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Abstract: Related to the organizational culture, we presentitpess a change of paradigm: if formerly
considered not more than a tool for internal intetjwn and coordination, nowadays, it is recognized
being a vital ingredient of the company’s adapti#ypibnd effectiveness.In fact, there is a tendeney
wards another extreme: given the unwillingness isfegarding the organization tradition, values,
agreed and shared objectives, some make a fix&diohiring strictly based on the organizational fea
tures. However, this way both the society and tigamization’s evolution are neglected. Moreoveg th
abilities and competencies of the new hired risktade among the ones assuring on the long ruroa p
active existence to the company. In other wordsjpared to the interest aroused by the organizationa
culture, the study of its dynamics is almost irtexis no matter if we refer to the universitiese@sh or
the practitioners. The present paper aims provimgt thiring only suitable people easy to integrattoi
the current organizational culture is effectivetrat on the short-run. Despite its numerous advasgag
this human resource strategy neglects the evewreasing rigidity of a powerful organizational culeur
that is thus encouraged to absorb and homogenigenarelty. Thereby, in the attempt to reveal the dy
namic character of the organizational culture, aheé necessity of foreseeing the evolution of coeis
organization and of the world itself, we have acpbsimed a thorough theoretical research resulting i
the G.VALI model. The latter suppresses the thaddiise static organizational culture and of eveimth
that devolves from it.
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1. INTRODUCTION the most suitable one. Thus, the former is a p@siti
process, while the latter — a negative one, whoagn m
objective is to choose out of a pool of candiddtes
individual that can most successfully perform thie. j

Even if rather shallowly treated, selection is impo
tant mainly because the performance of the orgtiaiza
depends on the subordinates’ skills, competences a
knowledge. Then, no one must neglect the cost ef th

knowledge work there hiring process or the possible legal implicatiorisan
But this requires also a perfect match between €Minappropriate one.

ployees’ competencies and expectations, on the one i s curious that if the value of the selectionds to
hand, and company’s potential and strategic oMes{i e perceived, the recruitment's is most of the tawer-
on t_he other hand. Fu_rthermore, this approach WOUIqooked. Everybody admits that, at least theordgicaihe
require coherent recruitment and selection prosesse recryitment represents the foundation of a sucakssf
employees’ training and motivation, evaluation guead- selection; practically, in quite a few of the comies,
formanpe appraisal, aqd Soon. o this stage of the hiring is rather tight. There eases in
_ Basically, the recruitment is one of the cruciahdc \hich the entire responsibility for the new peopfeol-
ties of human resource specialists in the orgaibizat . ont is considered to be the HR’s: at the oppqzite
Together with selection, recruitment represent®8es  here is the major involvement of the line managerd
in assuring the human resources capital of a compan 5 aqmittance of the HR opinion. In the first sttan,
Despite the frequent interchanged utilization o th 6 focus on the new employees’ possibility of gne
two concepts, there is a conceptual delimitatiérthé  {jo prevails, while in the second the attentiordiiven
recruitment process takes care of the vacancy’s anpy the daily duties needed to be performed.
nouncement, searching for people and gatheringaoi ¢ Therefore, unfortunately, the line management # sta
didates, the selection process is meant to onlg pid  management collaboration is rather forgotten [3%.a
* Corresponding author: Calea Grivitei. 2-2A result, the job analysis stops seriously being iclemed.
sector 1?0107391’ Bucharest, Romania; Inevitably, job Qescri_ption or job spec_ificationoe)eds i_n
Tel.: 0040 21 212 86 07; terms of attention given to. Hence, instead of hg\éa
E-mail addressesalentina_ghinea@yahoo.com joint effort aimed to find out what the most properson

Along the time, quite a lot of scientists and pbde
phers have been concerned with creating, acquaird
communicating knowledge, as well as passing it from
one generation to another. Restricting the disoustd
organizations, this is not possible unless the @mte
people with the appropriate behavior, skills and
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would look like, it all ends by hiring an under-djtiad
or over-qualified, if not a too assertive or tooedkent
and cooperative individual.

Consequently, researchers and theoreticians have ai

rived to the consideration of the necessary mateh b
tween what the applicant and the working environmen
could offer. No company buys the applicants; it jesits
their abilities and knowledge. Therefore, the ienea-
pacities of people, their career plans, their krolge
and experience must integrate themselves into dheec
paths provided by the company, the job’s charestiesi
and opportunities.

