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Abstract

This part presents the detailed results obtained while determining the level of develop-
ment of the management culture and presenting the respondents’ evaluations not only 
in respect of subscales but also in relation to individual items. It has highlighted sig-
nificant limitations in managerial competence, as well as the differences in declaration 
of values and the application of the values in practice, especially in relationships with 
subordinates, with the emphasis on leadership, interpersonal relationships, communica-
tion, sharing of knowledge and responsibility. Competition of managerial staff could be 
positive while striving for the goals of the organization, but when it is focused on the sub-
jective aspirations, it reduces cooperation and confidence of the employees and disturbs 
the functionality of the management processes. In addition, uncertainty in regulation of 
processes due to which the opportunities provided by information technology are unde-
rused has been revealed.

Keywords: management culture, the level of management culture development, leadership, 
competence, ethics, values

1. Introduction

Relevance of the research and the level of problem exploration: in the previous parts of this 

monograph, the diagnostic instrument covering the part of the management culture and con-

sisting of four dimensions: the culture of managerial staff [1–7]; the culture of organization of 

the management processes [8–18]; the culture of working conditions [19–26]; the culture of 

documentation system [27–29] was presented. These dimensions include a wide field of man-

agement activities and value imperatives, which require to transcend the methods of traditional 
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decisions in relationships with subordinates and to create new interactions with the employees 

as stakeholders. The employees are the persons who most closely interact with the manage-

ment staff; therefore, it would be difficult to deny the significance of their evaluations/reactions. 
By denying employees’ reactions and evaluations, there is the risk of becoming entangled in 
the subjective discussions of the virtual nature, which deplete the emotions, but do not lead to 
a rational result. Objective knowledge obtained by statistical methods in the evaluation of both 
the level of management culture development and the revealed in-depth problems can serve as 

the material for the management change.

Problem of the research: the problem of the research is raised by the question, how would it 
be possible to evaluate the level of management culture development after surveying employ-

ees of companies and carrying out the statistical analysis?

Object of the research: determining the level of management culture development.

Purpose of the research: after performing statistical analysis of variables to evaluate and com-

pare the level of management culture development in the analysed groups of companies.

Objectives of the research: (1) to evaluate the culture of managerial staff; (2) to evaluate the 
culture of organization of the management processes; (3) to evaluate the culture of working 
conditions; (4) to evaluate the culture of the documentation system; (5) to compare the man-

agement culture in various groups of companies.

Methods of the research: the results of this part of the quantitative research are analysed on the 
level of scales, subscales and individual statements, presenting the results of different under-

takings and introducing the overall situation. Individual statements which make the subscales 
are evaluated by percentages, while the respondents’ contributions were divided into three 
groups, i.e. negative, neutral and positive evaluation of the current situation determining the 
level of management culture development in the analysed groups of companies. Statistical 

significance (reliability) p and t-test statistical significance t have also been calculated.

2. Assessment of management culture

Management culture situation in both groups of companies is valued according to the sub-

scales of management staff general culture level, management science knowledge, managers’ 
personal and professional characteristics, the level of the ability to manage, optimal manage-

rial processes regulation, modernity of managerial processes, culture of visitors’ reception, 
conducting meetings, phone calls, working environment level, level of organizing working 
places, work and rest regime, relaxation options, work security and sociopsychological micro-

climate, rational storage system of archival documents, use of modern information technolo-

gies, document search and access system and culture of official registration of documentation. 
Some subscales are closely related but they identify distinct management culture aspects. 

Besides, as it will be seen when analysing social responsibility, they are closely connected 
with the recent statements; however, they allow the analysis of the phenomenon in different 
sections. This part shows detailed results by presenting respondents’ assessments not only 

with respect to subscales but also with respect to individual statements.
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2.1. Assessment of management staff culture

General managerial staff culture represents the organizations managers’ moral, ethical catego-

ries, etiquette and common principles of behaviour with co-workers and customers. In addi-
tion, a statement indicating ethical leadership ability is included, which is important for the 
transmission of the values of the organization to subordinates not only via regulations and doc-

uments but also by personal example, based on development of trust and cooperation culture.

Table 1 shows that all statements of the analysed management staff general culture subscale 
are reliable, but only those evaluating the managers’ ethical norms by individual test steps, 
respect for subordinates and values of managers, which can be termed as ethical leadership 
are statistically significant. Most of the statements were considered satisfactory, although 
more exclusive was language culture according to the answers of the respondents of both 
groups of companies. However, when comparing separately the assessments of employees of 
both groups of companies, a number of differences should be mentioned.

For example, more than half of the second group of employees claim that managers are 
guided by high moral criteria, but only one-third confirms that the values of managers are a 
guide to subordinates. Partly these differences could be explained by problems of communi-
cation between managers and subordinates. In this respect, the answers of the respondents 
of the first group are distributed more evenly, while general management staff culture is not 
high in both groups. This problem is underlined by management sophistication, knowledge 
of management science, the results of which are detailed in Table 2.

Statements of management science knowledge subscale were coded positively, trying to 
deny the emotional incentives for potential confrontation between management staff and 

Subscales Statements First group

N = 911

Second 

group

N = 806

General t p

Management staff 
general culture

The managers in my job are guided by 

high moral criteria

58.9 56.1 57.5 1.199 0.231

Managers strictly observe the ethical 

standards

45.0 56.9 51.0 −4.972 0.000

Managers have high internal culture 54.4 50.2 52.3 1.739 0.082

Managers respect the culture of the 

language requirements
61.8 59.3 60.6 1.056 0.291

Managers strictly observe the 

requirements of etiquette
57.7 55.5 56.6 0.951 0.342

Managers demonstrate respect for 

subordinates

58.4 51.6 55.0 2.826 0.005

Managers’ value—guide to 

subordinates

55.9 35.1 45.5 8.800 0.000

Source: Compiled by the authors.

Table 1. Management staff general culture: comparison of approval percent in groups of companies.
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 subordinates. The received results are statistically significant. In assessing the answers 
according to individual test steps, the following trends were revealed: management science 
knowledge of the first group of companies is assessed more positively, unlike the second. 
Considering the fact that the subordinate staff may not have enough objective knowledge 
about the education of the management staff, the reactions expressed in completing the ques-

tionnaire, direct the attention to the fact that the relationship of the second group of employees 
with the managers’ actions is more stressful. Moreover, such a result (statistically) could be 
affected by the company managers’ self-critical approach to management knowledge (given 
above), and responses to the statements, which deal with the personal and professional char-

acteristics of the managers (Table 3).

Thus, the previously recorded respondents’ reactions could be conditioned by poor objec-

tivity of the managers in the context of the second group. Despite the fact that intensity in 
competition with subordinates stands out, in both cases, it is high enough, and unhealthy 
competition among heads of subdivisions, accepted by the respondents, reveals the relevant 
problem of management ethics of both groups of companies. Though in the subscale of man-

agers’ personal and professional qualities assessing by the statement that the manager helps 
unfold at work, statistically significant differences were not found, it is worth paying atten-

tion to research results presented in Table 4, where leadership and manager’s support to the 
employee are represented, particularly in the case of the second group.

The answers of the employees of the second group of companies complement the problem 

spectrum of the management culture—lack of a leadership quality. Although the difference is 
statistically significant, the problem is acute for the first group of companies, that is, there is the 
lack of leaders who could inspire the employees by personal example and help unfold in the 

Subscales Statements First group

N = 911

Second 

group

N = 806

General t p

Management science 

knowledge level
All managers in my job have higher 
managerial education

55.1 18.0 36.5 17.130 0.000

Managers are interested in 

managerial education innovations

53.1 44.9 49.0 3.408 0.001

Managers intensively apply the 

managerial science innovations in 

practice

55.4 41.7 48.6 5.713 0.000

In my workplace, one can become 
a manager without managerial 

education

51.0 33.9 42.5 7.279 0.000

In my workplace, there are regularly 
organized training courses for 

managers

51.6 24.2 37.9 12.111 0.000

Source: Compiled by the authors.

Table 2. Management science knowledge: comparison of approval percent in groups of companies.
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professional area. In both groups of companies, teamwork problems are revealed, as well as 
lack of managers’ responsibility. In particular, the lack of managers’ support is felt in the second 
group of companies. Judging from the responses, communication style is rather professional, 
but formal. The fact that the relationship is quite formal, but not concrete enough, may be pre-

sumed by analysing the answers of the respondents presented in other subsections of this part.

More detailed management staff general culture assessments are revealed by analysing the 
situation by individual test steps, dividing them into three notional groups: negative, neutral 
and positive assessments. Employees’ assessments according to the subscales of ‘Management 

staff culture’ scale are more positive than negative, but positive indicators in the general con-

text are minimal. In addition, a considerable number of respondents are revealed who chose 
the neutral rating (that is, they had no clear decision).

Assessments by this subscale (Table 5) reflect the assessments of managerial staff behaviour 
accepted in mutual relations of the staff and managers, which show a slight positive shift 
from the conditional average. At the same time, a significant group of respondents is revealed 
that is retained in the interim, not fully decided, assessment version (from 39.9 to 51.4%). 
Analysing the other subscales of this scale, we will see that the indicator which does not 
express this position remains significant enough to continue. In this case, far-reaching con-

clusions cannot be made, but attention should be paid to the trends that are shown by the 
criterion of managers’ values as a guide to subordinates.

Subscales Statements First group

N = 911

Second 

group

N = 806

General t p

Managers‘ personal and 

professional characteristics

My manager is a leader who 

helps me unfold at work
52.6 48.1 50.4 1.837 0.066

I never have doubts about 

the manager’s solutions

53.5 50.0 51.7 1.431 0.153

Managers are objective 

and fair

55.9 41.6 48.7 6.002 0.000

Managers present comments 

related to work correctly
56.2 61.8 59.0 −2.349 0.019

Work orders are assigned 
respectfully

55.7 61.9 58.8 −2.631 0.009

Managers have unhealthy 

competition with 

subordinates

70.8 49.8 60.3 −9.130 0.000

Managers have unhealthy 

competition with heads 

of other units at our 

organization

73.8 73.6 73.7 −0.090 0.928

Source: Compiled by the authors.

Table 3. Managers’ personal and professional characteristics: comparison of approval percent in groups of companies.
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It should be noted that with the decrease of percentage of negative and positive evaluations, the 
number of those who evaluate neutrally is increasing, that is, the number of respondents who 

are undecided in accordance with individual steps of the test and/or the number of respon-

dents who do not have information (Table 6). However, attention is drawn to the fact that it 
is possible to become the manager without special managerial education (43% support this 
statement). Essentially, it corresponds to general trends in the Lithuanian companies, which 
devalue the necessity of special education working with people. For instance, the research by 
Česynienė and Stankevičienė [30] showed that only 16.9% of personnel subdivisions manag-

ers and professionals had a specialized, that is, personnel management education, 4.5% had 
psychological education and 31.2% had managerial education. In another research conducted 

a little earlier, it was noted that the managers themselves recognize the weakness in their pro-

fessional knowledge, and the subordinates assessed their managers’ professionalism worse 
than managers themselves [31], which indicates a residual current problem. Not all ordinary 

employees can have detailed information about the education of their manager, but such 
processes as management staff training are more noticeable (38.7% of respondents agreed 

Subscales Statements First group

N = 911

Second 

group

N = 806

General t p

The level of the 

ability to manage

Tasks and orders are submitted 
accurately

56.4 61.8 59.1 −2.257 0.024

Tasks and assignments are in 
line with staff competences

57.8 54.2 56.0 1.493 0.136

In my workplace, the managers 
seek to be not only formal but 
also informal leaders

53.1 34.9 44.0 7.726 0.000

In my workplace, the managers 
by setting their own example 
inspire employees to achieve 

better results

55.0 49.9 52.4 2.121 0.034

Managers create working, 
creative environment

56.3 54.0 55.1 0.973 0.330

If not the support of the 

manager, my results were not 
so good

57.3 38.6 47.9 7.878 0.000

In my workplace, we all work by 
the principle of a united team

59.3 58.4 58.9 0.352 0.725

In my workplace, the managers 
always assume responsibility for 

the results, whatever they are

48.6 51.7 50.2 −1.286 0.199

With the help of the manager, I 
discovered the abilities of which 

I had no idea

57.7 37.5 47.6 8.561 0.000

Source: Compiled by the authors.

