions.
A brief analysis of existing literature

Talking about the public sector in terms of values, missions, organizational climate and
culture, one expects a certain ambiguity, rigidity and a military-like structure. In terms of
Romanian public institutions, things do not differ from this description. Most studies
show that public organizations tend to be more formal and hierarchical than the private
or non-profit sector. This is explained by the enormous pressure to ensure the well-being
of their citizens, but it is also associated with disadvantages such as resistance to change,
low levels of resilience, and rigidity and monotony among their employees. These issues,
if not addressed, can lead to low performance, low adaptability, and can inhibit the main
purpose of their existence: satisfying the needs of their citizens.

We emphasize the importance of analyzing the role of organizational culture in the
public sector due to its crucial role in shaping the administrative reform, how important
it is to monitor that the right values are promoted to protect the well-being of the citizens
they serve and to see where there is room for improvement (Moldovan and Macarie, 2016)
and how we can change the culture in an incremental and positive way so that it promotes
performance, sustainability and resilience.

Some studies (Andrianu, 2020; Hudrea and Tripon, 2016; Hudrea, 2015) have shown
that the ‘predominant bureaucratic elements with a relatively short-term strategic focus’
(Andrianu, 2020, p. 354) usually lead to a hierarchical type of culture, with a very well-de-
fined structure, clear rules and procedures, promoting stability, but at the same time mak-
ing it difficult to accept change, especially in the era of digitalization and knowledge trans-
fer-oriented behavior.

Moreover, in their study, Rus and Rusu (2015) noted that the civil servants in the city
halls they analyzed do not have a tendency to adapt due to resistance to change or lack
of knowledge to do so. Even if they have the desire to adapt and improve the way they
currently work, they lack the skills, so there is a need to be more flexible, to learn and to re-
ceive the appropriate support to move towards a leaner organizational culture. In the same
sense, Moldovan and Macarie (2016) found that Romanian civil servants have a relatively
short-term orientation (this can be influenced by the political factor present in some of
them), they emphasize collectivism and a meritocratic approach, thus having professionals
in key positions, and they have a strong sense of hierarchy and follow rules and procedures
precisely (pp. 135-136). These aspects are very common and should be present in all pub-
lic institutions because they promote respect for their mission, purpose and the position
of the public servant in general, but there are some aspects that should also be included:
adaptability, capacity development, openness to change and participation. These are key
aspects that should be promoted in our attempt to change the organizational culture to
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make it more resilient and adapted to the current pressures, unknown challenges and dy-
namic changes that communities face both internally and externally.

Considering how extrinsically motivated (Matei and Abrudan, 2016) most Romanian
civil servants are (especially in terms of uncertainty avoidance), we need to develop new,
innovative ways to increase their commitment to their roles, to improve their performance
and motivation through an organizational culture that can really promote these aspects.
Therefore, it is imperative to continue to analyze the fluctuations in culture at an internal
level, to have a better understanding of their beliefs, values and how they align at the orga-
nizational level. To gain insight into the current state of organizational culture in the pre-
fecture and to make recommendations for improvement, if necessary, as well as adaptation
to emerging needs and trends, we employed Denison’s model in our analysis.

3. Denison’s organizational culture model

The attitudes of the employees, along with the vision of the leader, are the main ele-
ments that create, shape and maintain the organizational culture of an institution, rep-
resenting the core of its existence and constant adaptation to changes in the external en-
vironment. Moreover, the specificities of each institution in terms of system, procedures
or structure represent clear indicators of performance or effectiveness (Tulcanaza-Prieto,
Aguilar-Rodriguez and Artieda, 2021; Denison and Mishra, 1995; Wahyuningsih e a/.,
2019), next to the human side. In other words, the human side of the organization is the
one that has the most influence on the direction and core beliefs of the organization; there-
fore, recruiting, training, and evaluating employees are key aspects in maintaining a consis-
tent culture aimed at achieving the organization’s goal and mission.

‘A strong organizational culture becomes behavioral standards based on ethical values
that allow for the engenderment of sense of identity and positive attitude among members’
(Wahyuningsih ez al., 2019, p. 143), creating appropriate tools to strengthen their sense of
unity and motivation to achieve the organization’s mission in an effective and high-per-
forming manner.