2. ORGANIZATIONAL CULTURE AS KEY
ELEMENT OF THE HIRING PROCESS
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Fig.2. Herman'’s cultural icebergource: [25]).

Concerning the Herman’s model, this is the one that
by using the analogy of an iceberg, differentiates

working day, their confidence and mutual suppdrg t
approval seeking or their risk propensity, as veslithe
longer or shorter career path developed withincie-
pany are in a strong connection with the orgaroret
culture.

More frequently defined by using metaphors ltke
compass indicating the direction to be followedthe
glue putting together the partthe organizational culture
is sometimes reduced to the dress code, indoogmesi
reinforced behaviours, used symbols, stories anthsny
ceremonies, norms, believes and values, assumpasns
they are perceived as maimgredients.It thus gains an
almost tangible existence that easily can be moxed,
moved or changed.

There is also the situation of full-fledged compani

organizational culture (systems, structures, pedici
technologies, etc), which are found above the wated
the difficult to be perceived and moreover informal
elements (atitudes, believes, values, assumptions a
perceptions), which are found underwater [25]

No matter how well understood and or manipulated,
ultimately it is not the type of organizational wuk that
counts the most, but its capacity of integratiod &ar-
monization with the internal as well as externgaoiza-
tional environment. Irrespective of the organizasib
culture feature, in time, the employees reprodumant
and thus becoming attuned to. These are some gpoie
lessons learnt by companies. Therefore, nowadayes, o
can find a great number of hiring processes focused
the perfect match between the applicant’s profilé the

ing distinction between the visible elements arel hid-
den ones, and that are able to manipulate thenamag:
ing their employees.

skills and knowledge that a person possesses,isf th
lacks, the hiring has greater chances to be jematd
On the contrary, if by any chance the way of thiigki

Thus there is no surprise that among the most fre.and aCting of the applicant coincide with thosafaiced

qguently mentioned models of organizational cultare
Schein’s (Fig. 1) and Herman'’s (Fig. 2).

In what the Schein model is concerned, this susttia
existence of three different levels of culture: thp
external one composed by visible behavioral pastend
physical and social environmental elements, allséhe
being called artifacts; b) the intermediate layeftecting
people believes related to the reality and thet neggy of
approaching it, called espoused values and beliares

c) the basic assumptions which constitute the deepe
layer composed of invisible elements defining the
relationship of the individual with the environmgn8].

4
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Fig. 1. Organizational culture layers (siurce: [73, 68]).

by the company itself, then the recruitment-setecti
process is perceived as a successful one. The omerc
is welcomed and easily integrated, assigned witiper
tasks and asked for relevant results.

And that the story happily goes on the short run.
However, on the long run, deadlocks frequently leapp
No progress can be further made. Moreover, exdioty
qualities that recommended the applicants for béogm
employees of the company in case are the ones-subse
quently causing the impasse.

Our suggestion is to not forget that everythingt tha
exists is in a continuous change and evolution.s€en
quently, instead of asking for similarity, when kirg
for hiring somebody the company could take more int
account the complementarities of the candidate @nd
ganizational culturdt is not a hiring process that aims to
provide the company the most suitable person attaio
point in time, but that person able to grow togethih
the company and its culture.

3. ORGANIZATIONAL CULTURE - SUBJECTE
TO UNEXPECTED CHANGES

Each time has its own reality. Hence, one of thenma
problems that a company deals with is the necesdity
keeping up with the continuous changes of the mater
and external environment. Whether it is about dieba
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Fig. 3. The integrators influence on the organizational
culture(source: personal illustration).

zation, technological revolution, new challenges fo
leaders, improved communicational skills at the pany
or individual level, team work effectiveness, ohears,

31

This is why a successful HR specialist must not ne-
glect to foresee the evolution of his own organaraand
of the world itself.