Table 4. The level of the ability to manage: comparison of approval percent in groups of companies.
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that such training takes place). In addition, it has already been noted above that management 
knowledge was critically assessed by the managerial staff representatives.

Assessments of management science knowledge aspects may indicate that sharing the infor-

mation within the organizations (internal communication) is complicated. Since the manage-

ment staff does not have or may not have sufficient managerial education, active learning 
and development do not happen, which affects the quality of management. In addition, the 
negative attitude of employees to managers’ education can have an impact on doubt and dis-

trust on the correctness of decisions that occur during working processes, as well as decisions 
concerning the implementation of corporate social responsibility.

Unfavourable background in this context is also being created by management staff’s per-

sonal and objective characteristics, assessments of which according to single test steps are 
only just higher that the average.

The above-discussed problem of confidence in the decision of the managers is confirmed by 
the direct statement assessments (only 51.8% of respondents never doubt about the rightness 
of the managers’ decisions) (Table 7). Low estimate of confidence in the decisions of managers 
is closely related to the objectivity and fairness of the decisions of managers (49.2% assessed 
positively) and lack of leadership emerged. Only slightly more than half of the respondents con-

firmed that the manager is a leader who helps to unfold at work. This suggests unused leader-

ship potential to work with people and interrelates with the above-highlighted managerial staff 

R/no. Statements in the subscale 

‘Management staff general 
culture’

N Assessment % M (average) Mo SD V

Negative Neutral Positive

1. The managers in my job 

are guided by high moral 

criteria

1717 11.9 30.5 57.6 3.57 4 0.89 25%

2. Managers strictly observe 

the ethical standards

1717 18.2 31.2 50.6 3.42 4 0.97 28%

3. Managers have high 

internal culture

1717 18.8 28.7 52.5 3.45 4 1.01 29%

4. Managers respect the 

culture of the language 

requirements

1717 15.0 24.4 60.6 3.59 4 0.96 27%

5. Managers strictly observe 

the requirements of 
etiquette

1717 14.5 28.8 56.7 3.55 4 0.96 27%

6. Managers demonstrate 

respect for subordinates

1717 21.5 23.2 55.2 3.45 4 1.05 30%

7. Managers’ value—guide to 

subordinates

1717 16.1 37.8 46.1 3.39 3 0.95 28%

Source: Compiled by the authors.
Note: Order number shows the place of the statement in the questionnaire.

Table 5. Management staff general culture: negative, neutral and positive assessments.
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training and development problem. More than a third of the respondents noted that relations 

with subordinates are based on unhealthy competition, rather than cooperation. Lack of coop-

eration is felt in relations among different heads of subdivisions—a little more than a quarter of 
respondents say that these relations are based on competition.

The latter test steps perform a control evaluation function, too—similar estimates of related 
statements (e.g. the manager’s support trying to achieve results and discovered personal 

abilities with the help of the manager—the assessments in favour of statements are 48.5 and 

48.2%, respectively) confirm once again that respondents participated in the survey respon-

sibly (Table 8). However, the problem of leadership, cooperation, creative teamwork orga-

nization, relations between managers and subordinates development is revealed by all the 
measured parameters. In addition, the significant fact is that only just over half of the respon-

dents approved the statements in the context of ability to manage that the tasks and assign-

ments are placed accurately (58.9% assessed positively), and the tasks and assignments are 
in line with the competence of employees (56.1%). The ability to lead and involve employees 
into the processes of implementation of corporate social responsibility is a key challenge to 
management personnel, which, according to the results of the research, could be prevented 
only by lack of competence. Basically, this again reflects the overall Lithuanian organization 
managers’ problematic trends of lack of managerial competence, confirmed in other studies 
(e.g. [32–34]).

R/no. Statements in the subscale 

‘Management science 

knowledge’

N Assessment % M (average) Mo SD V

Negative Neutral Positive

8. All managers in my job 
have university managerial 

education

1717 10.9 51.4 37.7 3.37 3 0.88 26%

9. Managers are interested 

in managerial education 

innovations

1717 10.7 40.1 49.3 3.50 3 0.92 26%

10. Managers intensively 

apply the managerial 

science innovations in 

practice

1716 11.1 39.9 49.0 3.48 3 0.87 25%

11. In my workplace, one can 
become a manager

without managerial 

education

1717 15.9 41.1 43.0 3.35 3 0.94 28%

12. In my workplace, there 
are regularly organized 

training courses for 

managers

1717 15.4 45.9 38.7 3.33 3 0.93 28%

Source: Compiled by the authors.
Note: Order number shows the place of the statement in the questionnaire.

Table 6. Management science knowledge: negative, neutral and positive assessments.
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Summarizing the negative, neutral and positive assessments on the scale ‘Management staff 
culture’, it should be noted that the general average estimate of positively coded indicators is 
51.5%, which represents a slight dominance of positive ratings. Estimates of the median (M) 

distributed from 2.95 to 3.59, the dominant mode (M
o
) is equal to 4. The overall coefficient of 

variation is 29%.

More generalized management culture research results could be elaborated by estimates of 

statements submitted by individual test steps. Management staff culture assessment in the 
case of both groups of companies is presented in Table 9.

The estimates indicate that the heads of organizations provide more attention not to general 
but to department priorities, in competition with other departments and subordinates. In 
the case of the first group, the potential of employees is assessed more, which is promoted 
by management posture. Although in this group of companies, the focus on basic educa-

tion when employing management personnel is not given prominence, both internal man-

agers orientation in finding new solutions and overall competence development policy are 
expressed more vividly. However, personal leadership is not compatible with the teamwork, 
as well as common moral posture of management staff, which remains the weaker link.

Table 9 reveals the employees’ approval percent of both groups of companies when assessing 

management staff culture at the level of individual statements. In both groups of companies, 

R/no. Statements in the subscale 

‘Managers‘ personal and 

professional characteristics’

N Assessment % M 

(average)

Mo SD V

Negative Neutral Positive

13. My manager is a leader who 

helps me unfold at work
1717 24.3 25.2 50.5 3.35 4 1.06 32%

14. I never have doubts about 

the manager’s solutions

1717 24.6 23.6 51.8 3.37 4 1.08 32%

15. Managers are objective and 

fair

1716 24.5 26.3 49.2 3.35 4 1.08 32%

16. Managers present comments 

related to work correctly
1717 17.3 23.9 58.8 3.54 4 0.98 28%

17. Work orders are assigned 
respectfully

1717 17.8 23.6 58.6 3.52 4 1.02 29%

18. Managers have unhealthy 

competition with 

subordinates

1717 25.3 35.6 39.1 3.17 3 1.05 33%

19. Managers have unhealthy 

competition with heads 

of other units at our 

organization

1717 28.7 45.0 26.3 2.95 3 1.03 35%

Source: Compiled by the authors.
Note: Order number shows the place of the statement in the questionnaire.

Table 7. Managers’ personal and professional characteristics: negative, neutral and positive assessments.
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an unhealthy internal management staff competition was revealed (statement approval—a 
little more than 73%). Approval percentage is very high, but this feature of management cul-
ture of the two groups of companies is perhaps the only and the most vivid resemblance. In 

addition, both groups of companies face the problem of leadership of managers, which is 
slightly more visible in the second group of companies. The problem of individual culture is 

characteristic and distinct to both groups of companies, which is revealed in relations with 
subordinates (situation with respect to behaviour ethics, respect for subordinates—a little bet-
ter in the second group of companies).

R/no. Statements in the subscale 

‘The level of the ability to 

manage’

N Assessment % M 

(average)

Mo SD V

Negative Neutral Positive

20. Tasks and orders are 
submitted accurately

1717 17.1 24.0 58.9 3.52 4 0.97 27%

21. Tasks and assignments 
are in line with staff 
competences

1716 17.4 26.5 56.1 3.49 4 1.00 29%

22. In my workplace, the 
managers seek to be not 
only formal but also 

informal leaders

1717 13.5 42.0 44.6 3.39 3 0.89 26%

23. In my workplace, the 
managers by setting their 
own example inspire 
employees to achieve 

better results

1717 20.1 27.3 52.6 3.44 4 1.02 30%

24. Managers create working, 
creative environment

1717 18.5 26.3 55.2 3.49 4 1.02 29%

25. If not the support of the 

manager, my results were 
not so good

1717 25.6 25.9 48.5 3.29 4 1.13 34%

26. In my workplace, we all 
work by the principle of a 
united team

1717 19.9 21.2 58.9 3.50 4 1.02 29%

27. In my workplace, the 
managers always assume 

responsibility for the 

results, whatever they are

1717 19.6 30.3 50.1 3.38 4 0.99 29%

28. With the help of the 

manager, I discovered the 
abilities of which I had 

no idea

1717 23.8 28.0 48.2 3.33 4 1.06 32%

Source: Compiled by the authors.
Note: Order number shows the place of the statement in the questionnaire.

Table 8. The level of the ability to manage: negative, neutral and positive assessments.
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Management staff culture First group Second 

group

General t p

All managers in my job have university managerial 
education

55.1% 18.0% 36.5% 17.130 0.000

In my workplace, there are regularly organized 
training courses for managers

51.6% 24.2% 37.9% 12.111 0.000

In my workplace one can become a manager without 
managerial education

51.0% 33.9% 42.5% 7.279 0.000

In my workplace, the managers seek to be not only 
formal but also informal leaders

53.1% 34.9% 44.0% 7.726 0.000

Managers’ value—guide to subordinates 55.9% 35.1% 45.5% 8.800 0.000

With the help of the manager, I discovered the abilities 
of which I had no idea

57.7% 37.5% 47.6% 8.561 0.000

If not the support of the manager, my results were not 
so good

57.3% 38.6% 47.9% 7.878 0.000

Managers intensively apply the managerial science 

innovations in practice

55.4% 41.7% 48.6% 5.713 0.000

Managers are objective and fair 55.9% 41.6% 48.7% 6.002 0.000

Managers are interested in managerial education 

innovations

53.1% 44.9% 49.0% 3.408 0.001

In my workplace, the managers always assume 
responsibility for the results, whatever they are

48.6% 51.7% 50.2% −1.286 0.199

My manager is a leader who helps me unfold at work 52.6% 48.1% 50.4% 1.837 0.066

Managers strictly observe the ethical standards 45.0% 56.9% 51.0% −4.972 0.000

I never have doubts about the manager’s solutions 53.5% 50.0% 51.7% 1.431 0.153

Managers have high internal culture 54.4% 50.2% 52.3% 1.739 0.082

In my workplace, the managers by setting their own 
example inspire employees to achieve better results

55.0% 49.9% 52.4% 2.121 0.034

Managers demonstrate respect for subordinates 58.4% 51.6% 55.0% 2.826 0.005

Managers create working, creative environment 56.3% 54.0% 55.1% 0.973 0.330

Tasks and assignments are in line with staff 
competences

57.8% 54.2% 56.0% 1.493 0.136

Managers strictly observe the requirements of etiquette 57.7% 55.5% 56.6% 0.951 0.342

The managers in my job are guided by high moral 

criteria

58.9% 56.1% 57.5% 1.199 0.231

Work orders are assigned respectfully 55.7% 61.9% 58.8% −2.631 0.009

In my workplace, we all work by the principle of a 
united team

59.3% 58.4% 58.9% 0.352 0.725

Managers present comments related to work correctly 56.2% 61.8% 59.0% −2.349 0.019

Tasks and orders are submitted accurately 56.4% 61.8% 59.1% −2.257 0.024
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Management staff culture First group Second 

group

General t p

Managers have unhealthy competition with 

subordinates

70.8% 49.8% 60.3% −9.130 0.000

Managers respect the culture of the language 

requirements
61.8% 59.3% 60.6% 1.056 0.291

Managers have unhealthy competition with heads of 

other units at our organization

73.8% 73.6% 73.7% −0.090 0.928

Source: Compiled by the authors.