Continuing this line of thought, human resources represent a valuable asset for an or-
ganization’s success and the development of a healthy and resilient culture. This is especial-
ly true if their skills, abilities, and capabilities are valued and further developed within the
organization. It is essential to create a safe environment for learning, exploring, and exper-
imenting to develop the innovative side of the organization and to perform well. To offer
high-quality services to citizens and improve the public sector’s image, it is essential to pos-
sess certain traits. According to Wahyuningsih ez /. (2019), employee engagement is built
on organizational involvement, employee empowerment, incentives and reward systems,
communication, training and development, and an adequate work-life balance. These fac-
tors nurture a strong and focused organizational culture. Thus, leaders must acknowledge

these aspects and create tools to enhance them; they should maintain clear performance
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standards that employees can follow. It is important to understand that ‘developing a
strong organizational culture is essential for success’ (Remijus ez /., 2019, p. 85).

In this regard, Daniel R. Denison developed a model that analyses organizational cul-
ture from the perspective of effectiveness and performance, answering four main ques-
tions, based on four main traits, such as: ‘Do we know where we are going?’ (mission),
‘Are we responding to the external environment?’ (adaptability), ‘Are our people aligned
and engaged?’ (involvement) and ‘Do we have the values, systems and processes in place to
create leverage?’ (consistency). The involvement and adaptability represent flexible traits,
being more focused on innovation and citizen satisfaction, whereas mission and consistency
are considered more stable traits, focusing on performance overtime. ‘A flexible organiza-
tion has the capability to change in response to the environment with a strong focus on its
customers and its people’, while a stable organization is able to be more focused and pre-
dictable in terms of services, products or assets (Denison Consulting, 2023a), an important
trait for public institutions, which need to offer comfort and reassurance to their citizens,
acting in linearity and based on clear sets of rules and regulations.

Simultaneously, it is important to acknowledge that the model considers both internal
and external factors, taking a holistic approach. The Denison Consulting (2023a) model
distinguishes between external traits, which focus on growth and cooperation, and inter-
nal traits, which are oriented towards employee satisfaction, performance, and quality of
work. External traits include adaptability and mission, which are present in organizations
committed to change, adaptation, and diversity. Internal traits include involvement and
consistency, which concentrate on integrating systems, structures, and creating tools to
value employees’ skills and capabilities.

These four traits, alongside their corresponding items, are presented in Figure 1, below,
and their items will be presented in the following paragraphs:

The adaptability trait is related to the external environment and the ability of an or-
ganization to be flexible, open to change and to promote diversity and risk-taking activi-
ties with the purpose of introducing new techniques and tools in the day-to-day activity,
alongside becoming more resilient and aware of the constant demands from the external
environment. Denison (1990) argues that an adaptive organizational culture should have
the ability to ‘receive, interpret, and translate signals from its environment into internal be-
havioral changes that increase its chances for survival, growth, and development’ (Denison,
1990, pp. 11-13; p. 105).

This trait is made up of three items (as are the other traits) that underline the most im-
portant parts of each of the other traits. Thus, the adaptability trait is made up of ‘creating
change’, ‘customer focus’ and ‘organizational learning’, each of which will be explained in
the following sections.

Adaptability and creating change refer to the ability of an organization to embrace
change, to be willing to accept different opinions, suggestions and ideas in terms of day-
to-day activities, adaptive strategies and ‘new ways of doing things’. This is an essential
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External Focus

Internal Focus

Figure 1: Denison’s model

Source: https://denisonconsulting.com

characteristic for organizations, especially in today’s rapidly changing trends, needs and
demands. Organizations need to be able to develop their agile side and be proactive in the
way they develop and deliver their products and services.

Adaptability and customer focus is also related to the ability of an organization to re-
spond to the demands of customers (citizens) and to maintain qualitative standards that
can increase the popularity and positive image of said entity. Furthermore, the impact that
the organization’s activity has on them is a high indicator of its performance, so it should
be considered and constantly adapted to serve these needs, especially when we are talking
about public institutions (Denison, 2023b).