Considering the fact that both the labor market ted
organizational needs are very dynamic, the compdrage
to formulate recruitment politics as flexible assgible,
capable of following and anticipating the changexipced
within the juridical, financial, technological, nketing or
international relations domains

For this recommendation has a point and be reglisti
it has to be proven first that irrespective of hswilar
are all the people hired within an organizationfime,
its culture registers changes so that it wouldr&tthe
same after a longer period. On the other side,ngave
certain range of personal features deviation frdm t
required profile, one must be aware of the common
ground achievement in a time span, exactly becafise
the ceaseless interaction nurturing itself and iteadn

they all come together and impose a rethinking andnhe end, to harmonization.

reinvention of goings-on and traditions perceptiand

the creation of some others new. In one word, they4 RESEARCH METHODOLOGY

require a continuous adjustment of the culture, in

general, and of the organizational culture, inipalr.
Therefore, irrespective of its field of activityize or
any other charecteristics, any organization isugriced

According to Ackoff, Forrester, Hanneman, Sterman
and Senge [1; 22; 37; 79; 75], within a complextesys
the cause and the effect are frequently distantfora

by a multitude of endogenous and exogenous factorsanother in time and space. This is even more trease
This emphasizes the importance of the SWOT, PESTLEf multiple causes and effects.

and some other similar analysis, everytime that a

strategic decision must be taken [36].

According to Forrester, complex systems are
counterintuitive. That is, they give indicationsatth

In 2008, Bitianu extended the concept of integrator Suggest corrective action which will often be ieefive
and conceived seven of them which influence theOf €ven adverse in its results. Very often onesfiticht

organization in a non-linear manner: vision andsiis,
management and leadership, technology and
associated processes, and nevertheless, the aatjanét
culture [14] (Fig. 3).

Here in the case, the latter is liable to bivalesture,
as it is likely to be both prerequisite and dynaraid
synergistic effect. It is, thus, overcame the idgadal

dissension from the two school of thoughts: a. the

purposely creation of the organizational culture thg
managerial staff, and b. its implicitly creation.
Previously, the advocates of the anthropologist& ha

recognized the influence that managers have ower th

organizational culture, but not also their capaaity
creating and managing it. Their viewpoint standsrfr
the lack of control over the interactive and intetptive
processes constituting the foundation of its camtirs
generation.

the policies that have been adopted for correctang

idifficulty are actually intensifying it rather than

producing a solution.

Choosing an ineffective or detrimental policy for
coping with a complex system is not a matter oticam
chance. The intuitive processes will select the ngro
solution much more often than not. A complex system
behaves in many ways quite the opposite of thelsimp
systems from which we have gained our experid22

As counteraction, a sistemic thinking is
recommended embodied in a system diagram that is
subsequently simulated. Understanding is thusitfaizl,
and the management of complex systems eased [1; 23;
37; 75; 79; 80; 89].

Embracing this thesis, we had to go through several
steps, as follows:

Step 1 — a theoretical research was performed lnd a
the gathered information from inter- and cross-igistar

At the ODOSite pOle, there have been the SCientiStﬁekjs (SUCh as economicsy psychok_)gy, history,smw

sustaining the unconscious creation of the orgéinizal
culture as a rezult of the social interaction ad among
all levels of the organization [42].

engineering), was summarized and systematized in a
cumulative table;
Step 2 — out of the above mentioned table, the main

The process of occurrence, maintenance and modififactors of influenced were selected together witairt

cation is a truly important one, especially frona firag-
matic point of view, because it considerably infloes

the implementation success of any kind of quality

improvement programs.

associated dependencies (the selection criteriothds
frequency of occurrence);

Step 3 — then, by harmonizing and overlapping them,
we obtained a series of interdependencies precufsor

Alongside these approaches, there has became the Fig. 6.

certainty that the leader — followers interacti@ngrates
organizational culture [52]. The tricky thing isaththe
said interaction is a continuous one; thereforeeitsilt is
always an on progress process.

Therefore, qualitative methods of analysis were
mostly used.

