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Establishment of the relationships of management culture and social
responsibility: verification of the model
Abstract

Work aims to identify the internal relationships of dimensions of management culture and corporate social
responsibility. For organizations it is important to evaluate the factors that determine the success of implementation of
the principles of corporate social responsibility. The paper aims to extend the sphere of management of implementation
of corporate social responsibility, including the quantitative aspects of competencies of managerial staff and
organization of the processes. Selected quantitative analysis method, using a questionnaire formulated by the authors of
the study. The method of quantitative analysis by interviewing 1717 respondents was selected. The relationships of
dimensions of management culture and corporate social responsibility are analyzed in the study, their strength is
determined on the basis of evaluations provided by groups of ordinary employees, middle and top management staff.
Results of the research show that with the strengthening of the management culture, the culture of social responsibility
of the company is increasing. A statistically reliable relationship between all dimensions of management culture and
social responsibility was established. The strongest relationships are recorded between the culture of managerial staff,
management culture of working conditions, the culture of documentation system and categories of social behavior of
the organization.

The work focuses on the relations of the management culture, social behavior of the company and its employees, so
there was no aim to assess the relationships with stakeholders outside the organization. Conclusions significant for the
development of corporate social responsibility in organizations are provided in the paper. It is proved that the
management culture is a system, the purposeful change of which can get better results of corporate social
responsibility. The work contributes to a more sustainable creation of economic and social well-being of the company
and the employees. The originality of the study will produce novel and significant results for more successful
implementation of corporate social responsibility through improvement of corporate management culture, and also
serves as a basis for further research of the management culture.

Keywords: corporate social responsibility, management culture, employees, social behavior.
JEL Classification: M12, M14.

Introduction management (Young, Thyil, 2009). Corporate social
responsibility and management culture in practice
give a sense to organizational and public values and

ethical norms, on which the perception of coherence

One of the most important tasks that the leaders of
organizations introducing the principles of corporate

social responsibility deal with, is flexible use of
organizational management system, incorporating
ethical, organizational aspects and the aspects of
management competence. This is a relevant
management problem, as the studies of organizations
and their cultures do not always give due attention to
management culture as one of the conditions for
effective change. In many scientific articles corporate
social responsibility is analyzed in the aspects of
relationships ~ with  external  stakeholders of
organizations (e.g. Popoli, 2011; Daudigeos, Valior-
gue, 2011), communicating of social responsibility
and the public image of the organization (Pérez,
Bosque, 2013) etc., but our study substantiates the
approach that social responsibility begins with the
various aspects of relationship between internal
subjects of the organization in internal managerial
organization (e.g. Raub, Blunschi, 2013; Costas,
Kérreman, 2013; Dhanesh et al., 2014), also
highlighting the little studied social behavior of
employees (Shen, Benson, 2014) and the importance
of human resources as the main component of
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of relationships is based.

Relatively recently the use of the total quality
management doctrine in implementing the values of
corporate social responsibility was addressed (e.g.
Cooke, Ryan, 1988), but there are not enough data
as the management culture, including the culture of
managerial staff, the culture of organization of
management processes, management culture of
working conditions, culture of documentation
system dimensions (Vveinhardt, 2010; Zukauskas,
Vveinhardt, 2010; Vveinhardt, 2012).

A. Ardichvili (2013) offers a model, the development
of which could improve the process functionally. The
model relates the development of human resources,
corporate social responsibility, corporate sustaina-
bility and business ethics. However, the analysis of
this and other models shows that the attention is
mostly focused on corporate social responsibility
and/or the aspects of human resource management,
without  sufficient integration of  physical,
organizational, technological, psychosocial safety and
other issues, as well as other aspects that not only
ensure the functionality of the processes within
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organizations, but also deal with the issues of social
responsibility, even if they are not specially
formulated to deal with specific corporate social
responsibility issues in management.

This article aims to contribute to the development of
the corporate social responsibility research, involving
the culture of management system, which would
include not only the organization of processes, but
also the aspects of the management competences,
ethics, relationships with subordinates and other
aspects. In pursuance of this aim we are going to
answer the questions:

¢ What models of social responsibility are offered
in organizations?

