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CUVINTE CHEIE

Lidership performant, stiluri de leadership, viziune, institutie de cultura, lider eficient,
lider performant, lider vizionar, lider de excelentd, performanta organizationald, cultura

organizationala, lider femeie, lider barbat, leadership participativ.

INTRODUCERE

Actualitatea, oportunitatea si necesitatea cercetarii stiintifice

Provocarea actuald a institutiilor de culturd din Roménia constd in existenta si
interdependenta dintre leadership si performanta organizationala.

De ce este necesara perfectionarea leadershipului la nivelul institutiilor de cultura
din Romdnia?

Consideram ca sporirea capacitatii institutiilor de a accepta si promova leadershipul ca
forma de conducere in interiorul lor, poate duce la performanta organizationald, prin atingerea
obiectivelor mai repede si mai bine.

Leadershipul se manifesta diferit in institutii, “fiind influentat de o mare diversitate de
factori, cei mai importanti fiind legati de personalitatea liderului, de caracteristicile
sustinatorilor sai si de specificitatea contextului in care acesta evolueaz™.!

Provocdrile in domeniul cultural determind o crestere semnificativa a cererii pentru
leadership performant.

Pe fondul schimbarilor substantiale din domeniul culturii, noile reglementari de
formare nu sunt singurele standarde: liderii trebuie sa dea dovada de abilitati de conducere,
acordand o atentie deosebita modificarii conditiilor de munca si promovarii unei noi culturi de
formare bazate pe concepte inovatoare.

Managementul sectorului cultural este practicat in doud moduri diferite. Tn primul
rand, se referd la gestionarea competenta a organizatiilor din sectorul cultural, asigurandu-se
ca acestea sunt viabile din punct de vedere financiar, juridic si cu un personal bine organizat.
Tn al doilea rand, inseamnd a conduce chiar cultura - a face munc, productii si proiecte care
prezintd moduri diferite de a gandi, de a simti si de a experimenta lumea - aducand dinamism

economiei si societatii mai largi.

! Nastase, M., Stiluri de leadership in cadrul organizatiilor, Revista Economia Seria Management, Anul IX, Nr.
2, 2006, p. 30



Managementul cultural, la fel ca si cultura ins&si, vine de la oameni diferiti si poate fi
practicata in multe moduri. Se referd la managerii si directorii de rang in institutiile de cultura
subventionate; functionarii publici care dezvoltd si implementeaza politici. Tn sectorul
cultural, nimeni nu trebuie s& detind monopol asupra conducerii.

Competentele de lider sunt instrumentele, comportamentele si capacitatile de care o
persoana are nevoie pentru a avea succes in motivarea si dirijarea celorlalti. Cu toate acestea,
abilitatile de conducere adevarate implica ceva mai mult; capacitatea de a ajuta oamenii sa
creasca in propriile lor abilitati. Se poate spune ca cei mai de succes lideri sunt cei care i
determind pe altii sa atinga succesul.

"Desi exista modalitati oficiale si prevederi legale clare de a rezolva problemele
aparute pe parcursul activitatii, multi dintre managerii existenti preferd improvizatia in locul
managementului, iar cea mai mare parte a institutiilor nu reusesc sa instituie proceduri
manageriale corespunzatoare pentru operatiunile repetabile. "2

"Toate institutiile sunt mult prea dependente de personalitatea conducatorului, astfel,
se genereaza, erori majore de ritm si chiar de identitate la schimbarile de mandat. Nu sunt
rezultatul unor analize manageriale viziunile asupra identitatii institutiilor publice, ci

exprimarea unor deziderate personale ale managerilor, ceea ce le determin instabilitatea.™

Considerdm necesard o "regandire a dezvoltarii conducerii** in contextul mediului
inconjurator rapid si incert de astazi.

Obiectivul acestei teze de doctorat 1l reprezintda oferirea unui instrument de lucru
conducatorilor de institutii de culturd din Romania care doresc sa obtind performantd. La
scara largd, aceastd lucrare este recomandata oricarui individ care se doreste lider performant
la orice nivel de conducere. Lucrarea cu titlul Profilul liderului performant in cadrul
institutiilor de cultura din Romdnia, este un document practic, inainte de toate, un ghid de
bune practici, de unde cei interesati pot s& gaseasca sfaturi concrete si exemple de actiuni pe
care le pot implementa la nivelul entitatii pe care o conduc.

Teza de doctorat este organizata in cinci capitole:

CAPITOLUL 1 - Abordari teoretice ale leadershipului in economia contemporand,

se doreste a fi un periplu in analiza genezei si evolutiei conceptului de leadership. Prin

intermediul acestui demers stiintific, se doreste evidentierea ca si disciplind de sine statdatoare,

2 Ibidem, p. 266

® Ibidem, p. 233

*https://d2mgquk73h8xisw.cloudfront.net/media/filer public/filer public/2016/10/17/leading_the future final 10
00.pdf, 17.10.2016, 15.00




leadershipul; separarea acestuia de management. Identificarea diferentelor dintre cele doua
concepte constituie o alta preocupare a prezentei cercetari.

CAPITOLUL al 2-lea - Particularitati ale leadershipului din institutiile de culturd
din Romdnia, este dedicat prezentarii stilurilor de leadership, tipologiilor de lideri,
diferentelor de gen din economia bazatd pe cunoastere si particularitatilor leadershipului din
institutiile de culturd din Romania, in general si din muzeele din Regiunea Sud-Muntenia, in
particular.

Tot n acest capitol este analizat leadershipul Tn contextul intercultural, precum si
particularitatile acestuia. Comportamentul etic constituie cerinta unui leadership perfomant.
Diferentele dintre stilurile de leadership ale femeilor si ale barbatilor sunt analizate
comparativ tinandu-se seama de contextul socio-economic actual.

In CAPITOLUL al 3-lea - se prezintd Cadrul conceptual, epistemologic si
metodologic al realizérii demersului stiintific. Sunt prezentate principalele concepte care stau
la baza lucrarii. Se realizeaza identificarea particularitatilor conceptului de lider din domeniul
cultural si importanta acestuia Tn cultura organizationald. Tn acelasi timp, se ncearcd o
abordare psihologica a leadershipului.

Tn capitolul al 3-lea se realizeazd abordarea epistemologicd si cadrul metodelor
cantitative si calitative de cercetare in scopul elaborérii chestionarului, ca instrument de
culegere a informatiilor, care sa raspunda cat mai bine la ipoteza centrald si ipotezele de lucru
ale lucrarii stiintifice.

CAPITOLUL al 4-lea - Analiza si interpretarea rezultatelor cercetdrii, prezinta
campul de lucru rezultatele chestionarului si interpretarea datelor in vederea validarii sau nu a
ipotezelor demersului stiintific.

Tn urma aplicarii chestionarului se doreste colectarea de informatii pe baza experientei
si perceptiei respondentilor cu privire la importanta existentei unor lideri performanti n
institutiile de cultura si identificarea calitatilor unui lider eficient care sa conducad la
performanta organizationala.

CAPITOLUL al 5-lea - Modelul de leadership performant in culturd. La baza
realizarii acestui model sta relatia dintre stilul de leadership si performanta organizationala.

Modelul de lider performant vrea sa vina in intdmpinarea conducatorilor din institutiile
de cultura din Romania, si nu numai, ca o sursa de inspiratie.

Crearea acestui model a plecat de la nevoia pefectdrii relatiei dintre leadership si

performanta organizationala.



Contributiile personale si propunerile de perfectionare a stilului de leadership in
institutiile de culturd din Romdnia, se doresc a aduce un aport de contributii teoretice si
personale cu scopul de a imbunatati stilul de leadership din institutiile roméanesti.

Limitele demersului stiintific, cit si perspectivele de dezvoltare a cercetdrii constituie
ultima parte a lucrarii.

Cele cinci capitole sunt precedate de o introducere in care sunt prezentate
oportunitatea si actualitatea tematicii tezei de doctorat, precum si structura acesteia. Lucrarea
se incheie cu centralizarea concluziilor rezultate in urma demersului stiintific de la teorie la
studiu de caz — analiza profilului liderului performant din cadrul muzeelor din Regiunea Sud-
Muntenia.

Bibliografia si anexele stau la baza demersului stiintific ca fundament solid de

informatii.
PARTEA I - STUDIUL LITERATURII DE SPECIALITATE

CAPITOLUL 1 — ABORDARI TEORETICE ALE LEADERSHIPULUI IN
ECONOMIA CONTEMPORANA

1.1. Definirea conceptului de leadership

Tn ultimul deceniu, leadershipul s-a conturat ca o componentd a eficientizarii
managementului, prezentand o specificitate aparte si manifestand o influentd majora, de multe
ori decisiva, asupra performantelor organizatiilor.

,»,Cei mai multi dintre specialisti definesc leadershipul ca proces de influenta sociala in
care liderul cere participarea de buna voie a subordonatilor la un efort in vederea atingerii
obiectivelor organizationale.”

Leadershipul este prezentat de specialisti in management, precum, Nicolescu O. si
Verboncu ., ca fiind “abilitatea unui manager de a obtine implicarea efectiva a unor persoane
in implementarea unui anumit curs de actiune”.®

Leadershipul este un fenomen complex care atinge multe alte procese importante
organizationale, sociale si personale. Acesta depinde de procesul de influentd prin care
oamenii sunt inspirati sa lucreze n directia obiectivelor de grup, nu prin constrangere, ci prin

motivare personald. Aceasta din urma fiind acceptata ca o chestiune de alegere personala,

5 Vagu, P., Stegaroiu, |., Lideriatul de la teorie la practica, Ed. Bibliotheca, 2006, pag 4
® Nicolescu O., Verboncu . Management, Editia a Ill-a, Editura Economic3, Bucuresti, 2000, p. 513



convins de propriile predispozitii, convingeri si situatie profesionalda, Tnsa sub rezerva
asumarii ipotezelor care stau la baza abordarii personale.