Table 9. Management staff culture at the level of individual statements.

Differences of some estimates are obvious and especially distinct. For example, in the first 
group, the management staff not only competes among each other, but there is a huge 
unhealthy competition with ordinary employees. In other words, in an environment where 
efforts are made to establish personal advantage, it is hardly possible to have teamwork and 
focus, focusing on company goals (by the way, approval of realization of the teamwork prin-

ciple in both groups of companies is less than 60%). On the other hand, it can be assumed that 
internal competition could be influenced by the fact that the first group of companies valued 
management staff education more, although the general approval rate shows that insufficient 
attention is paid to both the education and training of managers.

It is significant that even in cases where the percentage expressions of estimates of state-

ments in both groups of companies are similar, in many cases, they do not exceed 58%. That 
is, almost half of the respondents note one or another problem of management culture. Of 
course, the distribution of such percentage was influenced by the fact that groups of compa-

nies are composed of several companies where management staff and management culture 
may be different. But in any case, significant percentage expressions force companies to look 
for reasons inside.

For example, the estimates of statements referring to management culture in the first group 
of companies are distributed in the range of 51 and 73.8%, while this range in the second 
group of companies is much higher—from 18 to 73.6%. This reflects not only extensive but 
also diverse spectrum of problems of management staff culture and therefore requires a more 
complex, broader management staff-training programme, where the focus should be first 
given to the most sensitive aspects, such as the organization’s managerial approach to overall 
management education, management staff development changes, education of leaders.

2.2. Assessment of culture of managerial processes’ organization

Managerial staff and the general culture determine the ability to organize work processes 
rationally. Not only standards and regulations are used for that, but also integrated informa-

tion technology, the capacity of the optimal use of which can both improve and hinder the 
work of companies. An important factor is the management staff interaction quality, respon-

sibility limits and personnel accountability for the decisions, the ability to maintain close rela-

tions with subordinates, their support, sharing of working information and so on.
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The problem of regulation of managerial processes is relevant in both groups of companies 

(Table 10). Though about two-thirds of respondents from both groups of companies stated 

that managerial processes are defined in company documents, management personnel func-

tions are not clearly regulated and specified. This problem is exceptionally distinct in the 
second group of companies that is why it is natural that more than half of the respondents 

have questions on the managers’ solutions. As there is a lack of definiteness of management 
positions and functions, their decisions may be assessed controversially, that is, there is a 
relevant problem of tasks assignment, response and performance. As mentioned earlier, there 
are communication gaps between managers and subordinates.

The spectrum of problems of managerial processes regulation is different in both groups of 
companies, and the received research results show that the differences are statistically signifi-

cant. In the first group of companies, the absence of definiteness of managers’ functions and 
concretization of activities is felt. Thus, it can be stated that not only all managerial processes 
are poorly regulated, but also they lack the concretization, which complicates the managerial 
processes themselves.

The rationality of management work organization (Table 11) is closely associated with the 

regulation of the processes discussed above. The problems highlighted move into manage-

ment processes. Only about half of the respondents in both groups of companies indicate 

they are aware that management is certified following the ISO standards. Rationality prob-

lems become even more pronounced in the first group of companies in accordance with all 

Subscales Statements First group

N = 911

Second 

group

N = 806

General t p

Optimal managerial 

processes regulation

In my workplace, managerial 
processes are defined in documents

63.6 66.5 65.0 −1.276 0.202

All organization managers 
accurately know their functions 
and responsibilities

49.7 66.1 57.9 −6.952 0.000

All responsibilities of all managers 
are strictly exposed in instructions, 
rules, regulations

43.4 62.0 52.7 −7.865 0.000

In my workplace, the managers do 
not exceed the available power

52.0 37.7 44.9 6.005 0.000

Management staff functions are 
strictly regulated

54.0 34.1 44.0 8.414 0.000

Employees have no questions for 
managers solutions

48.6 41.3 45.0 3.045 0.002

In my workplace, in terms of 
managers, ‘the left hand does not 
know what the right hand is doing’

45.4 23.8 34.6 9.600 0.000

Source: Compiled by the authors.

Table 10. Optimal managerial processes regulation: comparison of approval percent in groups of companies.
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individual test steps, and the differences comparing with the second group are statistically 
significant. The management staff lacks the information, the possibility to resolve the arising 
issues in person, without applying to managers. The problem of work organization is con-

firmed, which is revealed by the management staff to subordinates, which negatively affects 
the companies’ and their managers’ reputation and the organization’s microclimate.

Many problems of process organization could be solved by using a computer and software 

equipment, but this possibility, as is apparent from the results given below, is underused 
(Table 12).

Almost half of the employees of both groups of companies confirm that the electronic control 
system operates, but the possibility provided by technologies to integrated planning, analysis 
and performance of activities are not sufficiently exploited, it is not enough. This is particu-

larly showed by the answers of the first group of companies’ respondents according to indi-
vidual test steps. Lack of computer equipment is the least focused on in the second group of 
companies. It is true that the available technologies are not fully used, and the computerized 
system of managerial processes is not sufficiently simple, functional and useful in practice. 
After processing the test data, it was revealed that the level of computerization of managerial 
processes in both groups of companies differs statistically significantly.

The internal and external communication cultures (Table 13) in both groups of companies are 

very different, and in many cases, these differences are statistically significant. On the other 
hand, the acceptance percentage for positively formulated statements is not high, indicating 
unsolved communication problems (both internally and with the outside). The second group 

of companies is more open to the public, or, in other words, to external stakeholders, which 
is especially true for the corporate social responsibility status. In addition, while comparing 

Subscales Statements First group

N = 911

Second 

group

N = 806

General t p

Rational organization 
of management work

In my workplace, managerial 
work is certified by ISO 
standards

49.5 53.7 51.6 −1.745 0.081

Emerging issues can be resolved 

with direct superior, without 
going to higher ones

54.7 78.7 66.7 −10.814 0.000

The required information and 
other resources to managers are 

provided timely

49.2 41.1 45.1 3.378 0.001

Managerial staff do not 
complain about their job 

organization

45.8 26.7 36.2 8.349 0.000

Managers say that they could do 

more if they had opportunities

45.9 31.5 38.7 6.132 0.000

Source: Compiled by the authors.

Table 11. Rational organization of management work: comparison of approval percent in groups of companies.
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Subscales Statements First group

N = 911

Second 

group

N = 806

General t p

Modern computerization 

level of managerial 

processes

In my workplace, electronic 
managerial system functions

51.2 55.6 53.4 −1.831 0.067

The managerial system 

enables integrated planning, 
analysis and operation of 

activities

48.6 50.1 49.4 −0.621 0.534

The computerized managerial 

processes system is simple, 
functional and useful

50.2 60.0 55.1 −4.119 0.000

The computerized managerial 

processes system is used to 

the maximum

50.5 37.3 43.9 5.512 0.000

In my organization, there 
is lack of computers and 
software

42.2 15.8 29.0 12.472 0.000

Source: Compiled by the authors.

Table 12. Modern computerization of managerial processes: comparison of approval percent in groups of companies.

Subscales Statements First group

N = 911

Second 

group

N = 806

General t p

Culture of visitors’ 
reception, conducting 
meetings, phone calls

Meetings are efficient, the staff 
does not complain for wasting 

time

52.5 33.0 42.7 8.275 0.000

Interaction with customers 

live and using means of 

communication is respectful

60.8 64.3 62.5 −1.476 0.140

Interaction with partners is 

especially business-like
45.4 44.0 44.7 0.582 0.561

Our organization follows the 

principle ‘Customer is always 
right’

49.4 54.7 52.1 −2.203 0.028

Answers to inquiries from 
outside are provided promptly 

and in detail

55.8 49.9 52.8 2.442 0.015

Answers to the claims from 
the outside are considered as 

unpleasant obligation

45.4 23.9 34.7 9.538 0.000

My workplace is open to 
the public, it does not hide 
unpleasant facts, incidents

50.5 32.4 41.4 7.715 0.000

Source: Compiled by the authors.

Table 13. Culture of visitors’ reception, conducting meetings, phone calls: comparison of approval percent in groups of 
companies.
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with already discussed statements in the subscales, the organizational problems continue to 
remain distinct, for example, in terms of organizing and conducting meetings, timeliness and 
completeness of presentation of answers to the questions from outside.

Comparing the statements discussed until now with those that diagnose the working environ-

ment conditions, there is a tendency that in the second group of companies, much more atten-

tion is given to external conditions than to the quality of the internal processes organization.

The estimates of optimal managerial process regulation, rational organization of management 
work, modern computerization of managerial processes, etc. subscales with respect to nega-

tive, neutral and positive assessments are presented in Tables 14–17.

The estimates of individual test steps representing managerial processes definiteness in docu-

ments were the highest—64.9% of respondents gave positive assessment, and only 8.9%—
negative (Table 14). However, as in this case, the same as assessing the regulation of positions 

R/no. Statements in the 

subscale ‘Optimal 

managerial processes 

regulation’

N Assessment % M (average) Mo SD V

Negative Neutral Positive

29 In my workplace, 
managerial processes are 

defined in documents

1717 8.9 26.2 64.9 3.71 4 0.88 24%

30 All organization 
managers accurately 

know their functions 
and responsibilities

1717 14.0 28.6 57.4 3.55 4 0.95 27%

31 All responsibilities of 
all managers are strictly 

exposed in instructions, 
rules and regulations

1717 16.2 31.6 52.1 3.50 4 0.99 28%

32 In my workplace, the 
managers do not exceed 
the available power

1717 19.2 35.5 45.3 3.35 3 1.02 30%

33 Managerial staff/middle 
unit professionals’ 

functions are strictly 

regulated

1716 12.8 42.6 44.6 3.41 3 0.92 27%

34 Employees have no 

questions for managers 
solutions

1717 27.3 27.5 45.2 3.28 4 1.07 33%

35 In my workplace, in 
terms of managers, ‘the 
left hand does not know 
what the right hand is 

doing’

1717 30.5 34.2 35.3 3.09 3 1.09 35%

Source: Compiled by the authors.
Note: Order number shows the place of the statement in the questionnaire.

Table 14. Optimal managerial processes regulation: negative, neutral and positive assessments.
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in instructions, regulations and so on (positive estimate of the statement that grounds this sit-
uation—only 52.1%) shows that regulation is inadequate. And the high percentage of neutral 
assessments signals that employees may lack knowledge of the internal system of processes 
organization, management staff functions and powers.

Consequently, misgivings are possible as to whether the managerial staff exceeds their pow-

ers (only less than half of the respondents believe that the powers are not exceeded). This fact 
only underlines the need for greater openness in internal communication processes, enhanc-

ing confidence in managers and their decisions. Due to the lack of trust and  cooperation 
 innovation, including corporate social responsibility standards implementation, this may 
receive both direct and indirect resistance and indifference of subordinates.

In this context of regulation of processes, attention should be drawn to the fact (Table 15) that 

the middle-level management staff publicly expresses the grievances of higher rank managers 
on the grounds that the results of management activities because of the latter responsibility 
are not as good as they could be, and at the same time highlights the fact that in the latter 
episode of research, the metaphorical phrase ‘the left hand does not know what the right 
hand is doing’ expressing lack of coordination of activities attracted almost one-third of the  

R/no. Statements in the 

subscale ‘Rational 

organization of 

management work’

N Assessment % M (average) Mo SD V

Negative Neutral Positive

36 In my workplace, 
managerial work 
is certified by ISO 
standards

1717 12.4 36.1 51.5 3.54 3 1.00 28%

37 Emerging issues can 

be resolved with direct 

superior, without going 
to higher ones

1717 14.7 19.4 65.9 3.67 4 1.03 28%

38 The required 
information and 

other resources to 

managers/middle 
unit professionals are 

provided timely

1717 17.5 37.1 45.4 3.35 3 0.97 29%

39 Managerial staff/middle 
unit professionals do not 

complain about their job 

organization

1717 19.1 44.1 36.8 3.21 3 0.91 28%

40 Managers/middle unit 
professionals say that 

they could do more if 

they had opportunities

1711 18.2 42.7 39.1 3.26 3 0.97 30%

Source: Compiled by the authors.
Note: Order number shows the place of the statement in the questionnaire.