¢ What is the strength of the relationships
between the management culture and corporate
social responsibility categories?

The article consists of three parts: Section 1 deals
with the models of social responsibility proposed to
organizations by various scientists; Section 2
describes the research methodology and presents the
categories of corporate social responsibility and
management culture. Section 3 tells about setting and
participants in the results of empirical research are
presented, focusing on organizational environment,
and regression equations, with the help of the results
of which it was found how corporate social
responsibility and management culture interact, are
provided. In final section the results are discussed,
conclusions made, insights presented, and the
guidelines for further research are drawn.

1. Theoretical review

Review of the models. Models developed by various
authors make it possible to evaluate the factors that
determine the effectiveness of implementation of
corporate social responsibility and provide for the
steps of the implementation of corporate social
responsibility. Corporate social responsibility is a
widely researched area; however, we failed to find
any studies that analyze the links and reciprocity
between corporate social responsibility and the level
of management culture.

Components of corporate social responsibility.
A. Geva (2008) compared three models of corporate
social responsibility: the dominant A.B. Caroll’s
(1991) pyramid model, the overlapping circles model
providing for links of components in the sphere of
corporate social responsibility and the concentric
circle model, application of which emphasizes non-
economic responsibility, transfusing economic
responsibility, where every business decision should
be made with a view to social welfare. E. Avetisyan
and M. Ferrary (2013) summarized the stages of the
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development of corporate social responsibility and
established a chronological model of institu-
tionalization of corporate social responsibility. In the
authors’ opinion, the implementation of corporate
social responsibility depends on the nature of
activities of local and global stakeholders. Corporate
social responsibility is developed globally, but it is
developing in different ways. The variations may be
due to the conceptual principles of corporate social
responsibility, the development of the concept, the
nature of participation of stakeholders and
institutional aspects (norms and cultural traditions).
The authors made a chronological sequence of the
emergence and evolution of corporate social
responsibility in France and in the United States of
America. M. Gjglberg (2010) introduced the
“Nordic” model, which is described as the analysis of
relations of the country, the market, the society,
revealing the significance of political, economic
institutions and cultural norms, political processes at
the national level in the interpretation of the concept
of corporate social responsibility. The “Nordic”
model illustrates how corporate social responsibility
is an integral part of the existing models, defining the
relationships between the country, the market and the
public. J. Fairbrass and A. Zueva-Owens (2012)
researched the impact of state governance and policy
on implementation of corporate social responsibility.
G. Whelan (2012) analyzed the models of
development of the corporate social responsibility
policy, providing three possible directions of
development at the global, regional and corpo-
rate/institutional levels. J. Mikinen and A. Korula
(2012) analyzed the trends in classical and new
corporate social responsibility policy and the role of
the state, market, businesses, citizenship, associations
and company policy in different political systems.

The levels of constituents of corporate social
responsibility: economic (endeavor, competitiveness
of goods and services, effective management,
economical consumption of energy and resources).
D. Baumann-Pauly et al. (2013) analyzed theoretical
differences between the implementation of practices
of corporate social responsibility in large, medium-
sized and small companies, noting the relative size of
organizational expenses. T.A. Lundgren (2011)
presented a microeconomic model of corporate social
responsibility and researched how expenditure and
income determine the processes of implementation of
corporate social responsibility. The balance of statics
and dynamics is characterized in the model, and the
need to balance the marginal costs of a company and
assess the benefits of investment in corporate social
responsibility is indicated. S. Blaga (2013) argues
that the progress of sustainable development and
sustainability depends on the principles of corporate



social responsibility applied in companies and on
adjustment of the management model.