The bibliographical sources considered for the
scientific and epistemological research are: ajnary
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ones (periodical such as reviews, year-books, galitp  ignored in the case of mental models. Additionally,
and non-periodical as well — textbooks, appliedligs,  system dynamics could act as a means of commumicati
research reports, doctoral thesis, etc), and b)relzey  in the majority of academic disciplines. The expléon
ones, obtained as a result of the primary sourcess quite simple: mostly because of the necessiffirsdy
systemizing processing (encyclopedias, dictionages. set the system structure, it helps and encouragepl®
Considering that a model could facilitate the to critically analyze the problem.
understanding of the interconectivity that chandzés Then, thanks to the IT field development, by
the constitutive parts of a complex system, wedkgtito  transposing a system dynamics model into the tefhat
map its basic dynamic relationships by using "y&em  simulation software, the feedback is easily obwhirihe
diagrams" ("causal loop diagrams”). That was mental model and its possible assumptions become mo
popularized especially by Daniel Kim and Peter $eng tangible, possible to be saved and compared.
[51, 75]. If the software is user-friendly, almost anybody ca
Besides the identification of main variables explore the nature and the dynamic behavior of dexp
composing the model, this method is particularlgu®  systems. All they need is a range of initial coiodi$ and
on the specification of causalities type operatiegveen  assumptions to start with. The impact of this néilitst
the respective variables. It is generally accepibedl the  "gained" by people is a major one, especially witen
"O" type of causality represents a negative onds Th comes about the social system dynamics.
exhibits an indirect influence inducing a fluctwati of In order to resume, if the system dynamics model is
initiator and recipient nodes in opposite direcsiothus,  representation of the system structure, computeulsi
an increase/decrese of the former's value willtion is an imitation of the system behaviour. Orlee
unavoidably lead to a decrease/increase of therktt model is designed and provided with all the neagssa
value. The reciprocal is not necessarily valid. information related to the initial conditions, tbemputer
On the contrary, related to the "S" type of caigali will be ready to start simulating the behaviour rotime
this represents a positive one exhibiting a directof all the parts, and consequently of the wholdesys as
influence. Therefore, it triggers a variation iretekame  well.

direction of both ending variables, the originatomd For the time being, the present article is focusad
recipient one, as well. Nevertheless, the recidriscaot ~ the organizational culture dynamics modelling. The
imperatively true. G.VALI model designed and presented here aims to

Note that a double shash crossing the causalibyvarr  highlight the impossibility of maintaining over tenthe
indicates a delay in time. This means that eitherfeed- same organizational culture without alterationghesi
back or the reaction do not immediately occur, thet intended and/or perceived or not. In consequenae, w
sometimes leads to the incorrect interpretationthef  sustain the need for future oriented recruitmentesses
what have had happed or even to a not suitablenssp  that takes into consideration this sensitive evohjtand

When it comes about the dynamic systems frame, ahe cease of hiring only individuals fitting inthet cur-
systemis recognized as being the continuous interactiornrent puzzle of the company. If one wants to govamd
of some composing parts over a time span, resultity  manage the change, he has both to anticipate itvankl
coherent whole. The structure of the system isrgivg  with it, not to disregard it
the interdependent relationships exhibited along it

existence. Therefore, a dynamic system is the atierw 5. THE ORGANIZATIONAL CULTURE NEW

wh_ich the change over time is stimulated by thengka MODEL DESIGN
of its parts themselves.
An interesting feature of the systems, mostly stddi As a result of the theoretical research, an

by the system dynamics specialists, is that théesys intercorrelation of the organizational culture and
structure significantly causes its own behavittris not  leadership becomes obvious:

only a matter of highlighting the strong connection s Leadership is revealed as a continuous specifitatio
between variables, but more about enabling theysisal of its own occurrence function of the influencettha
of the link set among the physical structure ofghistem organization’s parts and their representation have
and its behavior. As an example, in the case of an it;

organization, by simply defining the structure, the s Organizational culture suffers an ongoing process o
pursuing of the system dynamics analysis becomes its constituents adjustment, which is a consequehce

easier, and so it is its probable behavior idera#tfon. the spread impact that has been manifesting shee t

Even more, system dynamics is also useful in organization activity was initiated. According to
understanding the influence that structural chariges Hazy et al. [39], given the complex nature of the
within the system could alter its exhibited behavas a organization as a system with which leadership is
whole. This is possible if the ordinary state af 8ystem manifested, any kind of its emergence change (type
is intentionally altered as a result of the purpoibe of human interaction, rules, regulations, etc), has
variation of each set of conditions and constraantisne. possible consequences on the entire system system
The analyst will thus be able to reveal the ansefehe dynamics, therefore on the organizational culture
system. itself, as well.0020