Vagu P. si Stegaroiu I. apreciaza leadershipul ca fiind “puterea de a invinge, de a reusi
si exercitarea autoritatii”’.

Toate definitiile leadershipului au ca elementul comun influenta.

1.2. Evolutii ale conceptului de leadership

Tnca din cele mai vechi timpuri cunostintele s-au dezvoltat n functie de cerintele
practice. Astfel, a aparut necesitatea indeplinirii anumitor functii de management, obligatorii

pentru atingerea obiectivelor in cadrul colectivitatii.

1.3. Curente de abordare ale leadershipului prin teorii si modele

Au fost identificate doud variabile in functie de care au fost grupate principalele
abordari de leadership: dinamica comportamentului si nivelul situationalitatii.

Prima variabild, dinamica comportamentului, ia in considerare analiza liderului static
sau in dinamica.

Analiza calitatilor de leadership (static) presupune Tnsusiri stabile si permanente ale
individului, trasaturi Tnnascute care-i sunt necesare pentru a fi eficient.

Analiza modelelor de comportament de leadership (in dinamica) se fundamenteaza pe
actiunile liderului, nu pe calitatile Tnnascute.

Cea de-a doua variabild, nivelul situationalitatii, se raporteaza, pe de o parte, la ideea
universalitatii si, pe de alata parte, situationalitatea care este consideratd definitorie pentru
eficienta liderului.

Astfel s-au conturat trei directii de teorii si modele de leadership:

1.Teoria calitatilor liderilor

2.Teoriile comportamentelor liderilor

3.Teoriile leadershipului situational

1.Teoria calitatilor liderilor — a fost impusa de cercetatorii: J. Adair, W. Bennis,
B.M. Bass, K. Davis, E.E. Ghiselli, S. Kirkpatrick, E.A. Locke si R. Stogdill. Aceasta teorie
este cea mai veche si mai este cunoscuta si drept “teoria oamenilor mari, liderii se nasc $i nu

<8
se formeaza ™.

7 Stegdroiu, 1., Vagu, P., Lideriatul de la teorie la practica, Editura Bibliotheca, 2006, pag 8.
8 Vagu, P., Stegaroiu, |., Lideriatul de la teorie la practica, Editura Bibliotheca, 2006, p. 133



Modelul Kirkpatrik-Locke privind traséturile personale ale liderului® vine in sprijinul
conturarii profilului unui lider eficient cu prezumtia ca liderul trebuie s& propuna o viziune pe
care abia apoi adeptii sa 0 puna in opera.

2.Teoriile comportamentelor liderilor au la bazd urmatoarele stiluri:

-teoriile X si Y ale lui McGregor;

-cele trei stiluri de leadership ale lui K. Lewin;

-modelul Universitatii de Stat Ohio;

-modelul Universitétii din Michigan;

-stilurile de lideriat ale lui R. Likert;

-grila manageriala a lui R.R. Blake si J.S. Mouton;

-teoria liderului agent de recompense si sanctiuni.*

3.Teoriile leadershipului situational pornesc de la prezumtia conform careia
comportamentul liderului este diferit n functie de situatie, astfel s-au remarcat urmatoarele
modele de leadership:

-modelul situational al lui F.E. Fielder;

-teoria resurselor cognitive;

-modelul “cale-obiectiv” al lui R.J. House si T.R. Michell (teoria integrarii successive
a obiectivelor personale);

-modelul leadershipului situational al lui P. Hersey si K. Blanchard (teoria maturitatii
subordonatilor) ;

-modelul de leadership situational Hersey-Blanchard revizuit de J.R. Nicholls ;

-modelul situational de luare a deciziilor Vroom-Jago si Yetton (teoria normative a
ludrii deciziei sau modelul participarii liderului);

-modelul leadershipului situational Stinson-Jonson;

-modelul de leadership Tannenbaum-Schmidt;

-modelul valorilor in concurenta — Modelul Quinn;

-modelul de leadership al lui W. Reddin.

1.4. Leadership versus management — functii si principii

Bennis W. a identificat o reald fisurd in activitatea de conducere, si anume, “prea

multe din organizatiile de astizi sunt supramanageriate si sublideriate”"*.

% Kirkpatrick, S.A., Locke, E.A., Leadership do traits realy matter?, Academy of Management, May 1991, op.
cit. p. 49-56, Vagu, P., Stegdroiu, ., Lideriatul de la teorie la practica, Editura Bibliotheca, 2006, p. 148

19 Ibidem, p. 156

11 Bennis, Warren G., On becoming a leader , Paperback, Second Edition, 2003, p. 218

10



Organizatiile, din nefericire, sunt mai mult gestionate (managed) si mai putin conduse
(lead). Organizatiile de succes cautda oameni cu potential de a deveni lideri si 1i stimuleaza

dezvoltandu-le abilitatile de conducere.

1.5. Lideri versus manageri - asemanari si deosebiri

Diferentele dintre manager si lider, conform analizei realizate de Bennis W. vor fi

sintetizate in tabelul de mai jos.

Tabelul 1.5.1. Principalale caracteristici ale managerului versus liderului

Managerul Liderul
Administreaza Inoveaza
Mentine Dezvolta
Se bazeaza pe control Se bazeaza pe incredere
Viziune pe termen scurt Viziune pe termen lung

Sursa: prelucrat de autor dup Bennis W.*

1.6. Strategii de leadership

Tn urma unei cercetéri ample, in care au fost analizate interviurile si notele ficute pe
un esantion de nouazeci de lideri, W. Bennis si B. Nanus au concluzionat existenta a patru
strategii in activitatea de conducere®®.

Strategia I — atentie prin intermediul viziunii — inseamna concentrare.

Strategia II — semnificatie prin intermediul comunicarii.

Strategia III — Incredere prin intermediul pozitionarii.

Strategia 1V — dezvoltarea sinelui prin intermediul respectului de sine pozitiv.

1.7. Stiluri de leadership

Stilurile de leadership adoptate de cétre lideri sunt influentate de principalele calitati
native ale acestora, dar si de pregatirea si formarea lor profesionala.
,» Stilul de conducere reprezinta un anumit mod de exercitare a functiilor de manager-

lider, caracterizat printr-un ansamblu de atitudini si metode de lucru adoptate, cu deosebire

12 Bennis W., Nanus B. , Liderii. Strategii pentru preluarea conducerii — cele patru secrete ale artei de a
conduce, Editura Business Tech International Press, 2000, p. 47

3 Bennis W. si Nanus B. , Liderii. Strategii pentru preluarea conducerii — cele patru secrete ale artei de a
conduce, Editura Business Tech International Press, 2000, p. 47

11



prin trasaturile specific ale relatiilor cu subalternii, precum si cu mediul extern. Stilul de
conducere poate fi definit ca felul de a lucra cu oamenii.“**
Rolul liderului este de a descoperii si stimula talentele fiecarui membru al grupului, de

a stabili normele si de a promova armonia si colaborarea.

1.8. Principalele tipologii de lideri

Organizatii ,,similare din punct de vedere tipologic si al dotarii, obtin rezultate diferite,
in mare mésurd, datoritd modului de gandire si de actiune al liderilor, de tipologia liderului.”*®

Tipologii de lideri:

1. Autoritar — autocratic, tranzactional;

2. Procedural — birocratic, orientat pe sarcini;

3. Transformational — carismatic, subordonatii sunt inspirati de carisma Si energia
liderului;

4. Participativ — democratic, convingator, consultativ, liderul ia decizia finala, dar
echipa a contribuit la luarea deciziilor, cere opiniile echipei si le foloseste, acceptd propuneri
si discuta problemele cu subordonatii;

5. Laissez-Faire, Laisser-Passer (I&sati s se facd, lasati s& treacd)'® — liderul care nu
este recunoscut oficial, conduce doar pentru satisfacerea nevoilor echipei, aceasta din urma

fiind implicata in decizii.

CAPITOLUL 2 - PARTICULARITATILE LEADERSHIPULUI
DIN INSTITUTIILE DE CULTURA DIN ROMANIA

2.1. Leadershipul in context intercultural si particularititile acestuia

Integrarea reald a Romaniei In Uniunea Europeand presupune castigarea de cétre
societatea romaneasca a respectului si recunoasterea utilitatii acesteia.

Dupa Revolutia din 1989, economia Romaniei a suferit schimbari majore, a trecut de
la o forma centralizatd a conducerii la cea de tipul economiei de piatd. Trecerea a fost una

greoaie din cauza lipsei de informatie si a temerilor in adoptarea modelelor straine.

