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Abstract

Based on the results of the research, this part describes the possible management solutions,
divided into five conditional steps, each of which consists of solutions of the individual
tasks. Three conditions are emphasized as the starting condition. First, it is the sharehold-
ers’ decisions, which turn into organization of goal-oriented processes on the following
stages, by providing the necessary resources. Second, resulting from the first there is the
evaluation (analysis) of the management culture of the organization, the results of which
are enacted by organizing the changes. Third, the processes must be described in internal
documents, and their control is associated with a continuous monitoring.

Keywords: management culture, corporate social responsibility, shareholders,
management solutions, managerial decisions, training courses

1. Introduction

Relevance of the research and the level of problem exploration. In recent years, the number
of studies that examine the issues of corporate social responsibility (CSR) in various developing
countries is growing; however, Central and Eastern European countries, where the development
of social responsibility is quite slow, still receive little attention. Synchronized solutions of cor-
porate social responsibility and management culture change offered in this chapter could con-
tribute to a more smooth success of the implementation of the programme in companies. These
solutions are prepared after the analysis of the situation in the group of companies working
on the markets of various countries of post-communist Europe. Implementation of such a solid
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414  Management Culture and Corporate Social Responsibility

program would protect from unevenness and differences that occur in internationally operating
companies [1, 2], the more so as the development of employees” social responsibility is an integral
part of this programme. It is obvious that it is difficult to expect the success of the programme, if
the employees themselves stay away from the implementation of corporate social responsibility.
Mirvis [3] distinguishes three different ways of how companies engage their employees in corpo-
rate social responsibility: the transactional approach where the programmes are implemented to
meet the needs of the employees who want to take part in the area of corporate social responsibil-
ity; a relational approach, based on a psychological contract that emphasizes social responsibility
and a developmental approach which aims to activate social responsibility in a company and to
encourage the employees to become responsible corporate citizens. It is important to the com-
pany to acquire the trust of its own employees, who are one of the stakeholders. This trust can
be won by changing the culture of the management personnel, the situation of employees in the
workplace and their relationships by raising them to a higher ethical level.

Diagnostic instruments are necessary so that organizations could self-assess the level of
development of their management culture and the readiness to become socially responsible
organizations. However, the instruments only identify the state of the current situation.
Following the identification of the state, it is natural that there occurs the need for improve-
ment of certain activities; therefore, the models for managerial decisions that can help the
leaders of organizations implement the necessary changes. The list of scientific references on
the topic of management solutions or managerial decisions is rather limited in the databases,
the problem we analyze is addressed from different perspectives in the sources referred,
i.e. not always directly [4-9]. There is even a bigger lack of scientific researches suggesting
managerial solutions for organizations aiming to implement corporate social responsibility,
which is indirectly analyzed in the works of various authors [10-22], and there is a particu-
lar lack of researches related to both CSR and management culture [23-30].

The problem of the research is raised by the question: What managerial decisions would help
to improve the level of management culture in the organization, and how, with the help from
the structured model, to achieve appropriate implementation of corporate social responsibility?

Object of the research: Management solutions to determine the level of management culture
aiming to implement corporate social responsibility.

Purpose of the research: To form a model of establishment of the level of management culture
for managerial decision making with the aim to implement corporate social responsibility.

Objectives of the research: (1) To present the organizing stage of the managerial decision-
making model; (2) to elaborate the process stage of the managerial decision-taking model; (3)
to describe the analysis stage of the managerial decision-taking model; (4) to discuss the deci-
sion-making stage of the managerial decision-taking model and (5) to suggest the changes
stage of the managerial decision-taking model.

Methods of the research: Information about managerial decisions aiming to improve the level
of management culture in relation with CSR is presented in a fragmented way in scientific refer-
ences; most often only results of narrow scope research are analyzed. Based on the analysis, syn-
thesis, comparison and summary of the scientific references, and with the help from the results
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of the quantitative and qualitative research, the method of modeling was used. In the model, the
collected material is structured, synthesized from a point of view of logics, feasibility, integrity
and the applicability of the results to organizations.