Management is committed to comply with the new
standards, such as justice, fairness, legitimacy,
transparency and compliance with the principles of
ethics, and the management of environmental and
social risks creates conditions to achieve higher
productivity, financial results and increases
competitiveness. L.L. Carden and R.O. Boyd (2011)
presented the model of corporate social
responsibility, in which strategic risk management
plays an important role in the implementation of
corporate social responsibility. The model of
corporate social responsibility involves the processes
that take place in the company: identification,
assessment, planning, monitoring and control. The
recommended system including a comparative
analysis of performance indicators, implementation
of appropriate management systems, analysis of
achievements, monitoring of feedback and
measurement of accomplishments and failures can

maximize the benefits of corporate social
responsibility activities.
The levels of constituents of corporate social

responsibility: ethno-social area (employees’ welfare
and safe working environment, developed motivating
and training system, employee involvement in
decision-making, fair cooperation with stakeholders,
taking into account the public expectations,
informing customers). L.W. Knowlton et al. (2012) in
a logic model noted coordination of stakeholders’
actions as a significant factor in the application of the
principles of corporate social responsibility.
Providing information to the public, public policy,
public programs and volunteering enable to achieve
long-term results when implementing the social
change. The Ilogic model of corporate social
responsibility is identified as a tool for management of
public participation applied in governmental,
educational, community, charity organizations, in the
preparation of a strategy for action. M. Heyder and
L. Theuvsen (2012) researched companies of an
agricultural sector and found that large companies are
more inclined to implement corporate social
responsibility than small and medium-sized enterprises
as a result of greater pressure from stakeholders.
Application of the principles of corporate social
responsibility in management activities conditions
company  stakeholders’  confidence, enhances
reputation and competitiveness of the company, and
thereby increases the financial results of the company.
The results of the research carried out by E.R. Pe-
dersen (2010) show that industrial enterprises face
constant stakeholders’ requirements, apply adequate
strategies in management and tend to be more active in
implementation of corporate social responsibility.
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Ch. Homburg et al. (2013), based on the stakeholder
instrumental theory, investigated the impact of
corporate social responsibility commitment in
enhancing customer loyalty and trust in
organizations. M.L. Dougherty and T.D. Olsen
(2014) found that the local culture is the main
variable in implementation of corporate social
responsibility, when adapting to local conditions the
effectiveness of implementation of corporate social
responsibility increases. In a model of social empathy
A. Segal (2011) defined social empathy as the ability
to understand people and life situations better, that in
social work helps to pursue social and economic
justice in the community. In the author’s opinion,
social empathy creates the foundation for an effective
social policy. O. Lee (2012) presented a model for
personnel and social responsibility used in
educational organizations.

The levels of constituents of corporate social
responsibility: ~ environmental  protection  area
(integration of legal acts on environmental protection
into the company activities, assumption of
responsibility, ecological risk management, reducing
pollution, improving operations and performance,
taking into account the opportunities of changing
environmentally  friendly  indicators,  regular
monitoring, anticipating and execution of required
changes). M.A. Delmas et al. (2013) defined the links
between environmental and financial performance and
proposed to integrate environmental indicators into the
analysis of corporate social responsibility. J. Claydon
(2009) analyzes the significance of the model of sus-
tainability of corporate social responsibility. D. Mil-
lon (2011), describing the model of sustainability of
corporate social responsibility, pointed out that there is
a direct relationship between sustainability and social
responsibility, because long-term well-being depends
on the well-being of stakeholders, including emp-
loyees, suppliers, customers and ensures continuous
access to natural resources, the natural environment in
which a company can survive and thrive. R. Valdes-
Vasquez and L. Klotz (2011) presented a conceptual
model of sustainability, which consists of four
dimensions (social sustainability, community in-
volvement, corporate social respon-sibility, safety) and
two ways of learning on how to introduce students to
social sustainability.