Besides this advantages, there is another one: by The grafical representation thereby obtained is the
using systems dynamics, one can increase hisyabflit social system one’s (Fig. 5). Its main landmarke ar
observing, understanding and considering details noleadership and organizational culture (the lattere o
obvious at the very first glance and therefore dezgly ~ called "values, believes, behaviors").
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Related to the identified influencing relationships Some other confluences are observed:
these converge toward and from the two poles sb thathe influence that different forms of education éan
they highlight: the individual perception of the reality [6; 46;;89-61;
« the impact that the leader has within the orgaitimat 86], and on the leadership as well [10; 66; 69;821;
[3; 6; 7; 11-12; 19; 24; 28; 31, 38; 41; 47-48; 58, « the influence that genetic factor has on the matefk
62; 65; 70; 72; 87-88; 94], leadership type[4-5],
the direct and/or indirect ascertainment of theléga < the influence that mental representation has on the
behavior by the organizational culture [11; 16; 348; individual  capacity of designing/stating a

43-45; 67; 83; 85; 90-92; 95]. vision/mission [17-18; 55; 63-64; 71; 76; 81],

Family
education

School
education

Cultural
advantage

Self-
education

Individual
representation
of the world

Mative
features

Fig.4. Leadership — organizational culture interconnedjantrinsic to the organization, as result of tte¢ical research (source:
personal illustration).
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Reinforcing loop
(positive causal
loop)

Fig. 6. G.VALI model, diagram of organizational behavioystem and of its environment (source: personadtitation, where:
1 - cultural advantage; 2 — family education; kol education; 4 - self-education; 5 — innatéuiesss (native patterns of feeling);
6 — Individual World Map (IWM, individual represeation of reality); 7 — enthusiasm; 8 — ability tevetlop a vision/mission;

9 — motivation; 10 — leadership skills; 11 — insiic motivation; 12 — ICT adoption/assimilation; 4 ®rganizational constitution;
14 - degree of creativity; 15 — quantity and quyadi tacit knowledge; 16 - level of individualish7 — competitive environment;
18 - team work; 19 — number of rules and regulati@® — bureaucracy; 21 — business processesf&d® of the unknown;

23 - resistance to change; 24 — change of valediefsy behaviours).

on the other

» influences of different forms of education on: a) e

capacity of designing a vision/mission [15; 35; 75;
78]; b) emotional intelligence [13; 91; 93], as had

the influence that culture [21;30] and genetic dact
(genetic factor implies enthusiasm [2; 9; 29; 32-33
40; 49; 74; 84] have on some some attributes of the
leadership. Few of the latters are the capacity of
designing/stating a vision/mission [53, 78],
showing a certain level of enthusiasm, of motivagio
the others, of exerting a certain level of the eamal
intelligence [31-33].

Taking into consideration the above mentioned poles

and contracting and putting together the
information resulted from the theoretical researaie,

elaborated and therefore proposed the figures below

(Figs. 4 and 5).

If in Fig. 5 we integrate the variable "change of
values, believes and behaviors" from within Fig.a4,
well as its influence over the various forms of eation
(given the necessity of a continuous learning pssce

meant to ease the assimilation of environment ab®ing specific

rest ofe

hand, the extrinsic system, E,
representing the accomplishment of the individwal a

a specialist empowered with the formal authoritg an

therefore enabled to transactionally/
transformationally influence the organizational
culture.

In the light of the theoretical researches outcqmes

of system | incorporates its own reaction by means of
closed cauzal structure, and thus causing the ngpsdi
its previous behavior on its next actions. Accogdin
Forrester [22], we call system | a feedback system.

Given the followings:

systems | and E overlap along the superior brarfich o
E system,

a system can be more or less extensive, including
more or less surrounding univers (function of the
observer’s objective),

the temporal scale can be enlarged or reduced, we
reglement E asnvironmenbf the | system (Fig. 6).

The interconnections network is caused by the
behavior of the organization members.