Table 15. Rational organization of management work: negative, neutral and positive assessments.
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respondents’ approval (35.3%). All this, firstly, signals the lack of managerial processes regu-

lation, and secondly, the lack of coordination of mutual actions, which is affected by uncer-

tainty of process regulation in internal documents. Therefore, it can be said that this factor of 
existing management culture would complicate the installation process of corporate social 
responsibility standards.

The research results represent a significant assertive vertical managerial structure (e.g. only 
65.9% of the respondents identified the opportunity to resolve the issues arising in work pro-

cesses independently, without regard to managers occupying higher positions) and unused 
middle-level managerial staff potential. Especially, this level staff is not satisfied with the 
received information and other resources.

Management can be certified or not certified, so the distributions of the estimates of the state-

ment presented by the respondents (especially with regard to a neutral assessment forming a 

significant part of the overall context—36.1%) in any case signal about internal communica-

tion problems. One-third of the respondents noted that the management staff/middle-level 
specialists express dissatisfaction with the organization of work. Managers’/middle-level 
management dissatisfaction of work organization system has some negative aspects.

By formulating the statement ‘Managers/middle level specialists say that they could do more if 
they had the opportunity’, the aim was to assess how this dissatisfaction with the  organization 

R/no. Statements in the 

subscale ‘Modern 

computerization level of 

managerial processes’

N Assessment % M (average) Mo SD V

Negative Neutral Positive

41 In my workplace, 
electronic managerial 

system functions

1711 14.3 32.4 53.2 3.50 4 0.98 28%

42 The managerial system 

enables integrated 

planning, analysis and 
operation of activities

1711 16.3 34.4 49.3 3.40 4 0.97 29%

43 The computerized 

managerial processes 

system is simple, 
functional and useful

1711 14.5 30.7 54.8 3.51 4 0.99 28%

44 The computerized 

managerial processes 

system is used to the 

maximum

1711 17.7 38.0 44.3 3.33 3 0.98 29%

45 In my organization, 
there is lack of 
computers and software

1711 31.3 39.0 29.7 2.99 3 1.04 35%

Source: Compiled by the authors.
Note: Order number shows the place of the statement in the questionnaire.

Table 16. Modern computerization level of managerial processes: negative, neutral and positive assessments.

Management Culture and Corporate Social Responsibility314



of work is expressed (and if generally is expressed at all) by middle-level staff. Public and neg-

ative managerial staff representatives’ reactions affect the overall microclimate of the organi-
zation, assessments of management activities. In other words, both direct and indirect effects 
of broader managerial work rationality/irrationality are revealed.

While information technology and software in recent years has been rapidly getting cheaper 
and becoming more easily available for companies, their use in the managerial processes of 
companies still remain complicated (Table 16).

The respondents’ answers suggest that the existing equipment and its use in the managerial 
processes of the organization are not adequate constants. Although a relatively small equipment 

R/no. Statements in the 

subscale ‘Culture of 

visitors’ reception, 

conducting meetings, 

phone calls’

N Assessment % M (average) Mo SD V

Negative Neutral Positive

46 Meetings are efficient, 
the staff does not 
complain for wasting 

time

1711 22.7 34.0 43.3 3.27 3 1.06 32%

47 Interaction with 

customers live and 

using means of 

communication is 

respectful

1717 9.5 28.1 62.4 3.70 4 0.90 24%

48 Interaction with 

partners is especially 

business-like

1717 15.0 40.2 44.8 3.37 3 0.91 27%

49 Our organization 

follows the principle 

‘Customer is always 
right’

1717 18.2 29.9 51.9 3.42 4 0.96 28%

50 Answers to inquiries 
from outside are 

provided promptly 

and in detail

1717 13.7 33.3 53.0 3.49 4 0.93 27%

51 Answers to the claims 
from the outside 

are considered as 

unpleasant obligation

1717 21.9 42.7 35.4 3.17 3 0.97 31%

52 My workplace is open 
to the public, it does 
not hide unpleasant 

facts, incidents

1717 18.8 39.2 42.0 3.28 3 0.97 29%

Source: Compiled by the authors.
Note: Order number shows the place of the statement in the questionnaire.

Table 17. Culture of visitors’ reception, conducting meetings, phone calls: negative, neutral and positive assessments.
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shortage is indicated (29.7%), there is lack of simplicity and functionality of implemented equip-

ment (favourable assessment—only 54.8%), which shows that by meeting the material supply of 

hardware and software, there is lack of attention because of its purposefulness and functionality. 

Therefore, it can be said that the use of existing equipment is complicated and creates precon-

ditions for irrational costs. Only 44.3% of respondents indicated that the available information 
equipment is used to maximum, drawing attention to the fact that only 49.3% of respondents 
confirmed the feasibility for integrated planning, analysis and performing of activities.

The estimates presented in Table 17 indicate that the time allowed for internal meetings is 

exploited irrationally (only 43.3% of the respondents do not complain about in vain spent 
time). In addition, the aforementioned problems of internal communication organization may 
be related to communication with stakeholders outside the organizations, which indicates 
general, systematic problems of organization. Furthermore, there remains relevant problem 
of communication culture with external stakeholders both in formal dimension (see the state-

ments reflecting communication nature) and in building trust with stakeholders. For exam-

ple, although the communication culture is valued significantly higher, openness (see the 
statement ‘My workplace is open to the public, does not hide unpleasant facts, incidents’) is 
low (only 42% of positive assessments). This context reveals the associated critical sides of 
internal processes and relationships with external stakeholders.

General means of estimates on the scale ‘Managerial processes organization culture’ range 

from 2.99 (hardware and software deficiency) to 3.71 (managerial processes’ definition in 
documents), and the highest mode is 4. It is significant that a third of respondents rated the 
indicators neutrally, that is, they had no opinion or were not precisely decided. This may be a 
warning about the problems of dissemination of internal information.

Assessment of managerial processes organization culture in the case of the two groups of 
companies is visualized in Table 18.

At the level of individual statements on the diagnostics of the organization culture of manage-

rial processes, the results show several more distinct trends. In the case of similar standardiza-

tion of managerial processes and development level of electronic control system (when the 

differences are not of high statistical significance), the behaviour of management staff and 
management quality parameters, which are partly revealed by percentage estimates expres-

sion, may differ significantly. That is, the functionality of systems used by the organizations 
differs, as well as the distinctness of personnel functions and responsibilities, and the degree 
of taking responsibility by the middle staff when solving the issues arising in the management 
process. In addition, at the communicative level, the qualitative level of relationship with 
external stakeholders is distinguished. That is, a formally expressed reaction does not neces-

sarily reflect the internal provisions of the personnel.

Table 18 highlights the approval percentage of the two groups of companies in assessing 

managerial processes organization culture at the level of individual statements. Some sig-

nificant differences are revealed between the first and the second group of companies. For 
example, while in the first group of companies the available computer equipment is used to 
the maximum, the obvious lack of hardware and its functionality is highlighted. Thus, in this 
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Managerial processes organization culture First group Second 

group

General t p

In my organization, there is lack of computers and 
software

42.2% 15.8% 29.0% 12.472 0.000

In my workplace, in terms of managers, ‘the left hand 
does not know what the right hand is doing’

45.4% 23.8% 34.6% 9.600 0.000

Answers to the claims from the outside are considered 
as unpleasant obligation

45.4% 23.9% 34.7% 9.538 0.000

Managerial staff/middle unit professionals do not 
complain about their job organization

45.8% 26.7% 36.2% 8.349 0.000

Managers/middle unit professionals say that they 
could do more if they had opportunities

45.9% 31.5% 38.7% 6.132 0.000

My workplace is open to the public, it does not hide 
unpleasant facts, incidents

50.5% 32.4% 41.4% 7.715 0.000

Meetings are efficient, the staff does not complain for 

wasting time

52.5% 33.0% 42.7% 8.275 0.000

The computerized managerial processes system is used 

to the maximum
50.5% 37.3% 43.9% 5.512 0.000

Managerial staff/middle unit professionals’ functions 
are strictly regulated

54.0% 34.1% 44.0% 8.414 0.000

Interaction with partners is especially business-like 45.4% 44.0% 44.7% 0.582 0.561

In my workplace, the managers do not exceed the 
available power

52.0% 37.7% 44.9% 6.005 0.000

Employees have no questions for managers solutions 48.6% 41.3% 45.0% 3.045 0.002

The required information and other resources to 
managers/middle unit professionals are provided 
timely

49.2% 41.1% 45.1% 3.378 0.001

The managerial system enables integrated planning, 
analysis and operation of activities

48.6% 50.1% 49.4% −0.621 0.534

In my workplace, managerial work is certified by ISO 
standards

49.5% 53.7% 51.6% −1.745 0.081

Our organization follows the principle ‘Customer is 
always right’

49.4% 54.7% 52.1% −2.203 0.028

All responsibilities of all managers are strictly exposed 
in instructions, rules and regulations

43.4% 62.0% 52.7% −7.865 0.000

Answers to inquiries from outside are provided 
promptly and in detail

55.8% 49.9% 52.8% 2.442 0.015

In my workplace, electronic managerial system 
functions

51.2% 55.6% 53.4% −1.831 0.067

The computerized managerial processes system is 

simple, functional and useful
50.2% 60.0% 55.1% −4.119 0.000

All organization managers accurately know their 
functions and responsibilities

49.7% 66.1% 57.9% −6.952 0.000
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group of companies, there may be greater opportunities to use electronic control systems than 
in the second, where there is no shortage of such equipment, but it is not efficiently used. On 
the other hand, the management of the first group of companies (comparing with the second) 
stands out with stricter regulation, the meetings are more business-like, but almost half of 
the respondents indicate that management staff could do more if they had the opportunity, 
and present grievances concerning their work organization, miss clearer definitions of duties.

Comparing with the second group of companies, there is a bigger lack of compatibility of 
managerial staff. In addition, in the second group of companies, there is a highly significant 
approval to an individual test step indicating that the issues emerging in the working pro-

cess could be resolved with their direct manager, without applying to higher management. 
In other words, the system is much more flexible, allowing the solution of questions more 
operatively. By the way, attention is drawn to the fact that in the first group of companies, the 
internal competition is generally more visible.

Despite the fact that management’s actions are more coordinated, the managers’ duties are 
discussed more rigorously, almost three-quarters of the respondents of this group noted that 
the middle-level specialists are not satisfied with the freedom of their activities, which could 
lead to accomplishing much more. That is, the initiative of managerial staff is not sufficiently 
exploited, and organization of meetings and workshops does not satisfy the demand of about 
two-thirds of respondents for more efficient use of time.

Moreover, higher interaction culture with external customers (unlike in the first group) was 
revealed (see, respectful communication, responses to claims, etc.). However, judging by other 
individual test steps, this culture is more demonstrative as more than two-thirds of respon-

dents confirmed the statement that the organization tends to hide unpleasant incidents. In 
other words, the second group of companies is more concerned about the representativeness 
of the companies. Although the approval of the respondents is not high, these two groups 
have similarities according to the criteria such as the possibility of managerial systems for 

integrated planning, organization of activities, electronic control system, management certifi-

cation (lack of which both groups of companies experience).

Significantly greater differences between the two groups of companies are revealed in the 
assessments of management working conditions culture; they indicate significant problems 
of the first group as well.