Models of implementation of corporate social
responsibility. For example, H. Jenkins (2009)
adapted D. Grayson and A. Hodges’ (2004) seven-
step model of implementation of corporate social
responsibility. Authors developed a five-step model
of implementation of corporate social responsibility
in small and medium-sized enterprises, which reflects
the cyclic recurrence, integrates strategy, training,
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evaluation of results and provides for feedback.
V.W.S. Tung and M. Mourali (2011) formed a
dynamic model of implementation of corporate social
responsibility applied in the activities of large
enterprises, which highlights the role of companies,
industry and consumers. According to the authors,
consumer  pressure  creates  conditions  for
standardization of the entire sector while imple-
menting the concept of corporate social respon-
sibility. In E.R.G. Pedersen and W. Gwozdz (2014)
practice-based model of implementation of corporate
social responsibility, the significance of under-
standing the role of business in the society and
application of corporate social responsibility practices
in reducing the gap between behavior of a company
and stakeholder expectations is highlighted. In the
model of social empathy J.C. Thornton and J.T. Byrd
(2013) analyzed the implementation of corporate
social responsibility and decision-making in small
firms and presented the model, which states that
corporate  social responsibility decisions are
conditioned by the owners’ experience, personal
values and social norms. P.K. Shum and S.L.. Yam
(2011) based on A.B. Caroll’s pyramid, developed a
structured model in order to identify the main factors
and their interaction that has an influence to
economically motivate managers to take voluntary
corporate social responsibility activities.

The empirical results show that the managers tend to
engage in voluntary corporate social responsibility
activities and to pursue social welfare more, when
appropriate legal and ethical means of control are
introduced in management.

2. Methodology

The questionnaire “The role of management culture
in preparedness of the organization to become
socially responsible” formed by the authors of the
article was used for empirical research. The
questionnaire was developed by the means of the
analysis of scientific literature, using the method of
operationalization of concepts (see in more details
in the part of theoretical insights).

The structure of the questionnaire. The questionnaire
consists of two blocks, where the main role falls to the
part of the management culture. The part of the
management culture in the questionnaire consists of
four categories: the culture of managerial staff; the
culture of organization of management processes;
management culture of working conditions; the culture
of documentation system. The part of social responsi-
bility consists of two categories: social behavior of the
organization and social behavior of the employee.

The questionnaire includes a total of 177 statements
(the part of the management culture — 104; the part
of social responsibility — 73 statements).
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All categories of statement in the part of the
management culture were formulated in a positive
way with the exception of 9 statements through all
the categories and subcategories, in order to ensure
the honesty of the respondents filling in the
questionnaire.

In the category of culture of managerial staff,
subcategory of the knowledge of management
science, 1 statement was worded negatively (in my
workplace one can become a manager even without
management education), in the subcategory of
managers’ personal and business characteristics 2
negative statements were formed (managers compete
with subordinates unhealthily; managers compete
with other heads of departments of our organization
unhealthily). In the category of culture of
organization of management processes, subcategory
of optimal regulation of management processes, one
statement is negative (In my workplace, speaking
about the managers, “the left doesn’t know what the
right does”). In the subcategory of modern
computerization of management processes there is
one negative statement (there is a lack of computers
and software in my organization), in the subcategory
of culture of receiving visitors, conducting meetings,
telephone conversations there are 2 negative
statements (communication with partners is
emphatically businesslike; responses to external
claims are perceived as an unpleasant obligation). In
the category of management culture of working
conditions, subcategory of organization of work
places 1 negative statement was formed (employees
sometimes have to take care of work equipment using
their own money). In the category of culture of
documentation system, subcategory of the rational
system of storage of archival documents 1 negative
statement was formed (sometimes a lot of the time is
needed to find older documents).

In the part of social responsibility, the category of
social behavior of the employee, all statements were
formed as negative, with the exception of two
positive statements (I always speak only positively
about the workplace to people outside the organi-
zation; when communicating with strangers I always
speak about my workplace as about the reliable one).

3. Setting and participants

The research was carried out in two groups of food
companies operating in Lithuania. Representatives
of all the departments: ordinary employees, linear
and top managers, including the members of the
boards of the companies, participated in the survey.
1915 employees worked in the two groups of
companies during the research period. 1030
employees worked in the first group of companies,
885 employees — in the second group of companies.