Y puiu, A., Management analize si studii comparative, Editia a I11-a, Editura Independenta Economica, 2007,
p.41

5 Burdus, E., Popa, I., Fundamentele managementului organizatiei, Editura Pro Universitaria, Editia a I11-a,
2016, p.81

18 Laissez-Faire, Laisser-Passer, Doctrind economica aparuta in Franta, in sec. al XVII-lea, atribuitd lui Vincent
Gournay si promovata de fiziocrati. A cunoscut maxima dezvoltare in sec. al XIX-lea in Europa Occidentald. A
sustinut politica economica a liberului schimb sau a liberei concurente si neinterventia statului in economie

12



Sectorul cultural roménesc este constient de nevoia urgentd de dezvoltare a unui
leadership eficient si responsabil, dar in acelasi timp Tnca se simte lipsa de pregatire pentru

intdmpinarea unui leadership performant la toate nivelurile societatii roméanesti.

2.2. Comportamentul etic — cerinta unui leadership performant

Etica trebuie privita mai mult ca un mod de comportament bazat pe principii si valori
morale, universal valabile.

Conceptul de ,leadership moral” si manifestarile lui n cadrul organizatiilor a luat
amploare in ultima perioada pe fondul necesitatii existentei la toate nivelurile societatii a unor

lideri capabili s& inteleaga importanta dezvoltarii competentelor morale.

2.3. Femeia lider si barbatul lider in economia bazata pe cunoastere

2.3.1. Ipoteze si teorii care explica diferentele dintre femeia lider si
barbatul lider

Tn cadrul acestui subcapitol vom analiza diferentele de gen in leadership cu ajutorul
ipotezelor si teoriilor identificate in literatura de specialitate.

Ipoteze si teorii care explica diferentele dintre femeia lider si barbatul lider:

-diferente n eficienta si obtinerea succesului ca lider;

-diferente biologice ntre femei si barbati;

-diferente reale sau de perceptie.

S-a dezvoltat credinta in stilul de leadership feminin bazat pe incredere, creativitate,
inovatie si motivare al carei scop este de a pune ih contact femeile dedicate dorintei lor de a fi
lideri eficienti cu cele care sunt lideri de urmat, astfel aceste modele autentice punand bazele

unei societati orientate spre dezvoltare sustenabila si progres.

2.3.2. Analiza comparativa intre stilurile de leadership ale femeilor si
ale barbatilor

La Tnceputul deceniului al V-lea, a aparut dihotomia: orientare pe relatii
interpersonale si orientare pe sarcini.
Liderul orientat pe relatii interpersonale are grija de nevoile de dezvoltare ale

subordonatilor.
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Liderul orientat pe sarcini are asteptari de la subordonati, ca acestia s& respecte
regulile si procedurile, s& se ridice la standarde cat mai inalte de performanta si sa respecte
relatia sef- subordonat.

2.3.3. Provocari pentru femeile lider in conditiile socio-economice actuale

Capacitatea de a crea este specifica leadershipului, cele doua concepte sunt
interdependente.

Leadershipul feminin este unul de tip participativ, non-ierarhic, orientat spre grup,
flexibil. Acesta impune transformarea vulnerabilitdtilor in calitati, dezvoltarea empatiei,
colaborarea si gandirea de perspectiva.

Obstacolele care au stat in calea dezvoltarii femeii ca lider au fost de-a lungul vremii:

discriminarea, fragilitatea fizica si familia.

PARTEA A II-A — CADRUL CONCEPTUAL, EPISTEMOLOGIC,
METODOLOGIC SI INTERPRETAREA REZULTATELOR
CERCETARII

CAPITOLUL 3 - CADRUL CONCEPTUAL, EPISTEMOLOGIC SI
METODOLOGIC

3.1. Cadrul conceptual al leadershipului si particularitatile acestuia in

domeniul cultural

3.1.1. Conceptele fundamentale

Tn acest capitol se doreste clarificarea termenilor utilizati in cadrul acestei cercetari
stiintifice.
Institutia culturald este o structurd de stat care are ca obiectiv conservarea Si
promovarea culturii.
Conceptul de leadership, in sensul sau larg, este definit ca:
- abilitatea de a crea o viziune clara;
- capacitatea de a impartdsi aceasta viziune cu ceilalti si de a-i motiva sa o urmeze;
- capacitatea de a pune la dispozitia celorlalti logistica necesara pentru a avea succes

n urmarirea viziunii si gestionarea riscurilor care pot succede respectivei viziuni.
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3.1.2. Abordarea psihologica a leadershipului

Din punct de vedere psihologic, leadershiplul suportd multiple abordari, data fiind
natura lui variabila.
Tn urma analizei literaturii de specialitate am regasit patru abordari ale leadershipului, si
anume:
1.abordarea bazata pe trasaturile de caracter;
2.abordarea functionala sau de grup;
3.abordarea comportamentala;

4.abordarea situationala.

3.1.3. Leadershipul si cultura organizationala

Liderii au un rol determinant in crearea unei culturi organizationale eficiente care sa
contribuie la cresterea performantelor organizatiei.

Definitia datd de Puiu A. conceptului de culturd organizationald este cd aceasta
“reprezintd un ansamblu structurat al rezulatelor materiale si spirituale ale organizatiei,
integrand un sistem de valori si convingeri care este cultivat si transmis sistematic in randul

membrilor s&i si in afara unitatii respective.”’

3.2. Abordarea epistemologica a cercetarii stiintifice

Abordarea empiricd confera cercetarii stiintifice o caracteristica orientatd spre
centralizarea si interpretarea informatiilor si datelor observabile in cadrul careia am folosit ca
instrumente de cercetare chestionarul si analiza informatiilor.

Abordarea descriptiva s-a axat pe colectarea si selectarea datelor si informatiilor, prin
metode cantitative si calitative, al carei rezultat s-a concretizat in aprecieri personale, opinii si
concluzii asupra temelor propuse si analizate.

Abordarea interpretativa a constat in tratarea fenomenelor si proceselor identificate in
cadrul entitatilor analizate, in contextul teoretico-metodologic abordat, in bibliografia studiata
care permit ntelegerea culturii organizatorice a entitatilor, dar si a practicilor utilizate n

realitatea observata, avand ca scop identificarea cat mai realistd a semnificatiilor acestora.

7 pyiu, A, Management analize si studii comparative, Editia a 111-a, Editura Independenta Economicd, 2007,
p.184
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3.3. Cadrul metodologic de elaborare a cercetarii stiintifice

3.3.1. Caracteristici ale metodelor de cercetare calitative

Demersul stiintific are in vedere analiza stilului de leadership prezent in institutiile de
culturd din Romania prin prisma identificarii opiniei si a atitudinii membrilor organizatiilor
fatd de conducere precum si a nivelului de implicare a acestora in realizarea actului de
conducere, deoarece acestea reprezintd elemente importante pentru a asigura atingerea

obiectivelor organizatiei.

3.3.2. Caracteristici ale metodelor de cercetare cantitative

Chestionarul — metoda de cercetare cantitativa
Tn urma analizei comparative a metodelor de cercetare calitative si cantitative, am
considerat ca metoda care raspunde cel mai bine scopului cercetérii si atingerii obiectivelor

propuse este ancheta pe baza de chestionar.

3.3.3. Scopul, obiectivele si ipotezele cercetarii

La formularea ipotezelor am avut ca punct de plecare studiul literaturii de specialitate
si cele mai importante aspecte ale performantei organizationale din perspectiva leadershipului
performant, Tn concordanta cu obiectivele de cercetare propuse.

Obiectivul general - Scopul cercetarii:

Identificarea principalelor caracteristici care contureaza profilul liderului
performant in institutiile de culturd din Roménia in vederea evidentierii rolului
stilului de leadership si a influentei acestuia asupra performantei organizationale.

Obiectivele specifice ale cercetarii:

I.1. Identificarea si analiza diferitelor stiluri de leadership.

I.2. Evidentierea principalilor determinanti ai performantei organizationale in
institutiile de cultura.

I.3. Identificarea si analiza caracteristicilor dominante in profilul liderului
performant in institutiile de culturid din Roménia.

L.4. Realizarea unei comparatii intre stilurile de leadership raportat la diferentele
de gen.

Ipoteza centrala a cercetarii stiintifice:

Stilul de leadership influenteazi in mod direct perfomanta organizationala, iar
un stil de leadership eficient determina cresterea performantelor organizationale

din institutiile de cultura din Romania.
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Ipotezele cercetarii stiintifice:

Temele de cercetare abordate prin ipotezele formulate sunt urmatoarele:

Tema 1. Caracteristicile stilurilor de leadership (Ipoteza 1)

Tema 2. Relatia leadership — perfomanta organizationala (Ipoteza 2)

Tema 3. Diversitatea de gen in leadershipul din institutiile culturale din Roméania
(Ipoteza 3)

H.1. Majoritatea angajatilor din institutiile de cultura cunosc principalele stiluri
de leadership si caracteristicile acestora.

H.2. in mare misuri, angajatii din institutiile de culturi analizate apreciazi
liderul existent ca fiind unul eficient si care conduce la performanta
organizationala.

H.3. Genul liderului influenteaza performanta organizationali a institutiilor de

cultura din Roméania.

3.3.4. Elaborarea chestionarului utilizat in cercetare

Chestionarul 1si propune colectarea de informatii pe baza experientei si perceptiei
respondentilor cu privire la:
» opinia angajatilor din muzeele din Regiunea Sud-Muntenia referitoare la identificarea
corecta a stilurilor de conducere abordate de managerii acestora;
» opinia angajatilor cu privire la performanta stilului de leadership adoptat de conducere
si a performantei organizationale;

» diversitatea de gen in leadershipul muzeelor din Regiunea Sud-Muntenia.