Managerial processes organization culture First group Second 

group

General t p

Interaction with customers live and using means of 

communication is respectful

60.8% 64.3% 62.5% −1.476 0.140

In my workplace, managerial processes are defined in 
documents

63.6% 66.5% 65.0% −1.276 0.202

Emerging issues can be resolved with direct superior, 
without going to higher ones

54.7% 78.7% 66.7% −10.814 0.000

Source: Compiled by the authors.

Table 18. Managerial processes organization culture at the level of solitary statements.
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2.3. Assessment of management working conditions culture

The physical and psychological state of working conditions shows the prevailing management 
culture—this is the perception of legislation, by discussing working conditions, knowledge 
and following regulations, the importance of influence of conditions on working activities. If 
the physical environment depends more on the investments, the size of which is affected by 
the economic state of the organization, psycho-sociological climate depends directly on the 
management personnel culture, individual characteristics, personal culture, social skills and 
understanding of management work in a direct relationship with the staff and the regula-

tion of interpersonal relations. In addition, while management literature devotes considerable 
space to work and rest conditions, in practice this aspect is not always properly assessed.

The respondents were more satisfied than dissatisfied with the working conditions cul-
ture (Table 19), and the assessment of the approval by individual test steps shows that 
in many cases, more favourable conditions are created in the second group of compa-

nies. Statistically significant differences were revealed by discussing the issues of work-

ing space, provision with personal hygiene products, lighting, furniture, ergonomics, 
cleanliness and order. Many of the respondents are not satisfied with air ventilation and 

Subscales Statements First group

N = 911

Second 

group

N = 806

General t p

Working 
environment 

(interior, lighting, 
temperature, 
cleanness, etc.)

In my organization, there is a 
concern to meet the needs of 

employees as far as interior is 

concerned

61.0 62.0 61.5 −0.426 0.670

The working environment is clean 
and tidy

52.1 82.3 67.2 −13.887 0.000

The furniture is ergonomic, tools and 
work equipment—comfortable

51.8 73.8 62.8 −9.629 0.000

We do not need to worry that 

in winter, it will be cold in the 
workplace, and in summer: too hot

59.3 59.2 59.2 0.040 0.968

Air ventilation is good, there are no 
sideline, unpleasant odours

54.8 52.0 53.4 1.156 0.248

I do not feel uncomfortable in the 

workplace for lighting
56.6 76.1 66.3 −8.637 0.000

There is no noise which would 

hinder work
53.0 43.9 48.5 3.777 0.000

The organization arranges for 

everything, for example, neat work 
clothes, too

54.0 76.9 65.5 −10.212 0.000

I have enough space in my 

workplace
55.9 78.2 67.0 −10.031 0.000

Source: Compiled by the authors.

Table 19. Working environment: comparison of approval percent in groups of companies.
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temperature differences; comparing both groups of companies according to employees’ 
answers, statistically significant differences were not found. The ratio of approval and dis-

approval of the statements in the first group of companies indicates that a large number 
of respondents (about half) in most cases assess the organization of the working environ-

ment unfavourably, and this means that there are significant deficiencies in connection 
to this aspect in management culture. In this respect, organizing work places is closely 
related, as can be seen from the respondents’ reactions to the statements presented in 
Table 20. Tendencies in both groups of companies are similar.

In both groups of companies, the work places are not sufficiently adapted to the individual 
needs and this is likely to reflect a common approach to such needs—statistically significant 
differences by these test steps were not identified. The most attention in organizing the work-

ing places is given in the second group of companies, for example, compared to the first, 
more than two-thirds of respondents agree with the statement that employees sometimes 

have to take care of the working tools themselves for their money. Moreover, it is emphasized 
that managers are reluctant to take on staff comments on the work equipment, and orga-

nization of working places hinders the performance of operational tasks quickly, promptly 
and efficiently. Both groups of companies, as has been said, are industrial, but the manage-

ment culture aspects, reflecting the level of working places organization, differ statistically 
significantly. In addition, significant differences were recorded in connection to work and rest 
regime, relaxation options subscale—as it is evident from the approval percent, the invest-
ments of the second group of companies into the working environment and equipment do not 
reflect the positive attitude to the staff needs for the rest conditions (Table 21).

Subscales Statements First group

N = 911

Second 

group

N = 806

General t p

Level of organizing 
working places

The organization provides all 

working tools
55.2 80.9 68.1 −11.758 0.000

Working tools allow the job to be 
done quickly and efficiently

56.5 79.2 67.8 −10.257 0.000

Tools, equipment are available 
easily, there is no need to use 
extra effort

53.8 75.4 64.6 −9.563 0.000

The workplace is organized by 

assessing technical and individual 

features of employees

54.1 55.6 54.8 −0.609 0.542

Managers take into account the 
comments of the staff for the 
required equipment, tools for 
work

55.8 66.3 61.0 −4.464 0.000

Employees sometimes have to 

take care of the working tools 
themselves for their money

72.3 30.6 51.5 −18.988 0.000

Source: Compiled by the authors.

Table 20. Organizing working places: comparison of approval percent in groups of companies.
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A significant approval of the respondents of the second group of companies to the statement 
that there is a separate room in the workplace which is designed for rest, confirms already 
identified fact that the management are more concentrated on the external, material—technical 
culture. According to this test step, statistically significant percentage differences were deter-

mined while comparing with the first group of companies. More than half of the respondents 
in both groups of companies indicated that physical activity is not encouraged, and percent-
age differences are not significant. However, in the management culture of the second group 
of companies, less attention is statistically reliably paid to the human resources work and rest 
regime and physical recreation. It should be noted that the answers of the respondents of the 

second group of companies, indicating a lack of attention to family members, show concentra-

tion on production targets and some kind of depreciation of stakeholder interests.

Individual test steps were formulated positively and negatively, to get more precise responses, 
including the control indicators, too. For example, assuming that the general knowledge of the 
tolerance requirements can affect the answers, there was included a statement about the jokes, 
which are traditionally considered to be harmless, though they have discriminatory overtones 
(Table 22). Work security and sociopsychological microclimate (physical and psychological 
safety) are more favourable in the second group of companies, but the percentage show-

ing the estimate is not that high, so that it could be considered as very positive. Statistically 

significant differences in the psychological comfort assessment by comparing estimates of 
two groups of companies were not found, unlike in the groups of statements that relatively 
could be described as reflecting tolerance and physical safety. Greater focus on management 

culture according to these parameters is given in the second group of companies, and the 
respondents’ assessments in the first group of companies imply that the responsibility for the 
physical and psychological well-being of the employees is not sufficiently emphasized.

Subscales Statements First group

N = 911

Second 

group

N = 806

General t p

Work and rest regime, 
relaxation options

The workplace funds the 
employees’ relaxation after 
working hours

51.6 17.7 34.7 15.604 0.000

The care is taken for 
occupational diseases 

prevention

54.2 29.9 42.1 10.481 0.000

Physical activity is promoted 42.0 42.7 42.4 −0.267 0.790

In the workplace, there is a 
room for relaxation

48.0 61.8 54.9 −5.790 0.000

The workplace takes care not 
only of employees’, but also of 
their family’s recreation

51.8 9.1 30.4 21.360 0.000

Working and recreation 
conditions are discussed in the 

collective agreement

50.3 24.4 37.4 11.400 0.000

Source: Compiled by the authors.

Table 21. Work and rest regime, relaxation options: comparison of approval percent in groups of companies.
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The statements of the subscales on the scale presented below ‘Management working condi-
tions’ culture’ show the level of management culture development and related social respon-

sibility items that are associated with employees as one of the stakeholders with respect to 
negative, neutral and positive assessment.

In that case, the working place environment organization compliance with the normative 
sanitary requirements was assessed not that much, as was the employees’ personal approach 
(Table 23). This is how much the working environment is or is not additional, unnecessary 
irritant, interfering with the work process. More than half of the respondents positively assess 
the working environment conditions, such as interior, lighting, temperature regimes, clean-

liness and so on. However, the estimates are not equally high, indicating that in different 
workplaces, the level of comfort is not ensured equally. The estimates of the statements by 
significant part of the respondents—from 13.2 (interior matching the needs of workers) to 
31.8% (noise in the working environment)—pay attention to the fact that in order to raise the 
management culture level and implement corporate social responsibility, it is necessary to 
conduct additional assessment of the working environment, providing additional investment.

Assessing the level of organization of the working environment (Table 24), attention should 
be drawn to the relationship of negative and positive estimates and the assessment of the 

statement showing how managers take into account the comments of employees (favourable 
assessment—only 60.7%). Of course, in this case, the organizations’ possibilities to respond to 
employees’ claims are not assessed, but at the same time, it should be noted that the financial 

Subscales Statements First group

N = 911

Second 

group

N = 806

General t p

Work security, 
sociopsychological 

microclimate

In my workplace, work security 
is taken care of not formally

49.3 26.5 37.9 9.946 0.000

I signed in the work safety 
register only after having listened 

to the instructions and passed 

an exam

55.1 69.2 62.2 −6.071 0.000

At work I feel well, I do not feel 
any psychological discomfort

59.8 62.9 61.4 −1.307 0.191

In my workplace, sexually 
suggestive remarks and/or 
behaviour are not tolerated

52.4 42.1 47.2 4.286 0.000

Respect and tolerance for 
alternative religious, political 
views and so on are encouraged

55.0 36.1 45.5 7.976 0.000

In my organization anecdotes 

discriminating other nationality 

people are not tolerated, etc.

45.7 24.1 34.9 9.571 0.000

Source: Compiled by the authors.

Table 22. Work security and sociopsychological microclimate: comparison of approval percent in groups of companies.
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capacity of the groups of companies involved in the research is large enough. Especially, if 
we compare with the answers of management staff representatives presented in the section 
of quantitative research results discussion, where the commitment to be socially responsible 
is emphasized, and financial opportunities are not of great emphasis. That is why it should 
be assessed by emphasizing problematic aspects of management culture, insufficient feed-

back between managerial staff and subordinates. This assumption is highlighted by another 
emerging problematic aspect of management culture.

R/no. Statements in the 

subscale ‘Working 

environment level’

N Assessment % M (average) Mo SD V

Negative Neutral Positive

53. In my organization, 
there is a concern to 

meet the needs of 

employees as far as 

interior is concerned

1717 13.2 25.3 61.5 3.59 4 0.91 25%

54. The working 
environment is clean 

and tidy

1717 14.4 19.3 66.3 3.69 4 0.99 27%

55. The furniture is 

ergonomic, tools and 
work equipment: 
comfortable

1717 21.2 16.7 62.1 3.57 4 1.08 30%

56. We do not need to 

worry that in winter 

it will be cold in the 

workplace, and in 
summer—too hot

1717 23.6 17.1 59.2 3.48 4 1.18 34%

57. Air ventilation is good, 
there are no sideline, 
unpleasant odours

1717 29.5 17.0 53.5 3.35 4 1.21 36%

58. I do not feel 

uncomfortable in the 

workplace for lighting

1717 16.1 18.1 65.8 3.67 4 1.04 28%

59. There is no noise which 

would hinder work
1717 31.8 19.5 48.7 3.25 4 1.19 37%

60. The organization 

arranges for everything, 
for example, neat work 
clothes, too

1717 19.0 16.2 64.8 3.62 4 1.10 30%

61. I have enough space in 

my workplace
1717 18.0 15.7 66.3 3.67 4 1.08 30%

Source: Compiled by the authors.
Note: Order number shows the place of the statement in the questionnaire.

Table 23. Working environment level: negative, neutral and positive assessments.
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The estimates of the statement ‘Employees sometimes have to take care of the working tools 
themselves for their money’ suggest that some issues of the working equipment provision are 
dealt with at the expense of employees’ wages. In the context of corporate social responsibil-
ity, this could be seen as a negative practice; however, the use and the prevalence of such 
practice in companies would require additional management culture studies (Table 25).

