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ORGANIZATIONAL CULTURE AND CLIMATE
IN SHAPING THE COMPETITIVENESS OF ENTERPRISES —
SELECTED PROBLEMS OF SOFT MANAGEMENT OF AN ORGANIZATION

Culture and organizational climate are factors involved in the process of shaping the competitiveness of organizations,
including enterprises. The issues raised in this paper are emphasizing interdisciplinary management and outline the prob-
lem, which is a part of a soft management area. The aim of the study is to present organizational culture and climate in
shaping the competitiveness of enterprises. A research hipothesis was taken: competitiveness of enterprises can be shaped
by culture and organizational climate which are inherent elements of soft management. Presented hypothesis was developed
based on the interpretations of literature, which uses, among other things: logical reasoning (otherwise: logical thinking)
and perception, allowing to combine different aspects into one compact unit and giving the image of the analyzed reality.
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a-p IMaBea /:kekaHbCHKHH,
Inemumym Ilpasa, Exonomixu i Ynpaeninus, Ynieepcumem im. Ana Koxanoscvroeo y Kenvye
a-p Mixan Anam JlemneBcbkni,
Incmumym Menedacmenmy, Yuieepcumem im. fna Koxanoscvkozo y Kenvye

OPTAHIBAIIVMHA KYJIBTYPA I KJIIMAT Y ®OPMYBAHHI
KOHKYPEHTOCHHPOMOXHOCTI HIAIMMPUEMCTB — BUBPAHI ITPOBJIEMH
M’AKOTI'O YITPABJITHHS OPTAHI3ALIETIO

Konkypenmocnpomosichicms nionpuemcme CRpUYUHAEMbCS KYILIMYPHUM A OPeaHi3ayitiHuM KIIMAmMoM, wjo € He-
810 EMHUM elleMeHmMOM M 'AK020 YnpasninHsi. Memorw 00cniodcents € npedCmasieHHs: OpeaHizayitiHol Kyibmypu ma Kii-
mamy y opmyeanHi KOHKYPEHmMOCHPOMOXCHOCmI nionpuemcms. Kynemypa ma opeanizayiiinuil Kiimam € pakxmopamu, sxi
bepymb yuacmo y npoyeci Gopmyeans KOHKYPEHMOCHPOMONCHOCII opeanizayill, 30kpema nionpuemems. [lumanns, no-
Ppyuteni 8 ybomy OOKYMeHmi, HA20AOULYIOTb HA MIJNCOUCYUNTTHAPHOMY MEHEONCMEHMI.

Knrouosi cnosa: opeanizayitina Kyiemypa, OpeauizayitiHuil Kiimam, M’SIKA KOHKYPEHMOCHPOMOMNCHICMb, M saKe
VRPA6IIHHA.

1-p IlaBea [l:xkexkaHbCKMI,
Unemumym Ilpasa, Exonomuxu u Ynpaenenus, Ynusepcumem um. Ana Koxanosckoeo ¢ Kenvye
a-p Muxana Agam JlemHeBckuii,
Hnemumym Meneooicmenma, Ynusepcumem um. HAna Koxanosckozeo ¢ Kenvye

OPTAHU3AIIUOHHASA KYJIBTYPA U KIIUMAT B ®OPMUPOBAHUN
KOHKYPEHTOCIOCOBHOCTH NPEJANPUATHUIN — U3EPAHHBIE ITPOBJEMBbI
MSTKOI'O YIIPABJIEHUS OPTAHU3AIIMEN

Konkypenmocnocobnocmus npednpusmuii Modicem onpedensimvcs KVIbmypHbLM U OP2AHUZAYUOHHBIM KIUMAMOM, KOMO-
Dpblil AGTAEMCA HEOMBEMAEMBIM INEMEHIMOM MA2K020 ynpasienus. Llenb ucciedosanus — npeocmagums OpeaHU3ayUOHHYIO
KYIbmypy t KAUMam 6 popmuposanuu KOHKYpeHmocnocoonocmu npeonpusmuil. Kyremypa u opeanu3ayuoHHulll KIumam
AGNAIOMCA pakmopamu, GTUSIOWUMY HA HPOYecC POPMUPOBAHU KOHKYPEHMOCNOCOOHOCMU Op2aHU3ayuli, 8 Mom ducie
npeonpusmuii. Bonpocwl, noonsimoie 8 amom 0oKymenme, 0eiaiom aKyenm Ha MeiCOUCYUNIUHAPHOM YIPAGIeHUU.