Adaptability and organizational learning are essential to create a safe and comfort-
able workplace for employees to explore, experiment and learn new skills, capabilities
and ways to improve their work in an innovative and open manner. Organizations that
promote learning tend to be more transparent, innovative, agile, and open to new chal-
lenges, assets that are beneficial to their ongoing development and further adaptation to
the unknown.

Therefore, this characteristic tends to support the ‘risky’ and exploratory side of an or-
ganization, helping it to be more open to change, new ideas and trends, and to encourage
continuous learning and adaptation to external pressures, demands and technologies in a
way that puts the organization in a positive light (Ahmady, Nikooravesh and Mehrpour,
2016, p. 390).
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The importance of mission is recognized by Denison (1990), especially because ‘a sense
of mission provides [...] purpose and meaning and [...] clear directions and goals that serve
to define the appropriate course of action for the organization and its members’ (Denison,
1990, p. 13). Therefore, the main elements of this characteristic are goals and objectives,
strategic direction, and intent and vision.

Mission, along with goals and objectives, maintains order and a clear direction within
an organization, if aligned with its strategy and vision, help its members have a sense of
direction and maintain their commitment to the cause. In terms of organizational culture,
these elements help shape future desired behaviors, while establishing a common purpose
and a sense of unity (Denison, 1990, pp. 13-14).

Strategic direction and intent, regarding the mission trait, is useful for setting common
priorities that help members of the organization have a clear path and understanding of
their responsibilities, creating a general alignment in the organization to bring it closer to
its vision.

An organization’s mission and vision represent the core aspects of an organization,
inspiring its members to transcend their condition and strive for something greater than
themselves, creating a shared understanding of their role, and simultaneously driving mo-
tivation and a sense of worth among them.

Third, the znvolvement characteristic supports the idea of empowerment and respon-
sibility in achieving the organization’s mission, along with a sense of belonging and com-
mitment to the organization and its purpose (Denison, 1990, pp. 6-7), which plays a cru-
cial role in creating a unified and strong organizational culture and connection among its
members. It also shows a positive ‘association between engagement cultures and employee
satisfaction and high efficiency in service delivery’ (Zhou ez 4l., 2011, p. 2145).

Involvement and skills development are designed to help individuals track their progress,
learn from past mistakes, and link an organization’s short- and long-term plans and prior-
ities. By investing in the skills, abilities and continuous learning of employees, the organi-
zation can increase its chances of becoming more prepared and resilient for future needs.

Involvement and empowerment of employees are critical elements to the performance
of an organization and its evolution and development. By involving individuals in deci-
sion-making processes, we can make them understand how valuable their contribution is,
thus making them more accountable and committed to achieving the organization’s goals.

Finally, involvement and team orientation are core aspects that need to be considered
for the success of an organization. Communication, coordination, and clear statements of
the team’s purpose are just a few of the key strategic actions, along with clear performance
standards. Teams are the quintessential element that can make or break an organization, so
management must ensure that their values are aligned.

The final characteristic, consistency, ‘was based on a shared perception of the needs of
patients and surgeons forged through direct, frequent, and continuous contact’ (Denison,
1990, p. 104). It attempts to argue that a strong, unified culture has the ability to develop
and maintain an effective organization by positively influencing the ability of members
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to find common ground when faced with differing opinions. Furthermore, ‘Consistency
theories have argued that shared meaning has a positive impact because the members of an
organization all work from a common framework of values and beliefs’ (Denison, 1990,
p. 9), therefore, agreement on the symbols can be translated into an effective organization
because of well-coordinated information, communication, and direction.

Consistency and agreement support the idea that for an organization to thrive, conflict
management is one of the most important elements that can contribute to the creation
of synergies among the members, thus assessing the situations from an objective perspec-
tive and developing communication tools to reach consensus (Ahmady, Nikooravesh and
Mehrpour, 2016, p. 390).

Consistency, with its coordination and integration indicators, focuses on creating mech-
anisms and processes that facilitate alignment between different departments, functions,
and responsibilities. In this way, all the different components of the organization can work
together in unity to achieve their common goal.