The total number of participants in the survey is
1717 employees (i.e. 89.6 per cent). The main base
of the companies is in Lithuania, however, the
activities also include other countries, such as
Ukraine, Russia, Estonia, Latvia and Romania,
where the branches of the groups are established.
The activities, the size and other indicators of both
groups of companies are more or less similar. It is
important to mention the fact that both groups of
companies are preparing to become socially
responsible companies; one company of the first
group has already declared social responsibility.

4. Results

After the analysis of the results of empirical
research, verification of the model of determination
of the level of management culture in order to
implement the concept of a socially responsible
organization was conducted. After the analysis of
the relationship of the management culture and
social responsibility in the context of commitments,
it was decided to verify the factors that determine
the management culture and corporate social
responsibility statistically.

4.1. Analysis of the factors that determine
evaluation of management culture. In this and
other sections of the article the factors that
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responsibility are presented marking the strength of
the relationship between them in different colors.

When culture of organization of management
processes (COMP), management culture of working
conditions (MCWC), culture of documentation
system (CDS), social behavior of the organization
(SBO) and social behavior of the employee (SBE) are
increasing separately one by one (and the other
variables remain unchanged), the culture of
managerial staff (CMS) also increases, i.e. is
evaluated higher. Figure 1 shows that the strongest
relationships bond the culture of managerial staff and
the social behavior of the organization, the
management culture of working conditions and the
culture of documentation system, as the value of
correlation coefficient r 1is greater than 0.7.
Evaluation of the culture of organization of
management processes is expressed in a strong
relationship with the culture of managerial staff, as r
is only slightly higher than 0.5. The relationship of
constituents of the social behavior of the employee
and the culture of managerial staff is the weakest in
respect of the minimum value of the correlation
coefficient r, but it is statistically reliable (p < 0.001).

Regression equation: CMS = 0.121 + 0.056 *
* COMP + 0.290 * MCWC + 0.323 * CDS +

determine  management culture and  social +0.262* SBO + 0.037 * SBE.
r=0.725% p 0.000
jmmmmmm e mmm e m SBO
i
! ________ r=0.721** p 0.000 MOWC Strongest relationship
¥ ;
I
CMS i r=0.711%* p 0.000 Strong relationship
P DS
I
: Weakest relationshi
! r=0.551%* p 0.000 P
—————————————————————————————— COMP

Note: CMS - culture of managerial staff.

SBE

Fig. 1. Factors determining evaluation of the culture of managerial staff

When the culture of managerial staff (CMS),
management culture of working conditions
(MCWC), culture of documentation system (CDS)
and social behavior of the employee (SBE) are
increasing separately one by one (and the remaining
variables do not change), the culture of organization
of management processes (COMP) are increasing as
well. The factors that determine evaluation of the
culture of organization of management processes
visualized in Figure 2 show that this dependent
variable has a strong relationship with the specified

independent variables, because in many cases the
values of the correlation coefficient r are greater
than 0.5, and p is statistically reliable in all cases.
Even having determined the relatively weak
relationship of organization of management
processes with the social behavior of the employee,
p is less than 0.001.

Regression equation: COMP = 0.834 + 0.111 *
* CMS + 0.079 * MCWC + 0.215 * CDS + 0.323 *
* SBE.
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F=0.551**p 0.000

CMS

F=0.532*%* p 0.000

CDS

¥ T Strong relationship
I
COMP : r=0.513**p0.000 o T .
€ = = m e e e MCWC ‘Weak relationship :
5 1 [ T T R Y o
!
! r=0.501**p 0.000

SBO

Note: COMP - culture of organization of management processes.

Fig. 2. Factors determining evaluation of the culture of organization of management processes

When the culture of managerial staff (CMS), culture
of organization of management processes (COMP),
culture of documentation system (CDS) and social
behavior of the organization (SBO) are increasing
separately one by one in turn (and the remaining
variables do not change), management culture of
working conditions (MCWC) is increasing as well.
Figure 3 shows that the management culture of
working conditions is closely related to social
behavior of the organization (in this case, the
highest value of correlation coefficient r), culture of
documentation system and culture of managerial

r=0.772%* p 0.000

SBO

staff. Slightly weaker, but a strong relationship was
identified between the dependent variable and the
culture of organization of management processes.
However, the value of the correlation coefficient r
of social behavior of the employee in this case as
well as in respect of the dependent variables
analyzed above is also low, but the relationship is
statistically reliable, because p is less than 0.001.