2. Management solutions

Various researches show that the decision logic may be universal, but processes are influenced by
complicated sociocultural environment, its constituent and cross-cutting subcultures. Therefore,
this section will only be restricted to general decision frame required for management culture
identification. After evaluating the theoretical insights in scientific works by authors from vari-
ous countries discussed in previous chapters, the results of quantitative and qualitative research,
a managerial solution process structurogramme, have been developed (Figure 6). It visually
presents and briefly describes the organization of management decision-making process.

The model consists of five relative stages each of which is made up of separate task solutions.
In the first stage, the problem is formulated, the goal is defined and the objectives are distin-
guished; all the levels of management system in the organization are involved, as well as tasks
are given to the staff to organize a process, by foreseeing deadlines, necessary resources and
measures. After evaluating the needs for material resources and internal human resources, the
complexity of internal organization structure, processing of the data, the intellectual and techni-
cal possibilities of the organization and the issue of attracting external consultants are discussed.
At this stage the course of the process is organized and, if needed, an algorithm is produced, i.e.
a logical sequence of decisions and actions to achieve one or another result is created (Figure 1).

In this case, the role of isolated groups is unequal. For example, time and energy consumption
will depend on which link is initiating the process. Moreover, in practice, not all organizations,
not only small, have personnel departments. For example, sometimes the staff service func-
tions (in addition) are confided to one or more specialists, not necessarily with the knowledge
of personnel management. In this case, the specialists who perform staff’s functions might
need an additional help, organization of which is the area of managers” competence.

During the second diagnostic stage, the information is collected by solving the set objectives
and following the methodological requirements and guaranteeing that the survey sample
is representative, and the instrument is adapted to the researched population. In practice,
you can find examples when applying non-customized instruments or models the desired
result was not achieved. For example, after the fall of the “iron curtain” a few decades ago in
Lithuania and other post-Soviet countries, there was an attempt to install organizational man-
agement models created in the West, and these efforts were often accompanied by frustration,
as the models were not understood both by managerial staff and by employees. One foreign
capital company, engaged in automobile repair, had installed the information system: having
performed the work, the specialist was required to enter the data into the system, but it turned
out that the data could not be trusted. The specialists entered the data at the end of their work:
as much as they could remember. As the workers were not explained the significance of the
system, it was understood as an additional unnecessary burden.
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Figure 1. Fragment of the managerial solution model of establishment of the level of management culture aiming to
implement corporate social responsibility: organizing stage. Source: Compiled by Andriukaitiené [23] and Vveinhardt
and Andriukaitiené [31]. *Supplemented by P. Zukauskas.

Similarly, in the case of research, in practice attention is not always drawn to the fact if the
instrument used is adapted and if the reliability of the adapted variant is approved. This is sim-
ply translated from a foreign language, without taking into account cultural and mental dif-
ferences. Similarly, in case of researches in practice, the attention not always is paid to the fact
if the used research instrument is adapted and reliability of the adapted version is approved.
That is, it is just translation from a foreign language, without taking into account cultural and
mental differences. Likewise values of corporate social responsibility also should be trans-
formed in a form that is understandable to population, but without distorting of essence of
values. Because the risk to succumb to the culture of population, into which the instruments is
moved, is high as well.

On the other hand, the practical examples show that the managers of organizations, who are
overly concerned with reducing the costs, tend to perform the analysis with the help of their
organization’s own staff, without calculating the risks and the received data reliability. In
this case, the reliability of the data may depend on the subjective psychological factors of the
respondents, as the answers may not be accurate enough when the research is being carried
out by the organization staff. This risk should be taken into consideration already in the first
stage while planning material resources and solving how much of the money spent on spe-
cialists will pay off in the long term (Figure 2).
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Figure 2. Fragment of the managerial solution model of establishment of the level of management culture aiming to
implement corporate social responsibility: process stage. Source: Compiled by Andriukaitiené [23] and Vveinhardt and
Andriukaitiené [31]. *Supplemented by P. Zukauskas.