Kniouegvie cnosa: opeanu3ayuonnas Kyismypd, opeaHu3ayuouHbIll KIUuMam, Maekas KOHKYPEeHmMoCnocoOHOCMb, MacKoe
ynpagnetue.
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1. Introduction

Every organization seeks to create the development, which can be achieved, among others by soft manage-
ment based on organizational culture and climate, at the same time inscribing into soft competitiveness. The
problem of culture and organizational climate is moved in a number of papers forming the picture of the com-
plexity of their subject matter.

The aim of the study is to present organizational culture and climate in shaping the competitiveness of
enterprises. A research hipothesis was taken: (hipothesis 1.) competitiveness of enterprises can be shaped by
culture and organizational climate which are inherent elements of soft management. Presented hypothesis was
developed based on the interpretations of literature, which uses, among other things: logical reasoning (other-
wise: logical thinking) and perception, allowing to combine different aspects into one compact unit and giving
the image of the analyzed reality. This method uses, inter alia: theoretical experience, practical experience and
theoretical and practical experience (combining theory and practice). This method is widely used in the world
of science and business practice, forming the basis of the reactive or proactive human activity both in the world
of science, as well as in the world of business practice and mutually permeates the world of science and business
practice. In logical reasoning this method may be called the queen of methods (Le$niewski, 2017, p. 78).

2. Organizational culture and organizational climate — the concept, the essence, the importance

Organizational culture (Budzanowska-Drzewiecka, Marcinkowski, Motyl-Adamczyk, 2016, p. 5-168) is an
integral element (factor) associated with the organization, including the company. This culture is created by a
personal culture of employees or managers and executive employees (subordinates) working together for the
good of the organization. Organizational culture determines many aspects of the development of any organiza-
tion. Patterns of thinking, perception or behawior of the organization’s members perpetuate in the form of orga-
nizational culture. You can even say that organizational culture is a management model based on soft thinking,
perception and behaviour of the employees. Culture shapes the life and development of every society. It is a way
of life, enabling ties, relations between members of society as well as contacts at the place of work of the orga-
nization. Thanks to the culture one can understand the general principles and rules that affect the lives of each
of us. Culture is the beginning and the end of the organization. The true nature of man is shaped by the family,
peers or place of work. In the process of socialization personality is formulated and the traditions and cultural
values are absorbed (Price, Crapo,2003, p. 11).

A very important role in shaping the culture was played by a sociological and anthropological science, paying
attention to the fact that culture is not a work of nature, but arises as a result of human labor. Culture is a concept
that applies not only in the humanities but also in organization and management, where organizational culture is
identified with the company’s organizational effectiveness of solutions.

Overall (holistic) approach to culture points to three main categories (Czerminski, Czerska, Nogalski, Rutka,
Apanowicz, 2002, s. 583):

1) material category, consisting of techniques aimed at direct satisfying of the material needs;

2) social category, which includes the relationships and connections between people;

3) symbolic category, including general values and spiritual needs of man, societies and organizations.

The beginning of the discussion over organizational culture dates back to 1951 through A. Jaguesa. He
defined culture as the traditional way of thinking and actions of members of the organization, which must be
learned. By examining the culture of the factory in England — A. Jagues noted that it manifests itself in the
scheme of performing the same actions and things, which promotes the formation of the custom accepted by the
members of a specific group. In the first half of the twentieth century cultural phenomenon was noted by Ameri-
can sociologist E. Mayo. As a result of research he came to the conclusion that the most important factor is to
recognize human performance and listen to the employee by a superior, and it is not, as it is commonly regarded,
payment for work done. He highlighted the fact that a culture is formed for a plurality of informal groups that
demonstrate the mentality of the group having a common habits and the regularity of performing specific ac-
tions. A similar view was shared by P. Blau, who, as a result of the observations, stated that culture is a source
of business growth.