Regression equation: MCWC = 0.081 + 0.213 *
* CMS + 0.029 * COMP + 0.294 * CDS + 0.428 *
* SBO.

=0.731%%* p 0.000 . .
v pTTTmmmos o BSEEE. CDs Strongest relationship
I
MCWC | - s
<- L e v L ?;7_2_1_ _ _‘I_? 9_0_0_0_ . CMS Strong relationship

1

i r=0.513** p 0.000 Weakestrelationship

——————————————————————————————— COMP

Note: MCWC — management culture of working conditions.

SBE

Fig. 3. Factors determining evaluation of the management culture of working conditions

When the culture of managerial staff (CMS), culture
of organization of management processes (COMP),
management culture of working conditions (MCWC)
and social behavior of the organization (SBO) are
increasing separately one by one in turn or when
evaluation of social behavior of the employee (SBE)
is decreasing (and the other remaining variables do
not change), the culture of documentation system
(CDS) increases. The factors that determine
evaluation of the culture of documentation system
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presented in Figure 4 show the strongest and strong
relationships of four independent variables with the
analyzed dependent variable. Although the value of
the correlation coefficient » of the independent
variable of the social behavior of the employee is low
in this fragment as well, all the analyzed relationships
are statistically reliable (p < 0.001).

Regression equation: CDS = 0.613 + 0.187 * CMS +
+0.063 * COMP + 0.233 * MCWC + 0.399 * SBO —
—-0.078 * SBE.



r=0.755%% p 0.000

SBO
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r=0.731%%p 0.000 | wewe
v pToTTTTTTTTTTT T Strongest relationship
1
CDS ' r=0.711**p 0.000

€ = o e CMs Strong relationship
|
i
} = Pk ) ) )
L. - _0 -5_3_ - -?_0_9(.)9 -l comp Weakest relationship

Note: CMS - culture of managerial staff.

SBE

Fig. 4. Factors determining evaluation of the culture of documentation system

In order to implement corporate social responsibility,
it is proposed to the heads of organizations firstly to
determine the level of the management culture,
which, as the results of the research show, is also
closely related to the social responsibility. The
managers of organizations are recommended to make
the stated problems clear, to set goals elaborating
them to the tasks. At this stage, all levels of the
management system of the organization should be
included when the Personnel Office formulates the
tasks to organize the process, plans the terms and
necessary resources and means. After the evaluation
of the need for material resources and internal human
resources, the complexity of the internal structure of
the organization, data processing, intellectual and
technical capabilities of the organization, the question
of inviting external consultants must also be dealt
with. Addressing the set tasks and in accordance with
the methodological requirements, a survey of
employees of the organization must be carried out. In
this case, reliability of the data can depend on
subjective psychological factors, as when the
research is carried out by the staff of the Personnel
Office of the organization, insufficiently open
responses are possible. This risk should be evaluated
when planning material resources and deciding how
much the resources spent on external professionals

r=0.772%p 0.000

would be compensated in the long term (Vveinhardt,
Andriukaitiené, 2014).

4.2. Analysis of the factors that determine
evaluation of social responsibility. After the
analysis of the factors that determine management
culture and finding out their strength, it is advisable
to repeat the same steps carrying out revision of the
part of social responsibility.

When the culture of managerial staff (CMS),
management culture of working conditions (MCWC),
culture of documentation system (CDS) and social
behavior of the employee (SBE) are increasing
separately one by one in turn (and other variables
remain unchanged), social behavior of the
organization (SBO) also increases. The results
presented in Figure 5, show that very strong and
strong relationships between social behavior of the
organization and management culture of working
conditions, culture of organization of documentation
system, managerial staff and management processes
are found. The weaker relationship is recorded with
the independent variable of social behavior of the
employee.