The third stage is analytical. While analyzing the data of the research, the expression of man-
agement culture and preparation of companies to become socially responsible are determined.
A generalized level of management culture and corporate social responsibility is significant
when evaluating the general status of the organization and comparing the results of the
research carried out at a different time. However, when planning the changes, the data are ana-
lyzed according to different research instrumental scales and subscales, the level is established
according to different categories and the relationships are researched, for example, how sepa-
rate management culture dimensions (such as management knowledge level, labor conditions
culture, etc.) influence the state of corporate social responsibility (market responsibility, rela-
tionship with stakeholders, the attitude towards corruption, etc.). Having created a regression
equation, problem areas of management culture and development trends are revealed. In this
way, an opportunity is created to organize the changes better, by saving time and resources.
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In the ideal situation, which is aspirational, after establishing a particularly high level of man-
agement culture and preparation of companies to become socially responsible, the objectives
of support and observation are set, for example, the managerial staff knowledge and skills,
working conditions, organization of various processes observing new trends and implement-
ing in practice.

If the subscales of management culture and corporate social responsibility vary from very
low to high levels, the internal relations are researched, the answers are analyzed in different
sections (single test stage, socio-demographic, departments, functions, etc.) and transition to
the programming of the change and decision-making stage is made (Figure 3). This is done by
taking into account the results of the research and highlighted relationships of management
culture and corporate social responsibility.

The fourth stage is the decision-making stage. After evaluating the problematic areas of man-
agement culture and corporate social responsibility, the objective is set to prepare solutions
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Figure 3. Fragment of the managerial solution model of establishment of the level of management culture aiming to implement
corporate social responsibility: analysis stage. Source: Compiled by Andriukaitiené [23] and Vveinhardt and Andriukaitiené
[31]. *Supplemented by P. Zukauskas.
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packet that will determine the desired changes within an identified amount of time depend-
ing on the structure and complexity of the problem in question. Internal and external factors
affecting both the decision making process and objective and subjective possibilities of realiza-
tion have to be taken into account as well. At this stage, the problems were revealed by differ-
ent subscales and detailed by single tests condition the objectives to make specific managerial
decisions. For example, having assessed the management staff culture, the management staff
training and development system can be reviewed, document management can be optimized,
the company working conditions can be improved, decisions to improve the socio-psycholog-
ical climate can be made and so on. Both, the management of processes and data as well as the
working environment conditions optimality or socio-psychological climate are closely related
to corporate social responsibility objectives and their realization.
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Figure 4. Fragment of the managerial solution model of establishment of the level of management culture aiming to
implement corporate social responsibility: decision-making stage. Source: Compiled by Andriukaitiené [23] and
Vveinhardt and Andriukaitiené [31]. *Supplemented by P. Zukauskas.
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However, it is necessary to evaluate certain conditions for the realization of changes,
which in the case of each company are more or less unique and require individual solu-
tions. There are plenty of decision-making models and solutions which are suggested to
corporations by the popular and scientific literature designed for the corporation manag-
ers; however, in practice it is important to evaluate the following main conditions: (a) the
models are universal and are not aimed towards any organization in particular; (b) each
organization is unique due to its human resources; (c) organizations are unique in their
culture and (d) each organization is functioning in a different sociocultural environment.
Therefore, good practice “borrowed” from other companies as well cannot always justify
itself 100%.

Thus, these are the conditions that oblige the organization to create unique solutions and the
methods of their implementation, which, if applied to a different organization, may not achieve
the desired effect in the other. This, as well as decisions, requires wide spectrum and high-
quality knowledge of management staff of the organization (even when choosing different
methods), that is why;, if the level of management culture development is not particularly high,
a risk of making incorrect, insufficiently effective decisions may occur. So, this is another argu-
ment which encourages organizations to pay attention to external professionals (Figure 4).

The fifth stage: the initiation of changes where the solutions are standardized in internal docu-
ments. That is, the plan of specific change implementation, control and observation is approved,
deadlines are foreseen and people in charge are assigned. In this case, it is important to evalu-
ate the internal and external factors that help or hinder the implementation of the changes. For
example, the level of knowledge management, managerial staff skills, creativity, etc.

On the other hand, resistance to changes or informal involvement greatly depends on both,
the overall level of management culture, as well as on the individual components forming this
dimension. Therefore, while evaluating management culture, possible interferences or strengths
are highlighted, which help implement the changes more effectively.