CAPITOLUL 4 - ANALIZA SI INTERPRETAREA
REZULTATELOR CERCETARII

4.1. Aplicarea chestionarului si culegerea datelor

Chestionarul a fost aplicat la nivelul a 23 de muzee din 7 judete ale Regiunii Sud-
Muntenia, chestionarul a fost administrat unui numar de 200 de persoane, manageri Si non-
manageri. Au fost completate fizic si on-line prin intermediul  link-ului

http://www.isondaje.ro/sondaj/484482141/ si au rezultat 186 de chestionare valide.

4.2. Analiza statistica a datelor si interpreatarea rezulatatelor

Obiectivul analizei fiind determinarea tendintei centrale.
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Obiectivul analizei diferentiale fiind identificarea unor diferente statistice intre

esantioane (grupuri) de respondenti.

4.3. Validarea ipotezelor

Ipoteza centrala a cercetirii stiintifice: “Stilul de leadership influenteaza in mod
direct perfomanta organizationald, iar un stil de leadership eficient determind cresterea
performantelor organizationale din institutiile de cultura din Roménia.”, a fost confirmata.

Ipotezele cercetirii stiintifice:

Ipoteza.l. ,,Majoritatea angajatilor din institutiile de cultura cunosc principalele stiluri
de leadership si caracteristicile acestora”, a fost confirmata.

Ipoteza.2. ,In mare masurd, angajatii din institutiile de culturd analizate apreciaza
liderul existent ca fiind unul eficient si care conduce la performantd organizationala”, a fost
confirmata.

Ipoteza.3. ,,Genul liderului influenteazd performanta organizationala a institutiilor de
cultura din Romania”, nu a fost confirmata.

Tn urma analizarii si interpretarii datelor din chestionar, rezultd cd ipotezele
demersului stiintific sunt validate, deoarece majoritatea angajatilor din institutiile de cultura
analizate cunosc principalele caracteristici ale stilurilor de leadership, apreciaza liderul din
organizatie ca fiind unul eficient, iar genul liderului nu influenteaza performanta institutiei, iar
femeile si barbatii In pozitia de lider pot ajunge la performanta daca au capacitatea de a defini

si a urmari viziunea organizatiei.

PARTEA A III-A - MODELUL DE LIDER PERFORMANT iN
CADRUL INSTITUTIILOR DE CULTURA DIN ROMANIA
CAPITOLUL 5 - MODELUL DE LIDER PERFORMANT iN CADRUL
INSTITUTIILOR DE CULTURA DIN ROMANIA

5.1. Profilul liderului eficient si performanta organizationala

Pentru atingerea obiectivelor propuse, am urmarit identificarea principalelor
instrumente si metode prin care liderii pot contribui la cresterea performantelor din institutiile
de cultura.

Tn prezent, forta de munca este diversificatd, bine pregitita, sofisticatd si informata.

Astfel, nu mai functioneaza stilul de conducere abuziva faci ca mine sau pleci, care se
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bazeaza pe control absolut si comanda. Pentru rezultate excelente se cer lideri care castiga, nu
impun, respectul echipei pe care o coordoneaza.

Tn concluzie, dac este identificat comportamentul care asigura eficientd in leadership,
acesta poate fi invatat, iar daca sunt necesare calitati native, atunci vor fi selectati oamenii

care le poseda.

5.2. Liderul eficient si gestionarea resurselor

Un lider eficient are o gandire pozitiva si idei constructive, pe care le transmite
oamenilor din echipd, oameni pe care ii face s& se simta apreciati.

Liderul eficient nu concureaza, ci creeaza, el este un vizionar creativ.

5.3. Liderul vizionar sau de excelenta

Liderul de excelenti este liderul care are o gandire productiva si viziune.

Modelul liderului de excelenta este exaltat, umil, vizionar si inspirat, dar in acelasi
timp dedicat s& serveasca oamenilor pe care i conduce. Acesta propaga idealismul si este cel
mai mare lider din toate timpurile pentru domeniul pe care 1l reprezinta. A prezentat 0 mare
rezistentd, a luat o serie de decizii bune, astfel circumstantele l-au ajutat sa devinad un lider
predominant.

Increderea reprezinté baza, temelia, fundatia leadershipului. Aceasta nu este suficienta
fara credinta oamenilor ca ceea ce reprezinta liderul este in beneficiul lor. Sa conduci este o
dovada de mare curaj, deoarece oamenilor le cresc asteptarile.

Liderul trebuie s& aiba simultan viziune clara Si strategie.

Viziunea presupune sacrificarea planurilor pe termen scurt in favoarea celor pe termen

lung.

5.4. Proiectarea modelului de lider performant in cadrul unei

institutii de cultura din Roméania

Leadershipul a devenit o resursa vitala pentru institutiile de culturd din Roménia si
este stans legat de obtinerea performantei organizationale.

Fiecare muzeu are n specificul lui o culturd organizationald care include un set de
valori, norme, proceduri pe care membrii acestuia si le Thsusesc si le impartasesc.

Un leadership performant trebuie s tind cont de acest aspect, si s&-i determine pe
membrii institutiei sa participe la proliferarea si sustinerea unei culturi organizationale

durabile.
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Strategiile si politicile de leadership eficient au ca scop crearea unui climat favorabil
integritatii si respectului la nivelul membrilor organizatiei; incurajarea recrutarii de persoane
cu o calificare inalta.

Un lider performant ia in considerare ideile si opiniile personalului angajat prin
organizarea de intalniri si programe de comunicare. Prin realizarea de studii sistematice,
crearea de chestionare pentru cunoasterea opiniilor si comportamentelor managerilor de varf
si de mijloc, cét si a personalului de executie se pot obtine evaluari corecte pe baza carora se
vor fundamenta strategiile de dezvoltare si pregatire profesionala.

Liderii din muzee trebuie sa dezvolte politici interne de resurse umane prin care sa
incurajeze mentalitatea deschisa la posibilitatea de a vorbi liber a angajatilor, de a-si exprima
opiniile neingradit si de a participa activ la actul de indeplinire a obiectivelor organizatiei.

Vectorul de coeziune dintre interior Si exterior este reprezentat de renumele institutiei.
Imaginea pe care o reprezintd institutia este rezultatul aprecierii de catre societate a muncii
concentrate avand ca scop atingerea obiectivelor comune.

Problemele reale cu care se confruntd muzeele din Romania sunt legate de lipsa
personalului calificat, si permanent actualizat cu legislatia si bunele practici.

Managementul resurselor umane este ineficient; din lipsa de personal, apare cumulul
corespunzatoare.

Liderul performant trebuie s& analizeze situatiile problematice si sa le trateze cu toata
responsabilitatea.

Este neproductiv sa delegi competente unor angajati care nu au formarea profesionala
necesara indeplinirii sarcinilor repartizate. Liderul performant poate, in schimb, sa identifice
abilitatile angajatilor, si indrume spre perfectionare acestora prin atestari si calificari
recunoscute formal. Astfel, Tn situatiile limitd poate contracara prin delegarea competentelor.

Un lider performant se straduieste sa mentina un echilibru rational al controlului pe
care 1l exercita asupra membrilor organizatiei: un control suficient pentru asigurarea realizarii
obiectivelor, fard a provoca membrilor sentimente de frustrare si care sa genereze nesupunere.

Instrumentul folosit de lider pentru a coordona activitatea este reprezentat de influenta,
ca sursa a puterii, si constd in capacitatea de a determina o tertd persoand sa realizeze
obiectivele ca si cum ar fi ale ei.

Procesul de dobéndire a influentei, in cazul liderului performant, este pozitiva si se

.....

informatiile, expertiza si carisma acestuia.
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Principala resursd a unei institutii este capitalul uman, deziderat ce impune
valorificarea acestia la nivel de entitate printr-un leadership corect si motivant.

Liderul este cel care are capacitatea de a utiliza, cu prioritate, potentialul resursei
umane prin intermediul unei coordondri pozitive, dar este si responsabil de rezultatele
institutiei. Scopul liderului este acela de a identifica legatura dintre obiectivele individuale si
cele ale entitatii pentru a duce la indeplinire misiunea.

Modelul de lider propus este de tip participativ sau orientat spre individ.

Un lider care se doreste a fi performant trebuie sa se identifice cu urmatoarele
caracteristici:

-este un exemplu de comportament de urmat — un lider care isi doreste sa impuna
respect, trebuie sa reprezinte un bun model pentru subordonati;

-este orientat spre rezultate si urmareste viziunea organizatiei;

-incurajaza loialitatea fatd de grup si sustine munca n echipa;

-Incearca sa mentina un echilibru in distanta sociala fatd de subordonati;

-incurajaza initiativa angajatilor si acordd recompense doar pe baza performantelor si
rezultatelor.

Tn concluzie, liderul performant este cel care sustine munca In echipa si cooperarea,
ridicd moralul si spiritul de echipd; folosesc resursele umane disponibile in functie de talentele
si abilitatile personale ale fiecaruia; identificd moduri de abordare individuale din punct de

vedere al motivarii, coordonarii si eficientizarii; cauta sa adere la valori comune.

CONCLUZII

Aceasta teza de doctorat reprezinta un studiu despre perceptia asupra conducatorului
existent pe care 0 au angajatii din institutiile de culturd din Romania, in general, si din
muzeele din Regiunea Sud-Muntenia, in particular si cum un manager obisnuit se poate
transforma intr-un lider performant.

Primul pas a fost acela al analizei situatiei actuale si cel de-al doilea pas a fost acela al
propunerilor de corectare a atitudinii conducatorului fata de subordonati, astfel incat s& putem
discuta despre un model de lider care aduce performanta in institutie cooptand toata echipa.