Regression equation: SBO = 0.098 + 0.155 * CMS
+0.346 * MCWC + 0.407 * CDS + 0.072 * SBE.

e MCWC
|
l — e . .
! s r=0.755"* p 0.000 CDS Strongest relationship
* 1
!
SBO ! = . .
D I TSRO Tas Strong relationship
l r=0.501%* p 0.000 Weak relationship
L CONP lesaasaaam 1

Note: SBO — social behavior of the organization.

Fig. 5. Factors determining the social behavior of the organization
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When the culture of managerial staff (CMS), culture
of organization of management processes (COMP)
and social behavior of the organization (SBO) are
increasing separately one by one in turn or the culture
of documentation system (CDS) is decreasing (and
other variables remain unchanged), evaluation of
social behavior of the employee (SBE) is increasing.

r=0.216%*p 0.000
SBO

The relationships of a dependent variable with the
dependent variables presented in Figure 6 are the
weakest in respect of the minimum value of the
correlation coefficient r, but are statistically reliable
(p <0.001).

Regression equation: SBE = 1.874 + 0.073 * CMS +
+0.317 * COMP - 0.261 * CDS + 0.238 * SBO.

i
E r=0.289%* » 0.000 [ conp Weak relationship
v :
SBE ! r=0.185%% p 0.000 Weakest relationship
' o e MCWC
1
i #=0.183%% p 0.000

CMS

-

Note: SBE — social behavior of the employee.

r=0.117** p 0.000

CDS

Fig. 6. Factors determining the social behavior of the employee

4.3. Analysis of the combined factors that
determine evaluation of social responsibility and
management culture. After the detailed revision of
subcategories, i.e. determining factors of the
management culture and social responsibility, it was
decided to combine the initial results (para 4.1 and
para 4.2) into categories in order to create a more
generalized view. Figures 7 and 8, presented below,
visualize the results of the combined factors deter-
mining social responsibility and management culture,
that show how social responsibility is affected by the
components of management culture, and vice versa,
i.e., how the management culture is affected by the

component of social responsibility. When evaluation
of the management culture of working conditions and
culture of documentation system is increasing
separately one by one in turn (and the rest of variables
remain unchanged), evaluation of social responsibility
(SR) also increases. In Figure 7 social responsibility is
presented as a dependent variable. Strong and
statistically reliable relationships are found, as r in all
cases is higher than 0.5, and p is less than 0.001.

Regression equation: SR = 1.084 + 0.137 * CMS +
0.180 * COMP - 0.231 * MCWC + 0.114 * CDS,
CMS, COMP.

r=0.595%%p 0.000

Management culture of working conditions

r=0.561%%p 0.000

oo

Note: SR — social responsibility.

Culture of managerial staff

r=0.536%*%p0.000

Culture of documentation system

| Culture of organization of management processes

Fig. 7. Factors determining the social responsibility

When social behavior of the organization and social
behavior of the employee are increasing separately
one by one (and the rest of variables remain
unchanged), evaluation of management culture (MC)
is also increasing. In Figure 8 the management
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culture is presented as a dependent variable so that it
would be possible to compare the differences with
strength and reliability of the factors that determine
social responsibility (Figure 7). Analyzing the factors
that determine the management culture it was found



that the management culture and social behavior of
the organization are linked by a very strong
relationship (the value of correlation coefficient r is
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behavior of the employee is fairly weak, but the
relationships are statistically reliable.

Regression equation: MC = 0.807 + 0.674 * SBO +
0.083 * SBE.

Social behavior of the organization

almost 0.8), and relationship with the social
r=0.798** p 0.000
¥
MC

Note: MC — management culture.

r=0.267**p 0.000

Social behavior of the employee

Fig. 8. Factors determining the management culture

It is advisable to the managers of organizations to
carry out the comparative analysis of the level of
management culture and the level of social
responsibility, i.e., to determine which of the
components of the management culture are less
expressed and negatively affect social responsibility.
Generalized level of management culture and social
responsibility is significant for evaluation of the
general state of the organization, comparing the
results of studies carried out at different times, when
planning the change. With the help of this analysis,
having identified the weaknesses, it is recommended
to establish an action plan, enabling gradual
elimination of the stated drawbacks.