Finally, an organization’s consistency and core values are essential because they influence
the accepted behavior of its members and how it can be embedded in them. Effective and
high-performing organizations can articulate their mission and develop strategies that re-
ward accepted, preferred behaviors and align them with the organization’s vision.

Denison’s model is valuable in assessing organizational culture because it looks at how
the group behaves and interacts within the organization, rather than looking at them
individually, allowing us to better understand the role of organizational culture and its
influence (Ahmady, Nikooravesh, and Mehrpour, 2016, p. 393). Recognizing that orga-
nizational culture plays a primary role in creating a bond between employees and the insti-
tution (Khan ez al., 2020, p. 6), thus creating an efficient, motivated, and high-performing
work environment, this approach (Denison’s model) considers all of these factors.

Consequently, organizational culture plays an essential role in the success and perfor-
mance of an organization, or in its decline, proving once again the importance of analyzing
the interactions between individuals and having a leader capable of guiding them in the
right direction and helping them to ‘break the habit: stop old bad habits and start new
ones’ (Darto ez al., 2015, p. 214). In addition, it is important to see the extent to which
there is openness to change and flexibility in the decision-making process, the extent to
which they are willing to take risks, and the extent to which they have a shared understand-
ing of their mission, vision, and direction.

4. The Romanian institution of the Prefect

In Romania, the institution of the Prefect is organized and operates under the au-
thority of the Prefect, in accordance with the Romanian Constitution, the Government
Emergency Ordinance (G.E.O.) no. 57 of 2019 on the Administrative Code, with amend-
ments and additions, and Government Decision no. 906/2020 for the implementation of
some provisions of G.E.O. no. 57/2019 and is subordinate to the Government.
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According to G.E.O. no. 57/2019, Part IV, Title I, Chapter II, Article 252, some of the
main responsibilities of the Prefect are related to the local implementation of government
policies and the enforcement of public order, the management of the deconcentrated pub-
lic services of the Ministries and other central public administration bodies in the adminis-
trative-territorial units, the provision of guidance to the local public administration (upon
request) on the implementation of legal norms and, perhaps the most important, the con-
trol of the legality of administrative acts of local public administration authorities and the
challenge of administrative acts of these authorities that he considers illegal. Henceforth,
the role of the institution of the Prefect is to defend the rights of citizens, enforce govern-
ment policies, and reduce the abuse of services in public institutions (ANFP, 2013, p. 66).

Taking into account the transition from a traditional to a modern administrative re-
form, as stated in the previous section, the institution of the Prefect has taken different
forms throughout the time, but one of the main changes that took place was the depoliti-
cization of the institution, ensuring that no abuse can take place and that it can exercise its
control in an objective and honest way, respecting the legislation under which it functions.

As an important pillar of democracy and transparency, we consider the analysis of its
organizational culture as a relevant aspect that needs to be considered to have a better un-
derstanding of how it works, what its understanding of its mission is, how they interact
within the organization and how efficient its long-term direction is. Especially because we
need a high-performing, efficient and modern institution that emphasizes depoliticization
and professionalization of functions (ANFP, 2013, p. 72). There is a need for coordinated,
capable and flexible institutions that have and promote organizational learning, employee
empowerment and a common understanding of the organization’s core values. Therefore,
by analyzing the organizational culture of the institution of the Prefect using Denison’s
model, we can have a clear picture of these aspects and offer guidelines for improvement.

To sum up everything that was mentioned thus far, assessing the organizational cul-
ture of prefectures is crucial to ensure they are serving the best interests of citizens. This is
due to their purpose, activity, and importance in verifying the legality of the debated and
approved legislation and official documents issued by the local public administration and
representing the government in the territory. Given the global shift from a traditional to a
modern (Parker and Bradley, 2000, p. 132), digitalized and efficient public administration,
we expect to see this trend in our analysis of prefectures as well.