The group of statements in the subscale ‘Work and rest regime, relaxation options’ is designed 
to assess overall organizational approach to work and rest conditions. These include some of 
the specific control circumstances that reflect how management culture is realized in practice. 
The physical fatigue and emotional fatigue are significant factors characterizing the quality of 
management, not restricted to only work environment [35, 36], encouraging employees’ moti-
vation and loyalty. However, in this context, the problems of which can be represented by 
relatively low estimates (from 31.7 to 54.5%), the co-national negotiating context of employees 
is also relevant. Organizations that have trade unions are rare that is why discussion of the 

work and rest conditions in collective agreements remains complicated. On the other hand, in 

R/no. Statements in the 

subscale ‘Level of 

organizing working 

places’

N Assessment % M (average) Mo SD V

Negative Neutral Positive

62. The organization 

provides all working 
tools

1717 15.4 17.3 67.3 3.69 4 1.03 28%

63. Working tools allow 
the job to be done 

quickly and efficiently

1717 14.9 17.9 67.2 3.70 4 1.01 27%

64. Tools, equipment are 
available easily, there 
is no need to use extra 
effort

1717 15.6 20.5 63.9 3.64 4 1.00 27%

65. The workplace is 
organized assessing 

technical and 

individual features of 

employees

1717 14.6 30.6 54.8 3.53 4 0.95 27%

66. Managers take into 
account the comments 

of the staff for the 
required equipment, 
tools for work

1717 15.8 23.5 60.7 3.58 4 0.99 28%

67. Employees sometimes 

have to take care of 
the working tools 
themselves for their 

money

1717 27.4 25.4 47.2 3.31 4 1.20 36%

Source: Compiled by the authors.
Note: Order number shows the place of the statement in the questionnaire.

Table 24. Level of organizing work places: negative, neutral and positive assessments.
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the scope of this research, the initiative of management staff is assessed as low, not discussing 
the benefits provided by initiatives (Table 26).

The tendencies of formal approach to the safety of working environment are revealed, 
which is shown by the approval to the statements that work security is taken care of not 
formally—only 38.6% and following safety instructions requirements—61.7%. That is, formal 
requirements are not carried out. In addition, management staff cannot guarantee that all 
employees in the working environment would feel psychologically safe because almost half 
of the respondents pointed out the existing intolerance to otherness (46.1%). Anecdotes and 
other discriminatory remarks were included as a control statement, the percentage of sup-

port of which shows, on the one hand, the lack of attention to the informal communication 
having influence on poor psychosocial climate, on the other hand, it can be seen as a relative 
respect, not developing, indirect discrimination. Together, all this signals the disadvantages 
of management staff competence for physical and psychological employees’ safety organiza-

tion issues. This encourages the return to the above-discussed management staff training and 
development problem and presupposes one of the actual educational trends.

All statements on the scale of management working conditions culture were coded as posi-
tive. The general average of negative assessment was 21.17% and positive assessment was 
53.5%. The v of the majority of statements: 4, with the exception of the employees’ rest after 

R/no. Statements in the 

subscale ‘Work and 

rest regime, relaxation 

options’

N Assessment % M (average) Mo SD V

Negative Neutral Positive

68. The workplace funds 
the employees’ 

relaxation after working 
hours

1717 29.2 35.1 35.7 3.07 3 1.14 37%

69. The care is taken for 
occupational diseases 

prevention

1717 18.4 38.8 42.8 3.31 3 0.96 29%

70. Physical activity is 

promoted

1717 24.5 33.2 42.3 3.23 4 1.00 31%

71. In the workplace, there 
is a room for relaxation

1717 26.2 19.3 54.5 3.38 4 1.12 33%

72. The workplace takes 
care not only of 

employees but also of 

their family’s recreation

1717 41.0 27.3 31.7 2.87 2 1.19 41%

73. Working and 
recreation conditions 

are discussed in the 

collective agreement

1717 22.0 39.8 38.1 3.17 3 1.05 33%

Source: Compiled by the authors.
Note: Order number shows the place of the statement in the questionnaire.

Table 25. Work and rest regime, relaxation options: negative, neutral and positive assessments.
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working hours, working and rest conditions discussion in the collective agreement, tolerance 
level, labour security, occupational diseases prevention, where mode is 3. The lowest mode 
(2) means a concern not only about employees but also the family members’ rest.

Management working conditions culture assessment in the case of both groups of companies 
is presented in Table 27.

In this group of statements, physiological and psychological characteristics of the working 
conditions were compared. In the locus of organization of working conditions, differences of 
physical labour organization conditions comfort were revealed. Although the physical work-

ing conditions according to the two groups of companies differ significantly, these differences 
do not have a significant impact on respondents’ satisfaction with psychological comfort, 
which in both compared cases is quite low.

Table 27 highlights the approval percentage of the employees of two groups of companies by 

assessing the management working conditions culture at the level of individual statements. 
Already the analysis of the culture of organization of managerial processes and the provision 

R/no. Statements in the 

subscale ‘Work security, 

sociopsychological 

microclimate’

N Assessment % M (average) Mo SD V

Negative Neutral Positive

74. In my workplace, work 
security is taken care of 
not formally

1715 23.9 37.5 38.6 3.20 3 1.02 32%

75. I signed in the work 
safety register only after 

having listened to the 

instructions and passed 

an exam

1717 19.9 18.4 61.7 3.57 4 1.08 30%

76. At work, I feel well, I do 
not feel any psychological 

discomfort

1717 21.0 17.8 61.3 3.52 4 1.10 31%

77. In my workplace, 
sexually suggestive 
remarks and/or behaviour 
are not tolerated

1717 16.5 35.9 47.5 3.41 3 0.99 29%

78. Respect and tolerance 
for alternative religious, 
political views and so on 

is encouraged

1717 13.9 40.0 46.1 3.42 3 0.93 27%

79. In my organization 

anecdotes discriminating 

other nationality people 

are not tolerated, etc.

1717 24.5 40.0 35.5 3.19 3 1.05 33%

Source: Compiled by the authors.
Note: Order number shows the place of the statement in the questionnaire.

Table 26. Work security and sociopsychological microclimate: negative, neutral and positive assessments.
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Management working conditions’ culture First group Second 

group

General t p

The workplace takes care not only of employees but 
also of their family’s recreation

51.8% 9.1% 30.4% 21.360 0.000

The workplace funds the employees’ relaxation after 
working hours

51.6% 17.7% 34.7% 15.604 0.000

In my organization, anecdotes discriminating other 
nationality people are not tolerated, etc.

45.7% 24.1% 34.9% 9.571 0.000

Working and recreation conditions are discussed in the 
collective agreement

50.3% 24.4% 37.4% 11.400 0.000

In my workplace, work security is taken care of not 
formally

49.3% 26.5% 37.9% 9.946 0.000

The care is taken for occupational diseases prevention 54.2% 29.9% 42.1% 10.481 0.000

Physical activity is promoted 42.0% 42.7% 42.4% −0.267 0.790

Respect and tolerance for alternative religious, political 
views and so on is encouraged

55.0% 36.1% 45.5% 7.976 0.000

In my workplace, sexually suggestive remarks and/or 
behaviour are not tolerated

52.4% 42.1% 47.2% 4.286 0.000

There is no noise which would hinder work 53.0% 43.9% 48.5% 3.777 0.000

Employees sometimes have to take care of the working 
tools themselves for their money

72.3% 30.6% 51.5% −18.988 0.000

Air ventilation is good, there are no sideline, unpleasant 
odours

54.8% 52.0% 53.4% 1.156 0.248

The workplace is organized assessing technical and 
individual features of employees

54.1% 55.6% 54.8% −0.609 0.542

In the workplace, there is a room for relaxation 48.0% 61.8% 54.9% −5.790 0.000

We do not need to worry that in winter it will be cold in 

the workplace, and in summer—too hot
59.3% 59.2% 59.2% 0.040 0.968

Managers take into account the comments of the staff 
for the required equipment, tools for work

55.8% 66.3% 61.0% −4.464 0.000

At work, I feel well, I do not feel any psychological 
discomfort

59.8% 62.9% 61.4% −1.307 0.191

In my organization, there is a concern to meet the needs 
of employees as far as interior is concerned

61.0% 62.0% 61.5% −0.426 0.670

I signed in the work safety register only after having 
listened to the instructions and passed an exam

55.1% 69.2% 62.2% −6.071 0.000

The furniture is ergonomic, tools and work 
equipment—comfortable

51.8% 73.8% 62.8% −9.629 0.000

Tools, equipment are available easily, there is no need 
to use extra effort

53.8% 75.4% 64.6% −9.563 0.000

The organization arranges for everything, for example, 
neat work clothes, too

54.0% 76.9% 65.5% −10.212 0.000

I do not feel uncomfortable in the workplace for 
lighting

56.6% 76.1% 66.3% −8.637 0.000
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with computer equipment showed symptomatically that in the first group of companies, there 
can be relevant problems of provision with working tools. Only about half of the respondents of 
this group of companies are satisfied with the provision of working tools, their quality, comfort, 
accessibility and so on. In addition, almost half of the respondents are not satisfied with the 
working environment, compliance with employees’ needs. In the second group of companies, 
the employees’ wishes regarding work equipment are more respected. On the other hand, both 
groups of companies are alike in the fact that almost half of the respondents are not satisfied 
with the temperature regime, air ventilation, nearly 40% feel the unfavourable psychosocial 
climate. Although greater attention and financial resources are given for the physical condi-
tions of employees, recreation, the risk of psychological violence and care for psychological 
employees’ security, promotion of tolerance is assessed less in the second than in the first group 
of companies. However, it should be emphasized that these issues are important the first group, 
too, because about half of the respondents are not satisfied with the achievements in this field.

2.4. Assessment of documentation system culture

Documentation and its control system are significant not only in the ordinary operating pro-

cesses, but especially important for the implementation of corporate social responsibility 
standards in the activities of an organization. Though according to the approval percentage, 
it was revealed that the level of regulation of managerial processes is higher in the second 

group of companies, culture of official registration of documents in most cases is rated by 
lower estimates, and percentage difference in most cases is statistically significant (Table 28), 
similarly to the existing technical base use representing typical single-test steps.

The estimates show that in both groups of companies, there is lack of clear, strict documenta-

tion preparation, regulation of registration, as well as clerical requirements. These criteria are 
important for communication with the outside as well as for internal communication, record-

ing, transmitting and saving data. Percentage estimates differences between the two groups 
of companies according to these parameters are not statistically significant, but make it clear 
that the document registration culture and its development are lower in the second group of 

companies. This shows lack of assistance in providing information about the clerical require-

ments, documentation registration, solving problems of errors and confirms lack of manage-

rial staff support that appeared when discussing previously identified management culture 
issues related to the other components.

Management working conditions’ culture First group Second 

group

General t p

I have enough space in my workplace 55.9% 78.2% 67.0% −10.031 0.000

The working environment is clean and tidy 52.1% 82.3% 67.2% −13.887 0.000

Working tools allow the job to be done quickly and 
efficiently

56.5% 79.2% 67.8% −10.257 0.000

The organization provides all working tools 55.2% 80.9% 68.1% −11.758 0.000

Source: Compiled by the authors.

Table 27. Management working conditions’ culture at the level of solitary statements.
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Although, as already mentioned, the employees of the second group stressed a higher level of 
technical supply, the available hardware and software are not effectively used (Table 29): the 

percentage estimates are statistically significant according to all statements of document search 
and access optimality assessment subscale. In particular, document search systems, work facili-
tating functions installation problems are highlighted, which raises effective payoff question 
of investment in technical equipment. According to the estimates of comprehensibility of the 
document use system, despite statistically significant differences, it can be assumed that in both 
groups of companies, customers skills are not sufficiently valued what would enable the for-

mulation of training and development programmes. This problem also implies interference of 

further discussed effective use of information technology in work processes (Tables 30 and 31).