4.4. The model for determination of the links of
management culture and social responsibility. In
order to achieve the goal, the developed model for
determination of the links of management culture
and social responsibility is presented in Figure 9
(see Appendix) with the results of its statistical
verification.

When responsibility in the market (services and
their quality) (SQ), responsibility in the market
(informing consumers, health and safety) (ICHS),
environmental responsibility (ER), responsibility in
relations with employees (RRE), responsibility in
public relations (RPR), uncertainty and lack of
information at work (ULIW), physical and
psychological well-being of the employee (PPWE),
my opinion about the organization (MOAQO) and
corruption, nepotism, favoritism (CNF) are
increasing separately one by one in turn or the
intention to leave the job (ILJ), criticism of social
responsibility: employees’ attitude (CSR) are
decreasing (and the other remaining variables do not
change), evaluation of management culture (MC)
increases (Figure 9).

Regression equation: MC = 0.768 + 0.182 * SQ +
+ 0.069 * ICHS + 0.152 * ER + 0.197 * RRE +
+ 0.072 * RPR - 0.029 * ILJ + 0.032 * ULIW +
+0.022 * PPWE + 0.030 * MOAO + 0.067 * CNF —
—0.030 * CSR.

Thus, to sum up, it should be noted that the
calculations essentially confirm the assumption
made on a theoretical level that the management
culture is related to corporate social responsibility,
that is, when strengthening the management culture
the social responsibility is rising. Although the
relationships of unequal strength between different
categories have been found, their existence is
confirmed and is statistically reliable. On the other
hand, the relationships not only between the
management culture and social responsibility, but
also between internal categories of management
culture are evident. Firstly, it shows that the
distinguished elements of the management culture
interact with each other and the change of one of
them affects the change of other elements, secondly,
this mutually interacting system emphasises its
effectiveness and efficiency not only when
implementing corporate social responsibility, but
also in implementation of change of a different kind.

Having evaluated the problem areas of the
management culture and social responsibility, the
objective is set to prepare a package of decisions,
which would help to achieve the desired change in
the defined time, depending on structure and
complexity of the identified problem, taking into
account internal and external factors that influence
both the decision making process and objective and
subjective possibilities of implementation. When
initiating change, the decisions are standardized in
internal documents. That is, the specific plan for

17



Problems and Perspectives in Management, Volume 12, Issue 4, 2014

change implementation, control, monitoring is
approved, the terms are planned and the persons
responsible are appointed. The plan is an integral part
of the strategy of development of human resources
and organizational culture, personnel management
system, training and personal development, career
plans, planning material resources, structural
changes. Integration of international standards
covering the management system and corporate
social responsibility into practices of the organization
plays a significant role. An important condition for
raising the level of the management culture in order
to implement corporate social responsibility is the
openness of the organization and functionality of
communication channels between the various levels
of the managerial staff and the employees of the
company. This means that essential information
related to the existing situation and the expected
changes is available, it is communicated to different

levels of employees and feedback is ensured
(Vveinhardt, Andriukaitiené, 2014).

Discussion and conclusion

The factors that determine the success of

implementation of the principles of corporate social
responsibility, including the aspects of improvement
of competencies of executives of the organization and
the quality of organization of processes were
evaluated in this study. Calculations have proven that
strengthening of the management culture of the
organization creates proper conditions for the
enhancement of corporate social responsibility.
Significant is the fact that, firstly, a statistically
reliable relationship between the four dimensions of
management culture (management working con-
ditions, organization of management personnel,
documentation system, management processes) and
social responsibility was established, secondly, a
statistically reliable, strong internal relationship
between the integrate dimensions of the management
culture was confirmed. This is particularly important
in making use of management culture both as a
specific instrument to increase social responsibility
and to ensure the functionality of organizational
processes.
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Fig. 9. Verification of the model for determining the links of the management culture and social responsibility
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