5. Research design and methodology

To analyze the organizational culture profile of the prefectures in question, we used
Daniel Denison’s model. The model is based on 60 statements, which are distributed into
five statements for each item (customer focus, organizational learning, strategic direction
and intent, goals and objectives, vision, coordination and integration, agreement, core
values, capability development, team orientation, empowerment and creating change).
These statements are aggregated to create the model’s four main dimensions: Adaptability,
Mission, Involvement and Consistency.
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The statements are rated on a scale of 1 to 5, with 1 indicating ‘total disagreement’ and
S representing ‘total agreement’. This allows respondents to assess their level of alignment
with the statements and to identify scenarios or situations that are perceived to be more or
less prevalent within their organization. By employing this approach, we were able to gain
insights into how they relate to the organizational culture and to what extent their values
align with the general values of the prefectures in question.

The data was collected using Denison’s model from 29 prefectures (although we sent
the survey to all 42 prefectures), resulting in a total of 521 responses at a national level.
The highest response rates were in Timis, Alba, and Iasi counties, while the lowest were in
Giurgiu, Maramures, and Cilirasi. The gender distribution of the responders was 68.6%
female and 31.4% male, with an average age between 37 and S0 years old. Regarding educa-
tion, 57.3% of the respondents have a bachelor’s degree, 37.8% have a master’s degree, and
1.8% have a PhD. Therefore, most of our respondents have completed higher education
studies.

Table 1: Seniority in the prefecture

Seniority %
under 6 months 3.90%
6 months—1 year 8.50%
1-5years 17%
6-10 years 15.30%
11-20 years 36.40%
over 20 years 19%

Source: Authors’ own contribution

In our analysis of organizational culture in prefectures, we found that respondents
with seniority in the institutions provided more accurate survey responses. Longer ten-
ure in an institution helps individuals better understand and affiliate with the culture.
As shown, most individuals have been with the institution for 11 to 20 years, suggesting
that some may have played a role in establishing and upholding the current organiza-
tional culture.

Table 2: Work satisfaction

Are you pleased with your current workplace? %
To a very great extent 15.60%
To a great extent 53.30%
Neutral 28.80%
To a small extent 1.70%
To a very small extent 0.60%

Source: Authors’ own contribution
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Finally, in our sample identification, we deemed it relevant to comprehend the extent
to which individuals are content with their position, workplace, and work environment.
This is a crucial factor because countercultures can act against the values and principles of
the main organizational culture, creating vulnerabilities and deviating from the organiza-
tion’s primary mission. This is why leaders must ensure that these groups are identified in
a timely manner and appropriate actions are taken. In this case, we can see that 15.6% of
employees are very satisfied with their workplace, while 53.3% are highly satisfied.

This section concludes the presentation of the respondents and the sample that was
gathered. The following section will present the analysis of the results, including the gen-
eral impression at a national level, as well as the highest and lowest scores given by respon-
dents at a county level.

6. Main findings and results

Upon examining the main results of the twelve dimensions it is evident that the scores
are primarily average on a scale of one to five (1 = strong disagreement, 5 = strong agree-
ment). However, there are some variations in terms of adaptability and mission. As shown
in the figure below, ‘creating change’ and ‘organizational learning’ received the lowest
scores of 3.46 and 3.49, respectively. This outcome was expected to some extent, given the
nature of prefecture activities. The organization’s stable environment and predictable ac-
tivity may limit its ability to develop, become more flexible, and adapt to external changes.
This can negatively impact on its performance and responsiveness in the long run, promot-
ing rigidity and stagnation if proactive measures are not taken to promote a more flexible
environment.

In line with the previous discussion, there is room for improvement in terms of ‘ca-
pability development’ (3.47) as it can negatively impact employee satisfaction in the long
run, due to the previously mentioned issue of stagnation. If employees are not motivated
to enhance their skills, their performance levels and motivation may decrease over time, ul-
timately affecting the institution’s overall efficiency. This can have negative consequences,
particularly when considering the primary purpose of prefectures, which is to verify the
legality of local institutions’ documents.

On the other hand, the results are very promising in terms of ‘goals and objectives’
(3.87), indicating a clear understanding of responsibilities and overall purpose within the
institution, while remaining consistent with their ‘core values’ (3.95). These elements are
essential in creating a strong and unifying organizational culture that can empower em-
ployees (3.89) and create a sense of belonging. Furthermore, ‘the criteria of success must be
stated very clearly’ (Andrianu, 2020, p. 354) if we want to maintain the positive traits that
are present in the prefectures analyzed.