Although by all individual test steps, the percent differences of estimates of both groups of 
companies are statistically significant, the overall tendency shows (Table 30), that information 
technology is not sufficiently rationally used and does not meet the needs of nearly half of the 

respondents. Especially, shortcomings are highlighted in the assessments of employees of the 
second group of companies. However, it is stated that the technical solutions to meet the needs 
of internal customers’ needs are not sufficiently effective for the management culture problem 
solving, as the existing information systems are not used to the maximum. In other words, the 
organizations’ activities could be more effective with the available resources, too, if the manage-

ment staff analysed and solved the arising problems effectively. For example, one-third of the 
respondents in the second group of companies confirmed that the electronic data management 
system is available to all who need it. It can be assumed that the priority is still given to conven-

tional ‘paper’ document system, what should be refused in seeking for corporate social respon-

sibility status, solving rational use of natural resources and environmental protection issues.

Subscales Statements First group

N = 911

Second 

group

N = 806

General t p

Culture 
of official 
registration of 

documentation

There are approved document 

preparation, official registration rules
57.1 58.8 57.9 −0.724 0.469

There is strict compliance with the 

requirements of clerical work
47.7 48.4 48.1 −0.288 0.773

Document language culture—
requirement applied in practice

55.0 42.2 48.6 5.340 0.000

Employees are constantly introduced 

to the latest requirements of official 
registration of documentation

51.8 44.5 48.2 3.015 0.003

Errors and weaknesses of official 
registration of documentation and 

language culture are analysed

46.9 24.6 35.7 9.849 0.000

The recommendations are given for 

correction of official registration of 
documentation and language errors

50.4 20.6 35.5 13.454 0.000

Source: Compiled by the authors.

Table 28. Culture of the official registration of documentation: comparison of approval percent in groups of companies.
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The activities of both groups of companies are calculated in a dozen of years, but archival 
storage systems (Table 31) are not developed enough to create favourable conditions for 

archiving documents and work with them, so by increasing their emissions and without 
changing the management approach, it is possible to predict the relevance of the systems (i) 
rationality problem.

Statistically reliable and significant approach of both groups of companies was revealed to 
archiving of the documents by all subscale statements. As previously discussed in the sub-

scales of this scale, the second group of companies still faces the most pressing information 

technology and human resources organization problems.

The following discussion concerns practical implementation of culture of documentation 

system management, involving documentation registration, documentation search, use and 
storage. In this context, rationality of information technology use is assessed, by grouping the 

employee survey responses by negativity, neutrality and positivity.

In the practice of Lithuanian companies’ management, there is still an enough tenacious 
provision that documentation registration, following clerical requirements is the object of 
attention of more ‘bureaucratic’ that is, public sector organizations. The existence of such 
unwritten provision is indirectly confirmed by the respondents’ assessments in the con-

text of the statements of culture of documentation registration subscale (Table 32). For 

example, only 57.9% of respondents note that there are officially approved documentation 
preparation rules.

Subscales Statements First group

N = 911

Second 

group

N = 806

General t p

Optimal document 

search and access 

system

There is rapid search engine 

system for documents necessary 

for work

55.1 31.4 43.2 10.168 0.000

Convenient access to documents 
is ensured

52.8 38.8 45.8 5.846 0.000

Document access system is 
understandable for the average 

consumer, it does not require 
special skills

50.9 44.2 47.6 2.805 0.005

In document search system, 
there is installed theme 

classification—codes

57.5 20.6 39.1 16.797 0.000

There is guaranteed job facilitation 

function allowing to prepare your 

documents comfortably, copy 
the fragments of the necessary 

documents, etc.

56.0 35.5 45.7 8.680 0.000

Source: Compiled by the authors.

Table 29. Optimal document search and access system: comparison of approval percent in groups of companies.
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Firstly, it shows the existence of rules, but, secondly, the total sample estimates signal that 
not all respondents may confirm the existence of these rules or regulations. In this context, 
above all things, attention is paid to language errors and language culture support questions. 
In other words, there is clear and consistent problem of document registration organization 
that can complicate the organization’s internal managerial processes, as well as relations with 
external stakeholders—customers, partners, state institutions and others. In addition, in a 
sense, this can have a negative impact on the company’s image, too.

The statements in the subscale ‘Optimal document search and access system’ (Table 33) and 

the subscales below represent the rationality and optimality level of software used to man-

age documents. The positive estimates of statements showing the document search, access, 
functionality and optimality of codes, do not reach even 50% (mode of all statements—3). 
Although it was not calculated, how many working hours are lost due to uncomfortable sys-

tem to users, but it can be assumed that the system of beneficiaries of time and effort losses 
can be significant.

Information technology can be used at different levels—from e-mail, basic word process-

ing to varying degrees of document complexity and other managerial systems (Table 34). 

Subscales Statements First group

N = 911

Second 

group

N = 806

General t p

Rational use of modern 
information technologies

My organization has a reliable 

electronic data processing 

system

46.0 40.7 43.3 2.212 0.027

Reports, analysis, prognoses 
and so on are prepared using 

information technologies

54.6 41.3 47.9 5.524 0.000

Information technologies used 

in workplaces meet the needs
58.9 51.7 55.3 3.006 0.003

Available information 
technologies are exploited 
maximally

56.9 39.2 48.0 7.417 0.000

My workplace invests in the 
latest information technologies

55.9 44.7 50.3 4.662 0.000

Electronic data management 

system is available to all 

departments and employees 

who need it

56.9 36.2 46.5 8.730 0.000

In the organization, it is usual to 
use the electronic signature

47.0 26.6 36.8 8.927 0.000

Workers have adequate access to 
external information databases

48.1 23.0 35.5 11.187 0.000

Source: Compiled by the authors.

Table 30. Rational use of modern information technologies: comparison of approval percent in groups of companies.
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However, the question of use of these systems expedience and investment rationality, consid-

ers particular needs of work place and customer possibilities. It should be noted that only just 

over a half of the respondents (55.6% positive assessments) confirmed that the use of technol-
ogy in the workplace meets the needs and even 48.6% indicate that the available information 
technology is exploited to the maximum. In addition, while assessing the answers by other 

statements of this subscale, a tendency appears that a significant part of the investment in 
information technology can be allocated, distributed and used irrationally.

Though the statement that the workplace invests in the latest information technologies 
received half (50.6%) of positive estimates, the management staff should, first of all, pay atten-

tion to assessment and disposal of the problems that hinder the rational use of technology. 

One reason could be already identified above—management staff competence and lack of 
development problem.

The statements in the subscale ‘Rational storage system of the archival documents’ basi-
cally confirm the problem highlighted in the above-presented subscales about the systematic 
approach to work with documents (Table 35). Archival document storage rationality level is 
shown by the ratio between positive (supporting the statement) and negative (opposing the 

statement) estimates. This ratio (having excluded the respondents who do not know or have 
no opinion) suggests that the respondents employed with archival documents are not satis-

fied with the existing system. The system itself does not allow a rational and prudent use of 
time. For example, only 40% support the statement that the documentation can be quickly 
found as there is a lack of people directly responsible for documents transfer to the archives 
(48.2% support the statement), and you have to spend time for finding previously created 
documents.

Subscales Statements First group

N = 911

Second group 

N = 806

General t p

Rational storage 
system of archival 

documents

There exists a clear document 
storage system

53.2 36.6 44.9 7.004 0.000

Archived documents can quickly 
be found

52.5 26.8 39.6 11.200 0.000

There is an information system of an 

electronic archive

46.0 13.9 29.9 15.301 0.000

The archived documents are never 

lost

49.8 27.3 38.6 9.804 0.000

Sometimes finding previously 
created documents takes a long time

46.0 15.0 30.5 14.625 0.000

There are responsible people for the 

transfer of documents to the archive 

for storage

60.6 34.2 47.4 11.297 0.000

Source: Compiled by the authors.

Table 31. Rational storage system of archival documents: comparison of approval percent in groups of companies.
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For organizations with the existence history of two decades, the access to documents created 
before and stored in the archives is becoming urgent, because information technology has 
changed. Attitudes to document archiving nature changed as well. The estimates show the 
attitude to document digitization which makes it easier to work with them.

In summary, it could be stated that these issues concern not only the approach to new technol-
ogies, understanding their necessity, but also deficiency of the ability to use them rationally. It 
only confirms the need for systematic approach to the management culture relevance. This is 
partly in line with the general trend in the region, as measured by the statistical research in the 
European Union countries. For example, by the use of a computer at work, Lithuania (39%) 
lagged behind Poland (42%) and Estonia (46%), while the general average—53% is much lower 
than the EU average, and by use of the Internet: Lithuania—37%, the EU average—44% [37].

Thus, the origins of the problem may be sought in general technology use culture, but together 
it emphasizes unused potentials which could be provided by investment to the developing 

companies’ management culture.

R/no. Statements in the 

subscale ‘Culture of 

official registration of 
documentation’

N Assessment % M (average) Mo SD V

Negative Neutral Positive

80. There are approved 

document preparation, 
official registration rules

1717 6.3 35.8 57.9 3.68 4 0.84 23%

81. There is strict compliance 

with the requirements of 
clerical work

1716 13.2 38.7 48.1 3.46 3 0.89 26%

82. Document language 
culture—requirement 
applied in practice

1717 13.6 37.4 49.0 3.46 3 0.90 26%

83. Employees are constantly 

introduced to the 

latest requirements of 
official registration of 
documentation

1717 16.6 35.0 48.4 3.41 4 0.93 27%

84. Errors and weaknesses 
of official registration 
of documentation and 

language culture are 

analysed

1717 17.5 46.1 36.4 3.27 3 0.90 28%

85. The recommendations 

are given for correction 

of official registration 
of documentation and 

language errors

1717 17.5 46.1 36.4 3.25 3 0.91 28%

Source: Compiled by the authors.
Note: Order number shows the place of the statement in the questionnaire.

Table 32. Culture of official registration of documentation: negative, neutral and positive assessments.
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Single statements of the subscales on the scale ‘Documentation system culture’ in the ques-

tionnaire were coded as positive. The overall positive assessment percent is 44.2, that is, the 
lowest if compared to other subscales on management culture scale. The mode of 21 indica-

tors from 25 is 3, which indicates that the documentation system culture expression occupies 
middle positions.

When assessing the readiness to become a socially responsible company, a significant 
point is to set management culture development level in the researched company groups. 

Firstly, estimate distribution is assessed by percentage expression according to five levels 
that are consistent with the five divisions Likert [38] scale used in the research: very low 

level—less or equal to 20; low level—from 20 to 40; average—from 40 to 60; high level—
from 60 to 80; a very high level—from 80 to 100. The percentage expression details the 
distribution of respondents’ answers and indicates the tendencies of their approval of 

isolated components. Management culture development level is determined by the five-

point system. Assessing the general management culture expression in order to imple-

ment corporate social responsibility the mode will be counted, where 1 corresponds to 
the weakest expression (i.e. up to 20%), and 5—to the strongest (i.e. from 80 to 100%). 
Documentation system culture assessment in the case of both groups of companies is 
presented in Table 36.

R/no. Statements in the subscale 

‘Optimal document search 

and access system’

N Assessment % M (average) Mo SD V

Negative Neutral Positive

86. There is rapid search 

engine system for 

documents necessary for 

work

1717 11.2 44.8 44.0 3.41 3 0.84 25%

87. Convenient access to 
documents is ensured

1717 13.6 40.2 46.2 3.41 3 0.88 26%

88. Document access system 
is understandable for the 

average consumer, it does 
not require special skills

1717 12.9 39.3 47.8 3.44 3 0.90 26%

89. In document search 

system, there is installed 
theme classification: codes

1717 10.4 49.4 40.2 3.41 3 0.89 26%

90. There is guaranteed 

job facilitation function 

allowing to prepare your 

documents comfortably, 
copy the fragments of the 

necessary documents, etc.

1717 11.2 42.5 46.4 3.42 3 0.81 24%

Source: Compiled by the authors.
Note: Order number shows the place of the statement in the questionnaire.

Table 33. Optimal document search and access system: negative, neutral and positive assessments.
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According to the criteria of documentation system culture, at the level of individual state-

ments, significant and statistically important differences between the two groups of com-

panies were determined. In this case, the technical requirements that in practice reveal 
themselves in association with record keeping and preparation and official registration of 
documentation are less important than professional ones, related to the organization of pro-

cesses. However, the whole of the estimates shows that loopholes are found in the organiza-

tion of processes.