Tn vederea elucidarii tematicii tratate, am recurs la prelucrarea datelor colectate n
urma aplicarii chestionarului cu ajutorul metodelor si programelor statistice.

Liderul performant este un vizionar, capabil sa dezvolte strategii, s& aiba un plan si
dorintd de coordonare a echipei spre un obiectiv viitor. Liderii eficienti sunt datori sa gaseasca

solutii pentru rezolvarea problemelor, s& mentind eficacitatea grupului si sa dezvolte
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identitatea grupului. Trebuie sa fie dinamici, pasionati, sa aiba o influentd motivationala
asupra altor persoane, sa castige respectul si increderea membrilor echipei.

Constientizarea importantei leadershipului performant, chiar si la nivelul unei institutii
publice, ne-a convins sa ne stabilim ca obiectiv general al cercetarii stiintifice - identificarea
principalelor caracteristici care contureazd profilul liderului performant in institutiile de
culturd din Roménia 1n vederea evidentierii rolului stilului de leadership si a influentei
acestuia asupra performantei organizationale.

Avénd in vedere prima ipoteza - “Majoritatea angajatilor din institutiile de culturd
cunosc principalele stiluri de leadership si caracteristicile acestora” se constatd ca
respondentii, indiferent de pregatirea profesionalda sau pozitia pe care o detin in cadrul
institutiilor de culturd analizate, au suficiente informatii, cat si capacitatea de a indentifica si
sintetiza aspectele legate de caracteristicile si stilul de leadership adoptat de conducatorul
existent. Respondentii au dat dovada ca sunt informati si actualizati raportat la tendintele
actuale ale unui leadership performant.

Mediile relativ ridicate, rezultate Th urma centralizarii rezultatelor, certifica faptul ca
angajatii din institutiile de culturd analizate sunt constienti de ceea ce exista in realitate, cat si
de ceea ce se doreste pentru conturarea profilului liderului performant.

Tn cazul celei de-a doua ipoteze - “In mare masura, angajatii din institutiile de cultur
analizate apreciaza liderul existent ca fiind unul eficient si care conduce la performanta
organizationald”, in urma aplicérii chestionarului la nivel de management, cét si la personal de
executie, au rezultat medii relativ crescute, fapt ce ne certifica stadiul actual al leadershipului
din institutiile de culturd analizate, ca fiind unul relativ eficient cu posibilitatea reald de
performare.

Ca urmare a mediilor relativ ridicate rezultate in urma aplicérii chestionarului, se
observa existenta unui profil de lider eficient existent in institutiile analizate, cu posibilitate de
performare, cét si o corelatie intre atributele liderului performant si performanta profesionala.

Cea de-a treia ipoteza - “Genul liderului influenteazd performanta organizationala a
institutiilor de cultura din Roménia” este infirmatd de rezultatele cercetérii care ne aratéd ca
sunt suficiente femei in pozitia de lider in cadrul institutiilor de culturd si mai mult decét atat,
acestea beneficiaza de pachete salariale similare cu cele ale liderilor barbati; sunt apreciate ca
fiind interesate de succes la fel ca si barbatii, au fost apreciate ca lideri performanti cu
aproximativ aceleasi caracteristici ca si barbatii; nu sunt discriminate in acest sector al

culturii.
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Proiectarea modelului de lider performant s-a realizat pornind de la oportunitatea si
necesitatea fundamentarii teoretice-metodologice a acestui tip de lider. S-a facut o
fundamentare stiintifica plecand de la literatura de specialitate, iar ih plan aplicativ si practic
s-a recurs la o cercetare empirica care sa contribuie la propagarea cadrului de referinta pentru
reperele metodologice necesare liderilor din institutiile de culturd pentru a putea atinge
performanta organizationala.

Modelul de lider performant este rezultatul unui demers stiintific investigativ, specific
care dezvolta utilizarea metodelor cantitative si calitative combinate cu paradigmele

cercetarii.

CONTRIBUTII PERSONALE

Demersul stiintific se defineste printr-o abordare personala a tematicii leadershipului
prin luarea in calcul a perceptiei pe care o0 au membrii grupului raportat la conducétori.

Contributii cu caracter de sinteza:

-modalitatea de abordare a leadershipului s-a concetizat intr-o cercetare a stadiului
cunoasterii in domeniu pana n prezent, analizand literatura de specialitate si invocand expertii
Tn domeniul tematicii demersului propus;

-definirea conceptelor utilizate in realizarea demersului stiintific care au stat la baza
unei noi paradigme a leadershipului eficient si performant;

-la baza rationamentului tezei de doctorat a stat capacitatea de sinteza si analiza.

Contributii cu caracter teoretic:

-studiul investigativ al leadrshipului in relatie directd cu performanta organizationala;

-introducerea de abordari noi in teoria leadershipului si anume liderul performant;

-recomandarea eficientizarii leadershipului ih domeniul cultural prin aducerea in
sprijinul liderilor a modalitatilor si tehnicilor de invatare, prin dezvoltarea motivarii,
coordonarii si eficientizarii.

Contributii cu caracter stiintific:

-realizarea si prezentarea celor trei rapoarte intermediare Tn cadrul celor trei ani de
cercetare doctorala;

-eleborarea tezei de doctorat.

Utilitatea demersului stiintific:

-demersul stiintific se doreste a fi un ghid metodologic si de bune practici pentru
specialistii in domeniul leadershipului.

Noutatea demersului stiintific:
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-abordarea prin comparatie a diferentelor de concepte si teorii ale leadershipului din
perspectiva Strategiei sectoriale in domeniul culturii si patrimoniului national pentru perioada
2014-2020 cu scopul obtinerii unui leadership performant;

-realizarea unei cercetdri asupra practicilor de conducere existente in institutiile de

culturd din Romania.

LIMITELE DEMERSULUI STIINTIFIC

Acest demers stiintific este limitat din punctul de vedere al generalizarii rezultatelor si
interpretarilor, fapt ce se datoreaza, din ratiuni obiective, dificultdtii de a extinde cercetarea la

un nivel mai mare.

PERSPECTIVE DE DEZVOLTARE A CERCETARII

Sub aspectul confirmarii ipotezei centrale, avem recomandari pentru cercetarile
viitoare:

-elaborarea unui studiu de identificare a celor mai bune practici in domeniul
leadershipului Th domeniul cultural poate consta intr-o cercetare ulterioard;

-aprofundarea studiului relatiei dintre leadership si performanta organizationala.
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INTRODUCTION

Actuality, opportunity and necessity of scientific research

The current challenge of cultural institutions in Romania is the existence and
interdependence between leadership and organizational performance.

Why is it necessary to improve the leadership in cultural institutions in Romania?

We believe that increasing the capacity of institutions to accept and promote the
leadership as a form of management, within them, can lead to organizational performance by
achieving goals faster and better.

Leadership is different in institutions, "being influenced by a wide variety of factors,
the most important being linked to the leader's personality, the characteristics of his
supporters and the specificity of the context in which he evolves™®.

Challenges in the cultural field determine a significant increase in demand for
leadership performance.

Against the backdrop of substantial changes in culture, new training regulations are
not the only standards: Leaders must demonstrate leadership skills, paying particular attention
to changing working conditions and promoting a new culture of training based on innovative
concepts.

The management of the cultural sector is practiced in two different ways. Firstly, it
refers to the competent management of cultural sector organizations, ensuring that they are
financially, legally viable and well-staffed. Secondly, it means to lead culture itself - to do
work, productions and projects that present different ways of thinking, feeling and
experiencing the world - bringing dynamism to wider economy and society.

Cultural management, just like culture itself, comes from different people and can be
practiced in many ways. It refers to managers and senior executives in subsidized culture
institutions; public employees who develop and implement policies. In the cultural sector, no
one should have a monopoly over leadership.

Leadership skills are the tools, behaviors and capabilities that a person needs to be
successful in motivating and directing others. However, real driving skills imply a little more;
the ability to help people grow in their own abilities. It can be said that the most successful

leaders are the ones that lead others to achieve success.

18 Nastase, M., Stiluri de leadership in cadrul organizatiilor, Revista Economia Seria Management, Anul IX, Nr.
2, 2006, p. 30.
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"Although there are formal arrangements and clear legal provisions to address issues
that have arisen during the activity, many of the existing managers prefer improvisation
instead of management, and most institutions fail to put in place appropriate managerial
procedures for repeatable operations"*®

"All institutions are too dependent on the personality of the leader, and thus, major
errors of rhythm and even identity are generated at mandate changes. It is not the result of
managerial analyzes the views on the identity of public institutions but the expression of

personal desires of managers, what determines their instability"°

21 in the context of

We consider it necessary to "rethink the leadership development
the uncertain environment today.

The objective of this doctoral thesis is to offer a working tool to the leaders of cultural
institutions in Romania who want to achieve performance. On a large scale, this work is
recommended to any individual who wants to be a leading leader at any level of leadership.
The title of the Profile of the Performing Leader in Cultural Institutions in Romania is a
practical document, above all a good practice guide, where people can find concrete tips and
examples of actions that they can implement at the entity level which they lead.

The doctoral thesis is organized in five chapters:

CHAPTER 1 - Theoretical Approaches to Leadership in Contemporary Economy
wishes to be a voyage in analyzing the generation and evolution of leadership concept.
Through this scientific approach, it is desired to emphasize as self-discipline, leadership; its
separation from management. Identifying the differences between the two concepts is
another concern of this research.