The plan is inseparable from human resources and the strategy of cultural development within
the organization, staff management system, training and personal development, career plans,
planning of material resources and structural changes. An important role is played by inte-
gration of international standards, involving the management system and corporate social
responsibility, into the practical work of an organization (Figure 5).

Ensuring feedback. This is a significant condition, but in practice it is not always ade-
quately assessed. For example, often there is satisfaction only with the control system and
this is the relevant problem of traditionally vertically oriented structures. An important
condition when improving the level of management culture while aiming to implement
corporate social responsibility is openness of the organization and functionality of com-
munication channels among various levels of management staff and the employees within
the organization. That means that the principal information about the current situation and
the planned changes are accessible and communicated to various levels of employees. Also
a reasoned knowledge sharing system that enables real-time response to arising situations
is organized (Figure 6).



Figure 5. Fragment of the managerial solution model of establishment of the level of management culture aiming to
implement corporate social responsibility: changes stage. Source: Compiled by Andriukaitiené [23] and Vveinhardt and

Management Solutions to Determine the Level of Management Culture Aiming to Implement...
http://dx.doi.org/10.5772/intechopen.70639

*Evaluation of internal factors

*Evaluation of external factors

__________________________ A ..
! 1
1 1
i v R :
!
i CHANGES ! “Improvementand !
\ ! development of N
1 | organization’s il
N . o ! i (corporate group’s) i I
Standardization of objectives : ! human resources and ! 1
solution in internal documents ! MATERIAL/ i org?nizatio?‘s and i i
L 1 their group’s systems 1,
Y : TECHNICAL E _________________ 5 !
Specific plan of change ! 7 E .
. . =
n;lpleme.ntat.!on, contrcz; and E REALIZATION OF E %
t =
observation is approve | ! CHANGES STANDARDIZATION fl). 3
| '8
T A o=
Deadlines are foreseen and people in| L2 o=
: HUMAN / B
charge are assigned | 0 e "
| CULTURAL 1 *Management systems | :
Y 0 1 of documents, o
* 1 knowledge, various g I
Integration of international ! | processes when E '
standards ! i choosing progressive ! i
\ Consolidation in the internal ' models and i
1 documents E technologies E i
! !
i
]
i
!
]
i
!
1
!
]
1
!
]
1

Implementing standards
Internal communication

*Feedback organization

Andriukaitiené [31]. *Supplemented by P. Zukauskas.

* Observation and correction

e e B e P ECOEEEEEEEEEEE0000C000 B '
' ' ' ' '
' | | | |
v v v v v
IORGANIZING 11 PROCESSES III ANALYSIS IV SOLUTIONS 'V CHANGES
~ >
4\% S [ ]
| .
harehold culture o
—> diagnostics — Very high Management MATERIAL/ E
management Very low level - culture TECHNICAL N
culture Very high level e
) Ly Ly Z
Management of g
. d o - MANAGERIAL REALIZATION OF z
rganizations 4 s P
> Procedures T l DECISIONS CHANGES 5
>
) v v
Staff Service Establishing of the level ANALYSIS
CSR HUMAN / CULTURAL
> of management culture OF THE
x aiming to implement REASONS
Diag of CSR Y
Managerial Staff preparation to becomea | |
L socially responsible 'y Internal and external
corporation .
impact
T Correspondence to
Problem, aim, objectives Method Specification of the aims
management culture L] Consolidation in the internal
Resources Tool and CSR Resources documents
relationship
Group Quality according to Selection of methods Implementing standards
. . different parameters " - L
System evaluation Evaluation of factors I Intuition, creativity Internal communication
- ecc dati -

[

FEEDBACK

packet

*Feedback organization

Figure 6. Model of establishment of the level of management culture for managerial decision making with the aim
of implementing corporate social responsibility. Source: Compiled by Andriukaitiené [23] and Vveinhardt and

Andriukaitiené [31]. *Supplemented by P. Zukauskas.

*Introduction

421



422

Management Culture and Corporate Social Responsibility

Author details

Pranas Zukauskas, Jolita Vveinhardt'* and Regina Andriukaitiené??