It is also important to note the considerable discrepancy between the lowest and high-
est scores achieved by the prefectures, as well as the lowest and highest values for each
variable aggregated to each item. The X-ray depicted in Table 3 provides insight into the
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Figure 2: Organizational culture in Romanian prefectures
Source: Authors’ own contribution

Table 3: Values of the organizational culture’s indicators

Traits Indicators Average MIN MAX MAX‘MIN
differences
Strategic direction and intent ~ 3.64 3.14 4.53 1.40
Mission Goals and objectives 3.87 3.09 4.58 1.50
Vision 3.59 3.02 433 1.32
Coordination and integration ~ 3.58 3.17 4.20 1.03
Consistency  Agreement 3.51 3.02 422 1.20
Core values 3.95 3.35 4.55 1.20
Capability development 3.47 2.95 4.40 1.45
Involvement ~ Team orientation 3.67 3.13 4.39 1.26
Empowerment 3.89 3.19 4.40 1.21
Creating change 3.46 3.02 3.94 0.92
Adaptability ~ Customer focus 3.62 3.17 413 0.96
Organizational learning 3.49 3.10 4.04 0.94

Source: Authors’ own contribution

requisite improvements to facilitate their activity. It is therefore evident that the most
significant discrepancy pertains to the institution’s stated goals and objectives. This can
give rise to significant issues, particularly in view of the purpose of this institution and
the potential repercussions that may result from a lack of common understanding of its
mission. This is closely related to the second highest difference, capability development

107



(min.-max. difference of 1.45). The nature of their work is highly restricted and regulated
by law. However, they must also be aware of current trends, fluctuations, needs, and po-
tential external pressures (such as EU directives) for change. They must educate themselves
constantly regarding international law and its implementation in Romania.

Table 4: The highest and lowest values by county

s c
s248 5 2 £ T EE E 8 S5 3 ®E
¢3 88 £ 32 & 2 B 5 3 £ E i§
=7 38 8 < 8 °%3 5 £ % 3 &
& = © ©
Alba 3.67 391 353 352 347 379 344 395 389 339 370 341
Bacau 3.51 391 353 352 347 379 344 395 389 339 370 341
Bihor 3.44 391 349 331 316 370 296 3.13 3.48 3.15 3.38 3.31
Bistrita-Nasdud 3.41 3.51 327 342 333 368 319 332 385 316 328 3.21
Botosani 393 413 384 374 356 431 406 399 427 364 392 3.56
Braila 3.53 394 354 372 342 404 363 375 394 366 3.60 3.56
Caras-Severin ~ 3.67 3.87 336 319 339 356 323 342 361 3.17 341 327
Calarasi 453 420 433 413 400 433 440 413 433 393 413 4.00
Clyj 3.18 344 317 336 339 375 316 321 338 311 333 310
Covasna 378 414 385 374 364 418 375 374 408 328 351 344
Dolj 347 421 357 403 363 430 357 371 380 3.63 350 3.50
Galati 333 362 328 340 345 405 353 395 410 332 337 346
Giurgiu 332 309 311 336 319 340 3.02 321 382 302 320 3.27
Harghita 359 376 380 329 349 384 333 361 393 351 357 341
Hunedoara 326 3.62 352 335 328 374 321 351 366 327 317 334
lalomita 394 430 406 401 390 412 379 439 418 387 390 3.76
lasi 3.57 359 345 337 321 377 327 340 372 345 364 331
lIifov 384 4.04 380 351 342 409 355 365 385 359 389 394
Maramures 3.89 392 369 349 346 395 324 334 382 364 372 335
Mehedinti 426 458 430 420 422 455 407 414 440 394 397 4.04
Mures 340 365 339 346 345 400 310 337 375 343 370 3.36
Neamt 3.84 404 367 369 374 420 344 381 387 363 382 369
Satu Mare 3.14 317 3.02 317 3.02 335 295 323 319 3.17 343 313
Salaj 391 386 360 357 346 398 323 366 389 335 374 3.63
Timis 3.67 400 378 361 361 396 355 390 393 347 3.67 3.64
Tulcea 405 432 386 376 391 426 394 411 435 356 392 3.83
Vaslui 369 396 354 367 359 399 357 382 407 354 3.67 3.51
Valcea 3.67 4.08 377 372 360 412 367 379 415 376 383 3.57
Vrancea 3.14 348 3.09 351 349 377 335 332 359 326 333 323