CHAPTER 2 - The particularities of leadership in cultural institutions in Romania,
is devoted to the presentation of leadership styles, leadership typologies, gender differences in
the knowledge economy, and the particularities of leadership in cultural institutions in
Romania, in general and in museums in the South-Muntenia Region in particular.

Also in this chapter is analyzed the leadership in the intercultural context, as well as its
peculiarities. Ethical behavior is the requirement of a leading leadership. The differences
between the leadership styles of women and men are analyzed comparatively taking into

account the current socio-economic context.

9 Ibidem, p. 266

2 Ibidem,p. 233

Zhttps://d2mguk73h8xisw.cloudfront.net/media/filer public/filer public/2016/10/17/leading_the future final 1
000.pdf, 17.10.2016, 15.00
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In CHAPTER 3 - The conceptual, epistemological and methodological framework
for the realization of the scientific approach is presented. The main concepts underlying the
paper are presented. The identification of the particularities of the leadership concept in the
cultural field and its importance in the organizational culture is realized. At the same time, a
psychological approach to leadership is being attempted.

In Chapter 3, the epistemological approach and the framework of quantitative and
qualitative research methods are being developed in order to elaborate the questionnaire as a
tool for collecting the information, which best responds to the central hypothesis and the
working hypotheses of the scientific paper.

CHAPTER 4 - Analyzing and interpreting the results of the research, presenting the
field of work of the questionnaire and interpreting the data in order to validate or not the
hypotheses of the scientific approach.

The application of the questionnaire seeks to collect information based on the
experience and perception of respondents about the importance of performing leaders in
cultural institutions and identifying the qualities of an efficient leader leading to
organizational performance.

CHAPTER 5 - The leadership model in culture. The basis for this model is the
relationship between leadership style and organizational performance.

The leading performance model wants to meet the leaders of cultural institutions in
Romania, and not only as a source of inspiration.

The creation of this model has evolved from the need for the relationship between leadership
and organizational performance.

Personal contributions and proposals to improve the leadership style in cultural
institutions in Romania, it want to contribute a theoretical and personal contributions in order
to improve the leadership style in Romanian institutions.

The limits of the scientific approach as well as the research development
perspectives are the last part of this study.

The five chapters are preceded by an introduction presenting the opportunity and the
actuality of the thesis topic, as well as its structure. The work ends with the centralization of
the conclusions resulting from the scientific approach from theory to case study - the analysis
of the profile of the leading leader in the museums of the South-Muntenia Region.

The bibliography and annexes underlie the scientific approach as a solid foundation

for information.
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PART I - THE RESEARCH OF THE SPECIALTY LITERATURE
CHAPTER 1 - THEORETICAL APPROACHES OF LEADERSHIP IN
THE CONTEMPORARY ECONOMY

1.1. Defining the concept of leadership

In the last decade, leadership has emerged as a component of management efficiency,
with a distinct specificity and a major, often decisive, influence on the performance of
organizations.

"Most of the specialists define leadership as a process of social influence in which the
leader asks the subordinates to participate freely in an effort to achieve organizational
goals"?.

Leadership is presented by specialists in management as well, Nicolescu O. and 1. Verboncu
as "the ability of a manager to achieve effective involvement of persons in implementing a
particular course of action"?.

Leadership is a complex phenomenon that reaches many other important
organizational, social and personal processes. It depends on the process of influence by which
people are inspired to work towards group goals, not by constraint, but by personal
motivation. The latter is accepted as a matter of personal choice, convinced of their own
predispositions, beliefs and professional situation, but subject to the assumptions underlying
the personal approach.

Vagu P. and Stegaroiu I. appreciate leadership as "the power to defeat, to succeed and
exercise authority"?*.

All the definitions of leadership have the influence as the common element.
1.2. The evolution of the leadership concept

Ever since ancient times, knowledge has developed in line with practical requirements.
Thus, have appeared the necessity of fulfilling certain management functions, which are
mandatory for the achievement of the objectives within the community.

%2 \/agu, P., Stegdroiu, |., Lideriatul de la teorie la practicd, Ed. Bibliotheca, 2006, pag 4
2% Nicolescu O., Verboncu I. Management, Editia a 11-a, Editura Economica, Bucuresti, 2000, p. 513
2% Stegéroiu, |., Vagu, P., Lideriatul de la teorie la practica, Editura Bibliotheca, 2006, pag 8.
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1.3. Current approaches to leadership through theories and models

Two variables have been identified according to which the main leadership approaches
have been grouped: behavioral dynamics and situational status.

The first variable, the dynamics of behavior, takes into account the static leader's
analysis or dynamics.

The analysis of leadership qualities (static) implies the stable and permanent attributes
of the individual, the vicious features that are necessary for him to be effective.

The analysis of leadership behavior patterns (in dynamics) is based on the actions of
the leader, not on the vicious qualities.

The second variable, the level of situationality, relates, on the one hand, to the idea of
universality and, on the other hand, to the situation that is considered to be defining for the
efficiency of the leader.

Thus, three directions of leadership theories and models have emerged:

1. Theory of leadership qualities

2.Theories of leadership behaviors

3. Situational leadership theories

1.Theory of leadership qualities - was imposed by the researchers: J. Adair, W.
Bennis, B.M. Bass, K. Davis, E.E. Ghiselli, S. Kirkpatrick, E.A. Locke and R. Stogdill. This
theory is the oldest and is also known as "the theory of great people, leaders are born and do
not form"%.

The Kirkpatrik-Locke model of the leader's personal traits?® helps to shape the profile
of an effective leader with the assumption that the leader must come up with a vision that then
the followers put into the work.

2.Theories of leader behaviors are based on the following styles:

-McGregor's X and Y points;

-the three leadership styles of K. Lewin;

-Ohio State University model;

-Michigam University model,

- R. Likert’s leadership style;

- R.R. Blake and J.S. Mouton’s managerial scale;

% \/agu, P., Stegdroiu, |., Lideriatul de la teorie la practica, Editura Bibliotheca, 2006, p. 133
% Kirkpatrick, S.A., Locke, E.A., Leadership do traits realy matter?, Academy of Management, May 1991, op.
cit. p. 49-56, Vagu, P., Stegdroiu, 1., Lideriatul de la teorie la practica, Editura Bibliotheca, 2006, p. 148
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-the agent of rewards and sanctions leader theory?’.

3. The situational leadership theories start from the assumption that the leader's
behavior is different depending on the situation, so the following leadership models have been
noted:

- F.E. Fielder’s situational model;

- the cognitive resource environment;

- the "objective-path" model of R.J. House and T.R. Michell (the theory of successive

integration of personal goals);

- the situational leadership model of P. Hersey and K. Blanchard (maturity theory of

subordinates);

-the Hersey-Blanchard situational leadership model revised by J.R. Nicholls;

- Situational decision making model VVroom-Jago and Yetton (normative decision-

making theory or model of the leader's participation);

- Stinson-Jonson situational leadership model;

-the Tannenbaum-Schmidt leadership model;

- the model of values in competition - Quinn model;

- W. Reddin's leadership model.

1.4. Leadership vs. Management - Functions and Principles

Bennis W. has identified a real break in leadership activity, namely, "too many of
today's organizations are overmanaged and subdued"?®.

Organizations, unfortunately, are more managed and less leaded. Successful
organizations are looking for people with the potential to become leaders and stimulate them

by developing their leadership skKills.
1.5. Leaders vs. Managers - Similarities and Differences

The differences between manager and leader, as analyzed by Bennis W., will be

synthesized in the table below.

%" Ibidem, p. 156
%8 Bennis, Warren G., On becoming a leader , Paperback, Second Edition, 2003, p. 218
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Table 1.5.1. Main features of the manager vs. the leader

Manager Leader
Manages Innovates
Mentain Develop
Based on control Based on trust
Short-term vision Long-term vision

Source: processed by the author by Bennis W2,
1.6. Leadership strategies

Following extensive research, which analyzed interviews and scores on a sample of
ninety leaders, W. Bennis and B. Nanus concluded that there were four strategies in
leadership®.

Strategy I - attention through vision - means concentration.

Strategy II - Significance through Communication.

Strategy 111 - Confidence Through Positioning.

Strategy IV - Self-development through positive self-esteem.

1.7. Leadership styles

The leadership styles adopted by leaders are influenced by their native qualities, as
well as by their professional training and education.

"Leadership style is a certain way of exercising leadership functions, characterized by
a set of attitudes and working methods adopted, especially through the specific features of
relationships with subordinates, as well as with the external environment. Driving style can be
defined as a way to work with people"!
The role of the leader is to discover and stimulate the talents of each member of the

group, to establish the norms and to promote harmony and collaboration.

2% Bennis W., Nanus B. , Liderii. Strategii pentru preluarea conducerii — cele patru secrete ale artei de a conduce,
Editura Business Tech International Press, 2000, p. 47

%0 Bennis W. si Nanus B. , Liderii. Strategii pentru preluarea conducerii — cele patru secrete ale artei de a
conduce, Editura Business Tech International Press, 2000, p. 47

! Puiu, A., Management analize si studii comparative, Editia a I11-a, Editura Independenta Economica, 2007,
p.41.
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1.8. The main types of leaders

Organizations "similar to typology and endowment, achieve different results, largely
due to the way of thinking and action of the leaders, the typology of the leader."*
Typologies of leaders:
1. Authoritarian - autocratic, transactional;
2. Procedural - bureaucratic, task-oriented;
3. Transformational - charismatic, their subordinates are inspired by the charisma and
the energy of the leader;
4. Participative - democratic, convincing, consultative, the leader takes the final
decision, but the team has contributed to the decision making, requires the team's
opinions and uses them, accepts proposals and discusses the issues with the
subordinates;
5. Laissez-Faire, Laisser-Passer* - the leader who is not officially recognized, leads

only to meet the needs of the team, the latter being involved in the decisions.