[27], we obtain two abstract systems, as following: Consequently, leadership is an extremly importaatd,

« on the one hand, the complex system, |I,it functioning having notable influences over thaole
(characterized by non-linear inter-correlations andsystem ones. Thereby, the model is calBdadual
great diversity and interdependency of its parts),value-Added Leadership Integrat@,VALI.
which is intrinsic to the organization and adaptads At this point, we aim demonstrating that:
well (it learns from its own experience and changes  a.system | is a dynamic one, as it constantly passes
itself). This maps the inter-influences of indivads,  through a number of events and changes its state
groups and organizational structure over their ownaccording to them, Ackoff [1],
manifestation ~ within  the  organization  (the b. system | is a flexible one, as well (it is not only
organizational behavior); able to absorb the disturbances and maintain its
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functionality, but also to renew, reorganize andediep In case of social systems, connectivity,
itself, transforming the said disturbances intortyntities  interdependency and multi-dimensionality indicake t
to inovate [20].Taking into consideration that: capacity of the effect that a decision or actionehébe

« marking a system as static, dynamic or homeo-them cultural, technical, economic, etc), of reegaing

dynamic is circumstantial (the same system could be"d influencing the other more or less complexspaft
found in all the three classes function of the the system. One specific feature is given by the
observer's perspective); inequality and lack of uniformity of the impactgthatter

. . L one varying function of the state of each part apsrits
* the analysis of | system is run within a frame thas turn, the respective state depends on its own rigistod

been proven at least one out the seven internal,nggitytion (structure and organization).

integrators as non-linear (result of the theorética Nyt to the above mentioned features, Mitleton-ell

research); [56] adds also the accommodation, readjustment and
* the minimum period of time necessary for the implicitly evolution that lead to a new coherence

modification of at least one integrator is 1 yesge,  adoption.

for example, the ICT case), one can eliminate from To resume the already presented, G.VALI model

the begining the alternative of static system, andshows:

concentrate on the dynamic and homeo-dynamic a. a great degree of connectivity and

cases. We define static system the one within whichinterdependency (as each part is both prerequisitk

no event interferes, no constitutive element change outcome for at least another constituent);

at least one of its features, and there is noalter of b. multidimensionality (as it combines economics
its status [1]. with psychology and management);
According to the scientific literature [1; 26], c. a notable evolutionary tendency (the gradual
organization itself is a system seeking the ideates remoteness related to the initial state);
This represents a version of the system able t&csédb d. the adaptive bahavior (in the attempt of

purpose, as well as the way of achieving it. As amaintaining the system in certain limits, the diecis
consequence, the system should exhibit an adaptivenaker asks for continuous training and learning).

behavior, as it posses the capacity of react amdfiy to This structure of the system recommends it as:

the environment changes and/or of its own statelen a. an open system whos elements are in a
some conditions, it is also able to learn the ddjest  continuous interaction with the environment;

itself. b. a self-referencingand self-generatingsystem (its

Ultimately, any interaction could be considered aevolution being influenced both by its current and
learning experience. Therefore, the relationshimenf previous state. The education level seriously eriltes
within the organization are vital for the acquisitiof  the decisions accuracy as well as the decision-risake
knowledge, as well as the psychological developroént behavior. These, at their turn, ultimately cause th
all the involved parties. organizational culture dynamics. As a consequetiee,

In the studied case, the parts of the considersisy change of cultural landmarks triggers a whole
I, as well as the ones of the environment E, werereconsideration of the decision-maker’'s abilitiesd a
empirically proven as dynamic (result of the sdfemt knowledge, in the attempt to adapt them at the new
literature review). Thus, for (in)validating the iymic ~ CIrcumstances.
character of the system as a whole, it becomesssane Concluding, by taking into account all the already
the analysis of possible consequences of the ckangdresented features of the | system, it may be cstaoe
occurred into the structure and/or the functiogatitthe NIy @s adynamicbut also as aflexible one, capable to
external elements over its evolution. assimilate the shocks while maintaining its furnmdlity.

As Fig. 6 shows, control and decision making
structures takes into consideration not only tlemeints 6. CONCLUSIONS
directly and/or indirectly influencing themselvésit also
the current state of the system itself. This issasential
feature of the self-referencing systems. The idieation
and differentiation between the reinforcing andabaing
causal loops help revealing the behavioral pattefribe

system [51, 75], which is utterly useful when arggeis organizational culture is thus considered as betagjc.