Many definitions of organizational culture mean that there is no single definition of capturing all the factors
forming the organizational culture. Each author presents his own point of view and therefore onecan determine
that are many authors there are so many definitions of culture. According to J. Penca, culture is a system of val-
ues, attitudes and patterns of behavior that has been shaped by history. The components of this definition, affect
the development of the relations of members of the organization with the external environment, affecting the
inner life of an organization (Penc, 1997, p. 207). In turn, M. Koster called the process of organizational culture
a characteristic of the limited space-time organization, which held organizational activities, as they are perceived
by their actors (Kostera, 1996, s. 13). Culture allows communication between members of the organization, af-
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fects their choices, decisions and actions. The importance of cultural organizations has many aspects including:
the economic, financial, political aspect or the aspect of employment and dismissal of employees.

Culture is processes which is happening and therefore defines the climate and the ideology of an organization
(Mole, 2000, p. 265). Organizational culture is a set of values that helps its members understand the organiza-
tion, what it stands for, how it works, what it considers important. Organizational culture (Sutkowski, 2012) is
strongly linked to organizational climate and therefore it is worth to point out the differences between climate
and organizational culture. First, organizational culture is a relatively stable product and the organizational cli-
mate can undergo numerous and rapidly successive changes. Secondly, in different groups — the culture is differ-
ent, and organizational climate may vary in connection with the boundaries that separate groups of people — eg.
the boundaries of organizational units, or ways to control by superiors / managers.

Organizational climate is the same as the feelings of employees that apply to their positions and the atmo-
sphere in the workplace.

3. Determinants of organizational climate

Organizational climate should encourage the involvement of employees in the activities of the organization.
According to B. Kowalski — involvement of employees expresses the extent to which a person personally starts
helping organizations doing better than that is defined by the responsibilities for the position (Smyth, 2009, s.
234).

K. Truss highlights the three dimensions of engagement, taking into account the commitment: cognitive,
emotional and physical. In turn, S. Cook supplements them with: thinking, feeling and action. The most obvious
form of motivation is the effort. Noteworthy is the fact that the unit functioning in the organization does that: by
necessity, a sense of obligation, because of the emotional attachment to the organization.

Forms of involvement of participants in organization complement and penetrate one another. The increase in
the involvement of the employees affects the climate of organizations (Lipinska-Grobelny, 2010, p. 216).

Organizational climate is the atmosphere in the organization, which has an impact on the participants of the
organization. Each member feels the atmosphere in an individual (subjective) way, eg. as a friendship or hos-
tility, warmth or coldness, distrust or openness, support, or lack thereof, innovation or stagnation, passivity or
commitment, tenacity or submission (Mikuta, 2000).

Since the climate of the organization is associated with the perception — it is an individual (subjective). It
can therefore talk about the complexity of the climate. On the one hand — it affects employees’ motivation and
effectiveness, on the other — it is the satisfaction of employees, achieved successes and benefits for the common
organization of work.

But there is no pattern that would allow to build the organizational climate based on trust and knowledge. Each
organization needs to find and work out the best solutions for themselves. Possible solutions included (Evans,
2005, p. 56-57):

1) resignation from imposing so called ready modes of action on their employees,

2) launching the mechanisms that trigger a sense of belonging to the group,

3) building relationships that build trust and a sense of community,

4) encouraging experimentation,

5) provoking the exchange of knowledge,

6) building an atmosphere in which the origin is of little importance,

7) tolerating errors and helping in drawing conclusions.

Both culture and organizational climate determines the management of the organization. Elaboration of ap-
propriate organizational culture should lead to an increase of of innovation of an organization or enterprise. It
can be argued that the climate and organizational culture fully form the ability to soft manage the organization.

4. Factors determining the competitiveness of enterprises versus the climate and organizational culture

The problem of competitiveness (Jedynak, Budzanowska-Drzewiecka, 2017, p. 5-130) is not detached from
the reality of the organization (company), it is a necessary condition for achieving a competitive advantage
on the market. Competitiveness can be developed in various forms, including in the soft form, in other words
through organizational culture and climate. Company’s competitiveness should be understood as its ability to
efficiently achieve its goals in the arena of market competition (Brdulak, Jakubik, 2010, p. 81). Competitiveness
can be seen through many prisms including: the ability, effectiveness and efficiency. There is a view of the suc-
cess on the global market, which is determined by previously won competitive struggle on the local, regional,
national market (Porter, 2001, p. 246).