CHAPTER 2 - THE PARTICULARITIES OF THE LEADERSHIP IN
CULTURAL INSTITUTIONS IN ROMANIA

2.1. The leadership in an intercultural context and its particularities

Romania's real integration into the European Union means that Romanian society
gains respect and recognizes its usefulness.

After the Revolution of 1989, Romania's economy underwent major changes, it went
from a centralized form of leadership to a type of market economy. The passage was
cumbersome because of the lack of information and fears about adopting foreign models.

The Romanian cultural sector is aware of the urgent need for the development of an
efficient and responsible leadership, but at the same time it still feels a lack of preparation for

meeting a leading leadership at all levels of Romanian society.

%2 Burdus, E., Popa, I., Fundamentele managementului organizatiei, Editura Pro Universitaria, Editia a I11-a,
2016, p.81

%% Laissez-Faire, Laisser-Passer, Doctrind economica aparuta in Franta, in sec. al XVI1I-lea, atribuita lui Vincent
Gournay si promovatd de fiziocrati. A cunoscut maxima dezvoltare n sec. al XIX-lea in Europa Occidentald. A
sustinut politica economicad a liberului schimb sau a liberei concurente si neinterventia statului in economie
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2.2. Ethical Behavior - Requirement of a Performant Leadership

Ethics must be seen more as a behavior based on principles and moral values,
universally valid. The concept of "moral leadership” and its manifestations within
organizations has gained momentum in the context of the need for leaders at all levels of
society to understand the importance of developing moral skills.

2.3. The leading woman and the leading man in the knowledge economy

2.3.1. Hypotheses and theories that explain the differences between the

leading woman and the leading man

Within this subchapter we will analyze the gender differences in leadership with the
hypotheses and theories identified in the literature.

Hypotheses and theories explaining the differences between the leading woman and
the leading man:

-difficulties in efficiency and achieving success as a leader;

- biological differences between women and men;

- real or perceptual differences.

It developed the belief in the women's leadership style based on trust, creativity,
innovation and motivation whose purpose is to bring women into contact with their desire to
be effective leaders with those who are leaders, so these authentic models lay the foundation
for a society oriented towards sustainable development and progress.

2.3.2. Comparative analysis between the leadership styles of women and men

At the beginning of the 5th decade, the dichotomy appeared: orientation on
interpersonal relations and task orientation.

The leader oriented on interpersonal relationships takes care of the subordinates'
development needs.

The task-oriented leader has expectations from subordinates, that they follow the rules
and procedures, meet the highest standards of performance and respect the subordinate
relationship.
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2.3.3. Challenges for leading women in current socio-economic conditions

The ability to create is specific to the leadership, the two concepts are interdependent.

Women's leadership is participatory, non-hierarchical, group-oriented, flexible. It
requires the transformation of vulnerabilities into qualities, the development of empathy,
collaboration and perspective thinking.

The obstacles to women's development as a leader have been over time:

discrimination, physical fragility and family.

PART II - CONCEPTUAL, EPISTEMOLOGICAL,
METHODOLOGICAL FRAMEWORK AND THE INTERPRETATION
OF RESEARCH RESULTS

CHAPTER 3 - THE CONCEPTUAL, EPISTEMOLOGICAL AND
METHODOLOGICAL FRAMEWORK

3.1. Conceptual framework of leadership and its paeticularities in the

cultural field
3.1.1. Fundamental concepts

This chapter seeks to clarify the terms used in this scientific research.

The cultural institution is a state structure that aims to preserve and promote the
culture.

The concept of leadership, in its broad sense, is defined as:

- the ability to create a clear vision;

- ability to share this vision with others and motivate them to follow;

- the ability to provide logistics for others to be successful in pursuing the vision and

managing the risks that may follow that vision

3.1.2. The psychological approach to the leadership

From a psychological point of view, leadership supports multiple approaches, given its

variable nature.
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Following the review of the literature, we found four approaches to leadership,
namely:

1. the approach based on character traits;

2. Functional or group approach;

3. behavioral approach;

4. situational approach.
3.1.3. The leadership and organizational culture

The leaders play a decisive role in creating an effective organizational culture that can
helpthe increase of the organizational performance.

The definition given by Puiu A. to the concept of organizational culture is that it
"represents a structured ensemble of material and spiritual summaries of the organization,
integrating a system of values and beliefs that is cultivated and transmitted systematically

among its members and outside of that unity"**.

3.2. Epistemological approach of scientific research

The empirical approach give to scientific research an oriented characteristic to the
centralisation and interpretation of the observable informations and data in which we used the
questionnaire and information analysis as research tools.

The descriptive approach have focused on the collection and selection of data and
information, by quantitative and qualitative methods, whose the outcome materialized in
personal appraisals, opinions and conclusions on the proposed and analyzed themes.

The interpretative approach consisted in the treatment of the phenomena and processes
identified within the analyzed entities, in the theoretical and methodological context
approached, in the studied bibliography which allows the understanding of the organizational
culture of the entities, but also of the practices used in the observed reality, aiming to identify
as realistically as possible their meanings.

* Puiu, A., Management analize si studii comparative, Editia a I11-a, Editura Independenta Economica, 2007,
p.184
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3.3. Methodological framework for the development of scientific research
3.3.1. Characteristics of qualitative research methods

The scientific approach envisages the analysis of the leadership style present in the
Romanian cultural institutions through the identification of the opinion and the attitude of the
members of the organizations towards the board as well as the level of their involvement in
the conducting act as these are important elements for ensures the achievement of the

organization's goals.
3.3.2. Characteristics of the quantitative research methods

Questionnaire - Quantitative research method

Following the comparative analysis of qualitative and quantitative research methods, we
considered that the method best suited to the purpose of research and the achievement of the
proposed objectives is the invetigate based on the questionnaire.

3.3.3. Purpose, objectives and hypotheses of research

In formulating the hypotheses we had as a starting point the study of the specialized literature
and the most important aspects of the organizational performance from the perspective of the
leading leadership, in accordance with the proposed research objectives.

The overall objective - purpose of the research:

Identification of the main characteristics characteristics that outline the profile of the efficient
leader in cultural institutions in Romania in order to highlight the role of the leadership style
and its influence on organizational performance.

The specific objectives of the research:

I.1. Identification and analyze of different leadership styles.

I.2. Highlighting the main determinants of organizational performance in cultural
institutions.

1.3. Identification and analyzing of the dominant characteristics in the profile of the
efficint leader in cultural institutions in Romania.

1.4. Make a comparison of leadership styles with gender differences

The central hypothesis of scientific research:

o1



The leadership style directly influences organizational performance, and an effective
leadership style determines organizational performance in cultural institutions in
Romania.

Hypotheses of scientific research:

The research themes addressed by these formulated hypotheses are the following:
Theme 1. Features of Leadership Styles (Hypothesis 1)

Theme 2. Leadership relation - Organizational Performance (Hypothesis 2)

Theme 3. Gender Diversity in Leadership in Cultural Institutions in Romania
(Hypothesis 3)

H.1. Most employees in cultural institutions know the main leadership styles and their
characteristics.

H.2. To a large extent, the employees of the analyzed cultural institutions appreciate the
existing leader as being efficient and conducive to organizational performance.

H.3. The leader's genre influences the organizational performance of cultural
institutions in Romania.

3.3.4. Elaboration of the research questionnaire

The questionnaire aims to collect information based on respondents' experience and
perception:

- the opinion of the employees from the museums in the South-Muntenia Region
regarding the correct identification of the management styles approached by their
managers;

-Employees' opinion on the performance of leadership style adopted by management
and organizational performance;

- Gender diversity in the leadership of museums in the South-Muntenia Region.

CHAPTER 4 - ANALYSIS AND INTERPRETATION OF RESEARCH
RESULTS

4.1. Applying the questionnaire and collecting the data

The questionnaire was applied at 23 museums in 7 counties of the South-Muntenia
Region, the questionnaire was administered to 200 persons, managers and non-managers.
They were physically completed online through the link
http://www.isondaje.ro/sonda)/484482141/ and 186 valid questionnaires resulted.
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4.2. Statistical analysis of data and interpretation of results

The objective of the analysis is to determine the central trend.
The objective of the differential analysis is to identify statistical differences between
sample (s) of respondents.

4.3. Validation of hypotheses

The central hypothesis of scientific research: "Leadership style directly influences
organizational performance, and an effective leadership style determines the growth of
organizational performance in cultural institutions in Romania”, was confirmed.

Hypotheses of scientific research:

Ipoteza.1. "Most of the employees in cultural institutions know the main leadership
styles and their characteristics", was confirmed.

Ipoteza.2. "To a large extent, the employees of the analyzed cultural institutions
appreciate the existing leader as being efficient and conducive to organizational
performance”, was confirmed.

Ipoteza.3. "The gender of the leader influences the organizational performance of
cultural institutions in Romania", has not been confirmed.