needed. . , Few make distinction between the inertia that appaa
Generally speaking, there are two categories af@lau nchangeable staff and changeless reality ovema ti
loops: a. balancing causal loops that tend to deate  gpap.
the change by pulling the systems towards itsahgiate G.VALI model reveals exactly the short period that
(because of the negative feedback, they generdte sethis kind of human resource strategy is effectivespite
limiting behavior); b. reinforcing causal loops tha the fact that on the short-run it exhibits plenty aol-
enhance the trend, no matter if it is a positiva megati-  vantages, this approach neglects the ever inciasin
ve one, and trigger a flourishing or falling-off rjmel gidity of a powerful organizational culture that tisus
(because of the positiv feedback, they continuouslyencouraged to absorb and homogenize any novelty.
increase the distance between the initial and ntig&ate On the other hand, the "Chinese drop" effect mani-
of the system, and causing a self-regenerator lehav fested by each individual's particularities coulduse

Nowadays, organizations tend to hire suitable pgopl
easy to integrate into their current organizatiooal-
tures. At the foundation of this procedure lays wedl-
known consideratiorright person at the right place.
Even if rarely perceived, the drawback still exidtse
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either a considerable discrepancy between the tipera
al organizational culture and the stated one, edheys-
functional operational organizational culture. This

simply because no matter how many similarities texis

between the employees, they are still people wiftfiere
ent needs and objectives, varied experiences asdma
features, whose interaction on the long run enatties
change of the organizational culture.

We therefore introduce a new theory of the organiza

tional culture:

"the organizational culture functions as an open, [6]

teleological system, seeking for the ideal stdtsilar to
a living organism.

Its stagnation is not only impossible, but also fast
vourable to the organization.

By trying to maintain it at a pre-set equilibriunoipt,
the organization could lose some valuable poterdral
ployees, as well as the control over its own celsir
evolution'

Furthermore, we recommend the change of the organ-

izational culture in a controlled manner, and whenes-
sary, the shift of its leader(s) which do(es) ndt any-

more the new environment. This way, the organigatio

creates the change, and does not adapt to theehang

The one who decides to look at the longer road in-

stead of the shorter one, just because it mighicher in
experiences, the one who can look at each hardcatak
opportunity to learn, the employer who can lookhist

Questionnaire, The Leadership Quarterly,
vol. 14, pp. 261-295.

[4] R.D. Arvey, Z. Zhang, B.J. Avolio, R.F. Kruegddevel-
opmental and genetic determinants of leadership om-
cupancy among womegdpurnal of Applied Psychology,
vol. 92, 2007, pp. 693-706.

[5] B.J. Avolio, W.L. Gardner, F.O. Walumbwa, F. hahs,

D.R. May, Unlocking the mask: a look at the process by

which authentic leaders impact followers attituded ae-

haviours, The Leadership Quarterly, 15, 801-823, Else-

vier, 2004.

B.J. Avolio, W.L. GardnerAuthentic leadership develop-

ment: getting to the root of positive forms of leeahip,

The Leadership Quarterly, Elsevier, vol. 16, 2005,

pp. 315-338.

[7]1 B. Avolio, F. Walumbwa, T.J. Webekgeadership: current
theories, research, and future directiodsinual Review
of Psychology, vol. 60, 2009, pp. 421-449.

[8] R. Ayman, M.M. Chemers, F. Fiedlefhe contingency

model of leadership effectiveness: its levels clyenis,

Leadership Quarterly, JAl Press Inc., vol. 6, no1295,

pp. 147-167,

[9] S.G. BarsadeThe ripple effect: emotional contagion and
its influence on group behaviouAdministrative Science
Quarterly, JSTOR, vol. 47, no. 4, 2002, pp. 644-675.

[10] B.M. Bass, B.J. Avolio,Developing transformational
leadership: 1992 and beyondournal of European Indus-
trial Training,vol. 14, 1990, pp. 21-27.

[11] B.M. Bass, R. BassThe Bass Handbook of leadership.
Theory, research & managerial applicatioffgee Press (a
division of Simon & Schuster, Inc.), New York, 2008

Pergamon,

employees as an investment which needs care and sUp2] J.E. Bono, T.A. JudgeRersonality and transformational

port and not as costs that must be reduced, tpisite-
down thinking" might mean everything.

In other words, managers should pay more attention

to the irrational people that always try to addyet world

to themselves, and not to the rational ones thaptad

themselves to the world by default.

As Bernard Shaw once sajarogress depends not on

rational people but on the contrary, on "irrationpko-

ple"; therefore organization must learn to make use as

much as possible of those "irrational people".

A successful HR specialist does not neglect tosteee
the evolution of his own organization and of therldo
itself.
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