*Address all correspondence to: jolita.vveinhardt@gmail.com

1 Vytautas Magnus University, Lithuania

2 Marijampolé College, Lithuania

3 Lithuanian Sports University, Lithuania

References

[1]

[4]

[5]

[6]

[8]

Van den Heuvel G, Soeters J, Gossling T. Global business, global responsibilities: Corporate
social responsibility orientations within a multinational bank. Business & Society.
2011;53(3):378-413. DOI: 10.1177/0007650311424724

Compa L. When in Rome: The exercise of power by foreign multinational companies in
the United States. Transfer: European Review of Labour and Research. 2014;20(2):271-
293. DOI: 10.1177/1024258914526105

Mirvis P. Employee engagement and CSR: Transactional, relational, and develop-
mental approaches. California Management Review. 2012;54(4):93-117. DOI: 10.1525/
cmr.2012.54.4.93

Andiappan M, Dufour L. A difficult burden to bear: The managerial process of dis-
sonance resolution in the face of mandated harm-doing. Journal of Business Ethics.
2017;141(1):71-86. DOI: http://dx.doi.org/10.1007/s10551-015-2697-y

Kim H, Park K, Ryu D. Corporate environmental responsibility: A legal origins per-
spective. Journal of Business Ethics. 2017;140(3):381-402. DOI: http://dx.doi.org/10.1007/
s10551-015-2641-1

Balakrishnan J, Malhotra A, Falkenberg L. Multi-level corporate responsibility: A com-
parison of gandhi’s trusteeship with stakeholder and stewardship frameworks. Journal
of Business Ethics. 2017;141(1):133-150. DOI: http://dx.doi.org/10.1007/s10551-015-2687-0

Kewo CL. The influence of internal control implementation and managerial perfor-
mance on financial accountability local government in Indonesia. International Journal
of Economics and Financial Issues. 2017;7(1):293-297

Mullakhmetov KS. Some approaches to the development of the management control
concept. Journal of Advanced Research in Law and Economics. 2015;6(1):128-137. DOI:
http://dx.doi.org/10.14505/jarle.v6.1(11).15

Wildermuth C, De Mello e Souza CA, Kozitza T. Circles of ethics: The impact of proxim-
ity on moral reasoning. Journal of Business Ethics. 2017;140(1):17-42. DOI: http://dx.doi.
org/10.1007/s10551-015-2635-z



[10]

[11]

[12]

[13]

[14]

[15]

[16]

[17]

[18]

[19]

[20]

[22]

Management Solutions to Determine the Level of Management Culture Aiming to Implement...
http://dx.doi.org/10.5772/intechopen.70639

Bento RF, Mertins L, White LF. Ideology and the balanced scorecard: An empirical explora-
tion of the tension between shareholder value maximization and corporate social respon-
sibility. Journal of Business Ethics. 2017;142(4):769-789. DOI: http://dx.doi.org/10.1007/
s10551-016-3053-6

LiuMT, Wong IA, Shi G, Chu R, Brock JL. The impact of corporate social responsibility (CSR)
performance and perceived brand quality on customer-based brand preference. The Journal
of Services Marketing. 2014;28(3):181-194. DOI: https://doi.org/10.1108/JSM-09-2012-0171

de Jong M, van der Meer M. How does it fit? Exploring the congruence between orga-
nizations and their corporate social responsibility (CSR) activities. Journal of Business
Ethics. 2017;143(1):71-83. DOI: http://dx.doi.org/10.1007/s10551-015-2782-2

Wiengarten F, Lo C, Lam JYK. How does sustainability leadership affect firm perfor-
mance? The choices associated with appointing a chief officer of corporate social respon-
sibility. Journal of Business Ethics. 2017;140(3):477-493. DOI: http://dx.doi.org/10.1007/
s10551-015-2666-5

Maon F, Swaen V, Lindgreen A. One vision, different paths: An investigation of corporate
social responsibility initiatives in Europe. Journal of Business Ethics. 2017;143(2):405-
422. DOL: http://dx.doi.org/10.1007/s10551-015-2810-2