As a result of analyzing and interpreting the data from the questionnaire, it results that
the assumptions of the scientific approach are validated because the majority of the employees
of the analyzed cultural institutions know the main characteristics of the leadership styles, the
leader of the organization appreciates as efficient one and the leader's genre does not
influence the performance of the institution, and women and men in leadership can achieve

performance if they have the ability to define and follow the vision of the organization.
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PART III - PERFORMANCE LEADER MODEL IN ROMANIAN
CULTURAL INSTITUTIONS

CHAPTER S - PERFORMANCE LEADER MODEL IN ROMANIAN
CULTURAL INSTITUTIONS

5.1. Efficient leader profile and organizational performance

In order to achieve the objectives we have aimed the identification of the main tools
and methods by which the leaders can contribute to increasing performance in cultural
institutions.

Nowadays,, the workforce is diverse, well-prepared, sophisticated and informed. Thus,
the abusive leadership style do like me or go, is not working anymore, which is based on
absolute control and command. For excellent results it demand leaders who win, do not
impose, the respect of the team that they coordinate.

In conclusion, if the behavior that provides leadership efficiency is identified, it can be
learned, and if native qualities are required, then the people who possess them will be
selected.

5.2. Effective leader and resource management

An efficient leader has positive thinking and constructive ideas, which he conveys to
people in the team, people who make them feel appreciated.

The efficient leader does not compete, but creates, he is a creative visionary.
5.3. The visionary leader or the leader of excellence

The leader of excellence is the leader with productive thinking and vision.

The model of the leader of excellence is exalted, humble, visionary and inspired, but at
the same time dedicated to serving the people he leads. He propagates the idealism and is the
greatest leader of all time for the field it represents. He showed great resistance, took a
number of good decisions, so the circumstances helped him become a predominant leader.

The trust is the foundation, of leadership. This is not enough without the people's
belief that what the leader represents is for their benefit. To lead is a great courage, because
for people are raising their expectations.

The leader must simultaneously have a clear vision and strategy.
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The vision involves the giving up to short-term plans in favor of long-term ones.

5.4. Designing the model of the efficient leader within a cultural institution

in Romania

Leadership has become a vital resource for Romanian cultural institutions and is tied
to achieving organizational performance. Each museum has its own organizational culture
that includes a set of values, norms, procedures that its members acquire and share them.

An efficient leadership must take this into account, and make it possible for members
of the institution to participate in the proliferation and support of a sustainable organizational
culture.

Effective leadership strategies and policies aim to create a climate favorable to
integrity and respect for members of the organization; encouraging the recruitment of highly
qualified people.

A good leader takes into account the ideas and opinions of the staff employed by
organizing meetings and communication programs. Through systematic studies, by creation
of questionnaires for knowing the opinions and behaviors of top and middle managers, and
executives staff too, may had accurate evaluations on the basis of which the development and
training strategies will be based.

The real problems faced by museums in Romania are related to the lack of qualified
staff, and constantly updated with legislation and good practices.

Human resource management is inefficient; because of the lack of staff, the cumulus of
functions and the assumption of important responsibilities by employees without appropriate
training.

The efficient leader has to analyze problematic situations and treat them with all
responsibility. It is unproductive to delegate tasks to some employees who do not have the
necessary training to carry out their assigned tasks. The efficient leader can identify the skills
of the employees, and guide them towards qualifications. Thus, in limit situations, he can
counteract by delegating the competencies.

An efficient leader strives to maintain a reasonable balance of control over the
members of the organization: sufficient control to ensure the achievement of goals, without
causing frustration to the members and generating disobedience. The instrument used by the
leader to coordinate the activity is the influence as a source of power and consists in the
ability to determine a third person to achieve the goals as if its were of him.
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The process of acquiring the influence, in the case of a efficient leader, is positive and
is achieved by gaining and increasing credibility, evidence of results, knowledge, information,
expertise and charisma.

The main resource of an institution is the human capital, desideratum which requires
its valorisation at entity level through a fair and motivating leadership.

The leader is the one who has the capacity to use, the potential of the human resource
through positive coordination, but is also responsible for the results of the institution. The
goal of the leader is to identify the link between the individual goals and those of the entity in
order to carry out the mission.

The proposed leader model is participatory and oriented to the individual.

A leader who wants to be efficient must identify himself with the following
characteristics:

- is an example of behavior - a leader who wants to impose respect, must be a good

model for subordinates;

- Is result-oriented and follows the organization's vision;

- encourages group loyalty and supports teamwork;

- strives to maintain a balance in the social distance to the subordinates;

- encourages employee initiative and rewards only based on performance and results.

In conclusion, the efficient leader is the one who supports teamwork and cooperation,
suports morale and team spirit; use the available human resources according to each person's
talents and abilities; identifies individual approaches to motivation, coordination and

efficiency; seek to adhere to common values.

CONCLUSIONS

This PhD thesis is a study of the perception of the existing leader of the Romanian
cultural institutions in general and of the museums in the South Muntenia Region in particular
and how a regular manager can turn into an efficient leader. The first step was the analysis of
the current situation, and the second step was that of proposing to correct the attitude of the
leader towards the subordinates, so that we could discuss about a leadership model that brings
performance to the institution co-opting the whole team. In order to elucidate the topic, we
used the data collected after applying the questionnaire using statistical methods and

programs.
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The efficient leader is a visionary, capable of developing strategies, having a plan and
desire to coordinate the team towards a future goal. Efficient leaders find solutions to solve
the problems, maintain group effectiveness, and develop group identity. They have to be
dynamic, passionate, have a motivational influence on others, gain the respect and trust of
team members.

Awareness of the importance of effective leadership, even at the level of a public
institution, has convinced us to establish ourselves as a general objective of scientific research
identifying the main features that outline the profile of the efficient leader in Romanian
cultural institutions in order to highlight the role of leadership its influence on organizational
performance.

Considering the first hypothesis - "Most employees from cultural institutions know the
main leadership styles and their characteristics”, it is noticed that the respondents, regardless
of their professional training or their position within the analyzed cultural institutions, have
enough information, as well as the ability to identify and synthesize aspects of the leadership
characteristics and style adopted by the existing leader. Respondents have shown that they are
informed to the current trends of a efficient leadership.

Relatively high scores resulting from the centralization of results, certify that
employees in the analyzed cultural institutions are aware of what actually exists and what they
want to shape the profile of the performant leader.

In the case of the second hypothesis - "In a large extent, the employees of the analyzed
cultural institutions appreciate the existing leader as an efficient and that lead to the
organizational performance”, following the application of the management questionnaire, as
well as for the execution personnel , have resulted in relatively high scores, which certify the
current state of leadership in the analyzed cultural institutions as being relatively efficient
with the real possibility of performance.

As a result of the relatively high scores resulted from the application of the
questionnaire, there is an efficient leadership profile in the analyzed institutions, with the
possibility of performance, as well as a correlation between the attributes of the efficient
leader and the professional performance.

The third hypothesis - "The genre of the leader influences the organizational
performance of cultural institutions in Romania” is denied by the results of research that show
us that there are enough women in the position of leader in the cultural institutions and
moreover, they benefit from salary packages similar to those of male leaders; they were rated
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as performing leaders with the same characteristics as men; are not discriminated in this
sector of culture.

The elaboration of the efficient leader was based on the opportunity and necessity of
the theoretical-methodological substantiation of this type of leader. A scientific substantiation
has been made from the literature, and in practical and practical terms, empirical research has
been carried out to contribute to the dissemination of the reference framework for the
methodological milestones needed by the leaders of the cultural institutions in order to
achieve the organizational performance.

The Leadership Model is the result of an investigational scientific approach that
develops the use of quantitative and qualitative methods combined with the research

paradigms.

PERSONAL CONTRIBUTIONS

The scientific approach is defined by a personal approach to leadership issues by
taking into account the perception of group members as reported to the leaders.
Contributions with a synthesis character:
- the leadership approach was modeled on research into the state of knowledge in the field so
far, analyzing the literature and invoking the experts in the field of the proposed approach;
-defining the concepts used in the realization of the scientific approach that were the base of a
new paradigm of efficient leadership;
- at the basis of the reasoning of the doctoral thesis was the ability of synthesis and analysis.
Contributions of theoretical nature:
- Investigational study of leadership in direct relationship with organizational performance;
-the introduction of new approaches into the leadership theory, namely the efficient leader;
-the recommendation of the improving leadership in cultural field by bringing, for the leaders
support, tge learning modalities and techniques, by developing the motivation and
coordinations.
Contributions of a scientific character:
-Realization and presentation of the three intermediate reports during the three years of
doctoral research;
-doctoral thesis elaboration.

Usefulness of the scientific approach:
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-This scientific researcher wants to be a methodological guide and of good practices for
specialists in the field of leadership.

The novelty of the scientific approach:

- Comparison approach of the differences in concepts and theories of leadership from the
perspective of the Sectoral Strategy in the field of culture and national patrimony for the

period 2014-2020 with goal to obtaining a efficient leadership.

THE LIMITS OF SCIENTIFIC DEMARCHE

This scientific approach is limited, from the point of view, to the generalization of
results and interpretations, which is due, for objective reasons, to the difficulty of extending

the research to a higher level.

RESEARCH DEVELOPMENT PERSPECTIVES

In terms of confirming the central hypothesis, we have recommendations for future research:

- the development of a study for identifying best practices in the field of cultural leadership,
can consist in a further research;

- Deepen the research into the relationship between leadership and organizational

performance.
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