Analysis of the competitiveness of enterprises lead to the isolation of competitiveness relating to specific
areas and factors being the result of competitiveness, which are linked to relationships of cause and effect (Grab-
ska, 2004, p. 212):
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1) real (resulting) competition of company,

2) the competitiveness of the enterprise determined by customers,

3) competitiveness of resources and skills of the company,

4) competitiveness of the system of functioning of the economy, defined as the level of economic freedom,

5) competitiveness of the factors of production of the country and the region.

Competitiveness can be seen as a system of objects, events, processes and activities, through which the com-
pany seeks to achieve its objectives in the arena of market competition. Competitiveness is the need for organiza-
tions to achieve competitive advantage (Baran, 2015, p. 5-182).

The competitiveness of enterprises is shaped by many factors interacting in the short and long term, both
endogenous and exogenous. The main problem is to identify those factors that have a significant impact on the
competitiveness of a business entity. One can speak of the competitiveness as a variety of components which
form it.

Traditional concepts of competitiveness of the company focused on real factors and mechanisms of competi-
tiveness, while the new — on the factors and mechanisms of the sphere of regulation. Z. PierScionek points out
that the traditional concepts of competitiveness of the company focus on basic market factors of competitiveness
and their direct sources. According to Z. PierScionka the most important concepts are (Pier§cionek, 2011, p. 93):

1) the concept of cost competitiveness, based on the effects of the large scale of production, specialization,
standardization and effects of experience.

2) quality leadership and quality control systems.

3) competition based on the enterprise’s market power.

4) marketing concept of competitiveness.

5) cost leadership and differentiation.

Determinants of competitiveness are factors over which the company must respond — predict them, recognize
and classify as opportunities or threats, weaknesses or strengths. These factors may cause a positive or negative
impact on the process of building a competitive advantage. Actions that lead to the desired level of competitive-
ness become subject to management.

Competitiveness can be shaped in the form of soft competitiveness (Le$niewski, 2015, p. 231-235). This
form of competitiveness is based inter alia on the organizational culture, where culture is a component of the
organizational climate. In order to develop the competitiveness of the organization based on soft competitive-
ness, this climate and organizational culture must have quality employees who, through their commitment,
contribute to the achievement of the organization’s competitive advantage. The quality of staff is a showcase of
the organization. Without man there is no organization, including even virtual organizations. Therefore, happy
and motivated employee or employee organization with a serene climate and suitable organizational culture will
facilitate the development of competitiveness in order to achieve a competitive advantage.

5. Summary

Competitiveness is not only an integral part of achieving competitive advantage, but also the vision of the
organization (company) in a strategic perspective. Formation of competitiveness is an extremely important pro-
cess of recognizing the factors contributing ultimately to gain a competitive advantage. One of the forms and di-
rections of development of competitiveness adopted in this study is soft competitiveness considered through the
prism of organizational culture and climate®. Organizational climate as the atmosphere in the workplace can con-
tribute to improving or weakening the effectiveness and organizational efficiency. So conceived organizational
climate strongly fall within the norms, values, beliefs and behaviors of employees recognized as organizational
culture. Therefore climate favorable to employees and organizational culture is made by important factors of
competitiveness, including soft competitiveness. To shape the soft competitiveness one should use a soft man-
agement instruments. Following that analysis, we can conclude that the organizational climate and culture are
complementary elements of both soft competitiveness and as well as soft management. The organization taking
care of the quality of the organizational climate and culture contributes to raising the level of competitiveness
resulting ultimately in achieving a competitive advantage.

Research hypothesis presented in the form of: competitiveness of enterprises can be shaped by organiza-
tional culture and climate which are inherent elements of soft management after analyzing the research takes the
form of a confirmed positive thesis, that competitiveness of enterprises can be shaped by organizational culture
and climate which are inherent elements of soft management.

This study is another step in the scientific controversy not only between scientists but also between business
practices. Achieving convergence of points of view will contribute to closer cooperation between science and
business practice.

* Soft competitiveness, including organizational culture and climate, is a research problem of soft management.
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