Source: Authors’ own contribution
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Another issue that requires attention is the low score obtained for adaptability, both at
the minimum and maximum levels. The inability of the respondent prefectures to effect
change represents a significant challenge to their capacity to absorb knowledge, improve
in terms of efficiency, and even to have timely and proactive responses. It is not surprising
that the score is low, given that we are talking about a public organization. However, it
is concerning to observe a lack of preparedness for the unknown. Consequently, a more
flexible administrative reform is required that encourages change, promotes innovation,
and supports the simplification of procedures. However, this reform must also have clear,
quantifiable performance indicators. A procedure can be universally applied but adapted
to local needs and context. In essence, the reform should be ‘think globally, act locally’.

The data shows that the North-West and South-West counties received lower scores
compared to less developed counties from the North-East region, such as Botosani,
Neamt, and Vilcea. The level of development and complexity of tasks can impact perfor-
mance, stability, and quality of work. Adequate monitoring systems, simplification, and
digitalization of tasks can help improve overall quality. Therefore, it is possible that more
developed counties, such as Cluj, Bihor, or Satu Mare, have greater responsibilities and, as
a result, are better equipped to maintain a strong and stable organizational culture than
smaller, less advanced counties.

From an optimistic perspective, it is noteworthy that nearly all prefectures included
in this study demonstrated high values for their ‘core values’ indicating a robust founda-
tion for organizational cohesion, group synergy, and unity. However, these values cannot
be amplified if the creation of change is not a core belief. Resistance to change can be a
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Figure 3: Organizational culture traits
Source: Authors’ own contribution
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significant obstacle to the success of an organization, regardless of its unity and camarade-
rie. This issue is prevalent at the national level and affects all types of public institutions,
primarily due to the complexity and inconsistency of the legal and legislative framework.
Regarding the four traits composed of the twelve dimensions, the values appear to be
average. The highest score was obtained by ‘mission’ (3.70), followed closely by ‘consis-
tency’ and ‘involvement’ (3.68). According to Denison’s model, these scores suggest that
the prefectures have an external focus while remaining stable. Considering the nature
of their work and the fact that we are discussing public institutions, a certain degree of

Table 5: The highest and lowest values of the indicators by county

Counties Mission  Consistency Involvement Adaptability
Alba 3.70 3.59 3.76 3.50
Bacéu 3.61 3.60 3.73 .28
Bihor 3.61 3.39 3.19 3.28
Bistrita-Nasaud 3.40 3.47 3.45 3.22
Botosani 3.97 3.87 4.10 3.71
Bréila 3.67 3.72 3.77 3.61
Caras-Severin 3.63 3.38 3.42 3.28
Calarasi 4.36 4.16 4.29 4.02
Cluj 3.27 3.50 3.25 3.18
Covasna 3.92 3.85 3.86 3.41
Dolj 3.75 3.99 3.69 3.54
Galati 3.4 3.63 3.86 3.38
Giurgiu 3.18 3.32 3.35 3.16
Harghita 3.7 3.54 3.62 3.50
Hunedoara 3.46 3.46 3.46 3.26
lalomita 4.10 4.01 412 3.84
lasi 3.54 3.45 3.46 3.47
lIfov 3.89 3.67 3.68 3.80
Maramures 3.83 3.63 3.46 3.57
Mehedinti 4.38 4.32 4.20 3.98
Mures 3.48 3.64 3.41 3.50
Neamt 3.85 3.88 3.7 3.7
Satu Mare 3.11 3.18 3.13 3.24
Salaj 3.79 3.67 3.59 3.57
Timis 3.81 3.73 3.79 3.59
Tulcea 4.08 3.98 413 3.77
Vaslui 3.73 3.75 3.82 3.57
Valcea 3.84 3.81 3.87 3.72
Vrancea 3.24 3.59 3.42 3.28

Source: Authors’ own contribution
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predictability and stability is expected. However, it is a pleasant surprise that the main cul-
tural trait (mission) offers an external orientation. This is crucial for prefectures as they
must be able to adapt to legislative changes, as well as the needs, trends, and challenges that
may arise in the communities they serve.