Buhmann K. Public regulators and CSR: The “social licence to operate” in recent United
Nations instruments on business and human rights and the juridification of CSR. Journal
of Business Ethics. 2016;136(4):699-714. DOI: http://dx.doi.org/10.1007/s10551-015-2869-9

Pilaj H. The choice architecture of sustainable and responsible investment: Nudging
investors toward ethical decision-making. Journal of Business Ethics. 2017;140(4):743-
753. DOI: http://dx.doi.org/10.1007/s10551-015-2877-9

Djelic M, Etchanchu H. Contextualizing corporate political responsibilities: Neoliberal
CSR in historical perspective. Journal of Business Ethics. 2017;142(4):641-661. DOL: http://
dx.doi.org/10.1007/s10551-015-2879-7

Alvarado-Herrera A, Bigne E, Aldas-Manzano ], Curras-Perez R. A scale for measuring
consumer perceptions of corporate social responsibility following the sustainable devel-
opment paradigm. Journal of Business Ethics. 2017;140(2):243-262. DOI: http://dx.doi.
org/10.1007/s10551-015-2654-9

Rego A, Cunha MPE, Polénia D. Corporate sustainability: A view from the top. Journal
of Business Ethics. 2017;143(1):133-157. DOI: http://dx.doi.org/10.1007/s10551-015-2760-8

BiceS. Corporate social responsibility asinstitution: A social mechanisms framework. Journal
of Business Ethics. 2017;143(1):17-34. DOI: http://dx.doi.org/10.1007/s10551-015-2791-1

Thorne L, Mahoney LS, Gregory K, Convery S. A comparison of Canadian and U.S. CSR
strategic alliances, CSR reporting, and CSR performance: Insights into implicit-explicit CSR.
Journal of Business Ethics. 2017;143(1):85-98. DOL: http://dx.doi.org/10.1007/s10551-015-2799-6

Strand R. Strategic leadership of corporate sustainability. Journal of Business Ethics.
2014;123(4):687-706. DOLI: http://dx.doi.org/10.1007/s10551-013-2017-3

423



424 Management Culture and Corporate Social Responsibility

[23]

[24]

[25]

[26]

[27]

[28]

[29]

[30]

[31]

Andriukaitiené R. Vadybos kultiiros raiSka Siekiant jgyvendinti jmoniy socialine
atsakomybe. [Expression of Management Culture Aiming to Implement Corporate Social
Responsibility]. Kaunas: Vytauto DidZiojo universitetas; 2015. 253 p. ISBN: 978-609-467-
123-4. [in Lithuanian]

Costea E. Cultural evolution through responsibility: The Romanian appropriation of hip
hop. Revista Romana De Jurnalism Si Comunicare. [The Romanian Journal of Journalism
and Communication]. 2016;11(2):31-36

Memduhoglu HB. Perceptions of workforce diversity in high schools and diversity man-
agement: A qualitative analysis. Education and Science. 2016;41(185):199-217

Komandyshko EP. Arts management innovative technologies in the creative develop-
ment of youth. International Review of Management and Marketing. 2016;6(S3):234-238

Peterson MF. A culture theory commentary on meyer and peng’s theoretical probe into
central and eastern Europe. Journal of International Business Studies. 2016;47(1):33-43.
DOI: 10.1057/jibs.2015.40

Ma L, Chen A, Zhang Z. Task success based on contingency fit of managerial culture
and embeddedness. Journal of International Business Studies. 2016;47(2):191-209. DOI:
http://dx.doi.org/10.1057/jibs.2015.45x.doi.org/10.1057/jibs.2015.40

Zander L, Jonsen K, Mockaitis Al. Leveraging values in global organizations: Premises,
paradoxes and progress. Management International Review. 2016;56(2):149-169. DOI:
http://dx.doi.org/10.1007/s11575-015-0277-0

El-Kassar A, Messarra LC, El-Khalil R. CSR, organizational identification, norma-
tive commitment, and the moderating effect of the importance of CSR. The Journal of
Developing Areas. 2017;51(3):409-424

Vveinhardt J, Andriukaitiené R. Model of establishment of the level of management
culture for managerial decision making with the aim of implementing corporate
social responsibility. Transformations in Business & Economics. 2016;Vol. 15, No 2B
(38B):615-629