When examining the highest and lowest scores obtained by prefectures at the county
level, a similar trend was observed. It is noteworthy that out of the 29 prefectures included
in the analysis, Satu Mare, Cluj, and Giurgiu (western region) received the lowest scores
on all items, while Mehedinti, Cilirasi, and Ialomita (eastern region) received the high-
est scores. The result is intriguing, particularly considering the focus on less developed
regions. However, it is important to consider the level of institutional resilience in the pre-
fectures and its impact on the formation and maintenance of organizational culture that
aligns with individual values. Specifically, lower levels of development may result in fewer
responsibilities and challenges. In more developed areas, the stakes are higher because there
are more interconnected elements that need to be addressed and monitored. Therefore,
coherent strategies must be put in place to maintain an appropriate organizational culture
that guides the organization in a clear direction while supporting the development and
integration of its members.

7. Conclusions and recommendations

The study of organizational culture is a topic of interest for practitioners and simulta-
neously a core factor that can determine the success or failure of an organization. This is
why it is crucial to study and further continue analyzing it and trying to understand how
it influences the organization and more importantly, how it can be changed to be in tune
with the constant changes from the external environment, to be more resilient and adap-
tive to change.

In our analysis, we observed that the prefectures included in this study exhibited de-
ficiencies in three key areas: capability development (3.47), creating change (3.46), and
organizational learning (3.49). These findings are cause for concern, given the nature of
their activities and the high implications they have in terms of verifying the validity and
legality of public documents. Consequently, a preliminary recommendation pertains to
human resources. These individuals should be regarded as a valuable resource and further
investments should be made in their development. Public servants and employees should
have the opportunity to improve their skills, learn new ones, and have autonomy in their
actions. It is acknowledged that the public sector faces specificities and legal constraints,
yetitis crucial to act towards changing attitudes and developing the organization. Another
factor that should be addressed is the way individuals perceive and respond to change.
Resistance to change is a significant challenge to organizational development. Therefore,
strategies to address this issue must be adopted. One approach is to create a sense of urgen-
cy for change, explain, communicate, and debate the changes, and, most importantly, their
implications. Individuals tend to be skeptical of change because they lack understanding
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of it (sometimes) and are not adequately informed about it. This can result in individuals
limiting themselves to the status quo. It is of the utmost importance for the prefecture to
develop new strategies, as otherwise, their capability to adapt, to learn, and to improve
their procedures can be delayed, thereby weakening the organizational glue and unity of
the group.

Conversely, it was a pleasant surprise to observe that the score for empowerment (3.89)
was among the highest. This indicates that the capabilities, skills, and knowledge of the
employees are appreciated, and delegation represents an important step in this process.
However, this empowerment must be accompanied by capability development and the
promotion of clear learning processes. Additionally, it is essential to create an organization-
al climate that fosters experimentation, diversity, and knowledge-sharing tools.

Another noteworthy aspect is the fact that nearly everyone has a clear understanding of
their goals and objectives (3.87), indicating a high level of dedication, unity of direction,
and expertise. However, this is particularly relevant in an organization in the public sector,
where procedures, tasks, and responsibilities are highly standardized, making objectives re-
alistic, relatively straightforward to follow, and understandable.

Finally, it is necessary to improve flexibility. For them to be more adaptable, it is essen-
tial to provide adequate tools to insert change. This is especially important in unique or
abstract situations. It also increases the response and reaction rate, which in turn facilitates
an organizational climate that promotes continuous development for the human resource.

In conclusion, it is crucial to analyze and understand organizational culture. However,
it is important to recognize that public institutions have specific ways of functioning due
to their constraints and the nature of their work. In addition, it is important to consid-
er external pressures, legal constraints, and the fact that the outcomes produced by pub-
lic institutions cannot always be quantified, making it challenging to offer performance
guidelines.
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