R/no. Statements in the 

subscale ‘Rational use 

of modern information 

technologies’

N Assessment % M (average) Mo SD V

Negative Neutral Positive

91. My organization has a 

reliable electronic data 

processing system

1717 13.4 43.1 43.5 3.35 3 0.82 24%

92. Reports, analysis, 
prognoses and so 

on are prepared 

using information 

technologies

1717 12.4 39.3 48.3 3.45 3 0.86 25%

93. Information 

technologies used in 

workplaces meet the 
needs

1717 10.9 33.5 55.6 3.55 4 0.88 25%

94. Available information 
technologies are 

exploited maximally

1717 9.6 41.9 48.6 3.50 3 0.86 25%

95. My workplace invests 
in the latest information 

technologies

1717 11.8 37.6 50.6 3.50 4 0.90 26%

96. Electronic data 

management system 

is available to all 

departments and 

employees who need it

1717 14.7 38.1 47.2 3.43 3 0.92 27%

97. In the organization, 
it is usual to use the 

electronic signature

1717 18.2 44.4 37.4 3.26 3 0.98 30%

98. Workers have adequate 
access to external 
information databases

1717 17.9 45.8 36.3 3.25 3 0.91 28%

Source: Compiled by the authors.
Note: Order number shows the place of the statement in the questionnaire.

Table 34. Rational use of modern information technologies: negative, neutral and positive assessments.
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The approval percentage of employees of both groups of companies assessing documentation 

system culture at individual statements level is seen from the graphically presented results. 

The estimates suggest three summarizing conclusions. Firstly, the percentage expression of 
individual statements assessment shows very significant differences between the two groups 
of companies. Secondly, though the approval percent in the first group of companies is higher, 
but even the highest reaches only 60.6% (presence of persons responsible for transferring data 
to the archive). When the lowest estimate is 46%, representing such features as electronic 
document management system reliability. Thirdly, the first group of companies focuses more 
on electronic data management, although, as noted above, there exists a relevant hardware 
equipment problem. We pointed out earlier that in the second group of companies, higher 
supply of technical equipment is provided, which is not used effectively enough. Analysing 
percentage expressions of individual statements presented in Table 36 in more detail, the 
previous assumption could be confirmed (investment in advanced information technologies 
is higher than in the first group and the approval percentage expression is 55.9), and that in 
this group of companies not all possibilities provided by electronic control systems are used.

This highlighted general tendency is confirmed by more specific control statement that exist-
ing information technology is exploited to the maximum (approval percent is only 32.9). In 
other words, though the first group of companies allocated less resources, their use is better 

R/no. Statements in the 

subscale ‘Rational 

storage system of 

archival documents’

N Assessment % M (average) Mo SD V

Negative Neutral Positive

99. There exists a clear 
document storage 

system

1717 9.6 45.0 45.4 3.45 3 0.87 25%

100. Archived documents 
can quickly be found

1717 11.3 48.3 40.4 3.38 3 0.85 25%

101. There is an information 

system of an electronic 

archive

1717 11.8 57.3 30.9 3.25 3 0.83 25%

102. The archived 

documents are never 

lost

1717 10.3 50.5 39.3 3.38 3 0.85 25%

103. Sometimes finding 
previously created 

documents takes a long 
time

1717 12.7 55.9 31.5 3.26 3 0.83 25%

104. There are responsible 

people for the transfer 

of documents to the 

archive for storage

1717 8.2 43.6 48.2 3.52 3 0.88 25%

Source: Compiled by the authors.
Note: Order number shows the place of the statement in the questionnaire.

Table 35. Rational storage system of the archival documents: negative, neutral and positive assessments.

Management Culture and Corporate Social Responsibility336



Documentation system culture First group Second 

group

General t p

There is an information system of an electronic archive 46.0% 13.9% 29.9% 15.301 0.000

Sometimes finding previously created documents takes 
a long time

46.0% 15.0% 30.5% 14.625 0.000

The recommendations are given for correction of official 
registration of documentation and language errors

50.4% 20.6% 35.5% 13.454 0.000

Workers have adequate access to external information 
databases

48.1% 23.0% 35.5% 11.187 0.000

Errors and weaknesses of official registration of 
documentation and language culture are analysed

46.9% 24.6% 35.7% 9.849 0.000

In the organization, it is usual to use the electronic 
signature

47.0% 26.6% 36.8% 8.927 0.000

The archived documents are never lost 49.8% 27.3% 38.6% 9.804 0.000

In document search system, there is installed theme 
classification—codes

57.5% 20.6% 39.1% 16.797 0.000

Archived documents can quickly be found 52.5% 26.8% 39.6% 11.200 0.000

There is rapid search engine system for documents 

necessary for work
55.1% 31.4% 43.2% 10.168 0.000

My organization has a reliable electronic data processing 

system

46.0% 40.7% 43.3% 2.212 0.027

There exists a clear document storage system 53.2% 36.6% 44.9% 7.004 0.000

There is guaranteed job facilitation function allowing 

to prepare your documents comfortably, copy the 
fragments of the necessary documents, etc.

56.0% 35.5% 45.7% 8.680 0.000

Convenient access to documents is ensured 52.8% 38.8% 45.8% 5.846 0.000

Electronic data management system is available to all 

departments and employees who need it

56.9% 36.2% 46.5% 8.730 0.000

There are responsible people for the transfer of 

documents to the archive for storage

60.6% 34.2% 47.4% 11.297 0.000

Document access system is understandable for the 
average consumer, it does not require special skills

50.9% 44.2% 47.6% 2.805 0.005

Reports, analysis, prognoses and so on are prepared 
using information technologies

54.6% 41.3% 47.9% 5.524 0.000

Available information technologies are exploited 
maximally

56.9% 39.2% 48.0% 7.417 0.000

There is strict compliance with the requirements of 
clerical work

47.7% 48.4% 48.1% −0.288 0.773

Employees are constantly introduced to the latest 

requirements of official registration of documentation
51.8% 44.5% 48.2% 3.015 0.003

Document language culture—requirement applied in 
practice

55.0% 42.2% 48.6% 5.340 0.000

My workplace invests in the latest information 
technologies

55.9% 44.7% 50.3% 4.662 0.000
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than in the second group of companies. It is possible to link this with management education 
problems that have already been discussed previously. Still, the documentation system cul-
ture is described not only by using information technologies. However, in this case, in the first 
group of companies, more attention is paid to document registration and language culture.

It is true, in this case, that some Lithuanian language specificity should be stressed and the 
increased attention given to its correct professional usage. It is also necessary to pay attention 
to the effort to protect the language from improper structures and, foreign words, and create 
Lithuanian neologisms which correspond to the English terms (it is the responsibility of a 
special state commission, providing recommendations).

2.5. Comparison of management culture in various groups of companies

Management culture in the first group of companies (Table 37), when summarizing estimates, 
is assessed more positively. According to very low assessments, the subscale of rational orga-

nization of management work and the computerization of processes subscale are distin-

guished (respectively lower estimates according to a very high level, too). Most favourably 
assessed are the working environment, workplace organization, safety and sociopsychologi-
cal climate. It can be assumed that a sufficiently high management staff culture influenced the 
further assessments of behaviour of socially responsible organization and socially responsible 

employee.

Analysing the respondents’ approval percentages according to the relative levels, insignifi-

cant differences between scales and subscales were set, so it must be assumed that in the 
groups of companies, there exists a sufficiently strong, stable management culture the further 
development of which could be successful enough aiming for corporate social responsibility 

status. However, it should be noted that nearly one-fifth of respondents assess manager’s 
behaviour, processes organization, working conditions and documentation system in critical 
and very critical ways. This signals the company’s problem areas, and management efforts do 
not satisfy the majority of respondents. This has an impact on employees’ feedback about the 
company and the relationship with it, which, as we shall see below, received high approval 
percent in the subscale ‘Intentions to leave work’ on the scale ‘Behaviour of a socially respon-

sible employee’.

Although in the second group of companies (Table 38), when comparing with the first, the 

percentage expression of critical and extremely critical assessments is lower; however, there 

Documentation system culture First group Second 

group

General t p

Information technologies used in workplaces meet the 
needs

58.9% 51.7% 55.3% 3.006 0.003

There are approved document preparation, official 
registration rules

57.1% 58.8% 57.9% −0.724 0.469

Source: Compiled by the authors.

Table 36. Documentation system culture at the level of solitary statements.
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Scales Management culture Extremely 

low level

Low level Medium 

level

High 

level

Extremely 

high level

Management staff 
culture

Management staff general 
culture level

2.0 13.1 28.8 41.5 14.6

Management science 

knowledge level
3.1 13.1 30.6 36.7 16.5

Managers’ personal and 

professional characteristics

6.3 18.6 28.1 32.2 14.8

The level of the ability to 

manage

2.4 13.6 28.3 39.4 16.3

Managerial processes 

organization culture

Optimal managerial 

processes regulation

4.6 17.4 27.0 35.0 16.0

Rational organization of 
management work

6.2 17.3 27.6 35.2 13.7

Modern computerization 

level of managerial 

processes

6.6 16.9 27.6 34.7 14.2

Culture of visitors’ 
reception, conducting 
meetings, phone calls

4.7 16.4 27.4 37.4 14.1

Management working 
conditions’ culture

Working environment 
level (interior, lighting, 
temperature, cleanness, 
etc.)

3.0 14.8 26.8 37.3 18.1

Level of organizing 
working places

4.9 16.8 27.8 33.3 17.2

Work and rest regime, 
relaxation options

4.6 16.7 29.1 34.7 14.9

Work security, 
sociopsychological 

microclimate

3.6 14.5 29.1 35.3 17.5

Documentation system 
culture

Culture of official 
registration of 

documentation

1.8 15.2 31.6 36.9 14.5

Optimal document search 

and access system

2.2 12.3 31.1 39.1 15.3

Rational use of modern 
information technologies

2.6 14.6 29.8 39.0 14.0

Rational storage system of 
archival documents

2.8 13.0 32.8 36.0 15.4

Management culture 

development level in the 

first group of companies

3.8 15.3 29 36.5 15.4

Source: Compiled by the authors.

Table 37. Management culture development level in the first group of companies.
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Scales Management culture Extremely 

low level

Low 

level

Medium 

level

High 

level

Extremely 

high level

Management staff 
culture

Management staff general 
culture level

2.7 15.5 29.7 39.5 12.6

Management science 

knowledge level
1.3 7.7 58.4 25.3 7.3

Managers’ personal and 

professional characteristics

3.4 18.0 30.1 38.8 9.7

The level of the ability to 

manage

4.8 18.6 27.6 39.8 9.2

Managerial processes 

organization culture

Optimal managerial 

processes regulation

1.8 12.5 38.3 36.2 11.2

Rational organization of 
management work

1.4 7.1 45.2 33.6 12.7

Modern computerization 

level of managerial 

processes

2.5 10.9 42.9 35.0 8.7

Culture of visitors’ 
reception, conducting 
meetings, phone calls

1.7 10.9 44.3 34.1 9.0

Management working 
conditions’ culture

Working environment 
level (interior, lighting, 
temperature, cleanness, 
etc.)

5.8 18.3 8.7 48.3 18.9

Level of organizing 
working places

1.7 10.6 16.6 52.6 18.5

Work and rest regime, 
relaxation options

10.6 22.6 35.9 25.1 5.8

Work security, 
sociopsychological 

microclimate

4.6 17.4 34.5 33.5 10.0

Documentation system 
culture

Culture of official 
registration of 

documentation

1.3 9.7 49.2 31.5 8.3

Optimal document search 

and access system

0.9 8.1 56.9 29.4 4.7

Rational use of modern 
information technologies

1.2 8.3 52.5 30.8 7.2

Rational storage system of 
archival documents

0.7 4 69.6 20.6 5.1

Management culture 

development level in 

the second group of 

companies:

2.9 12.5 40.0 34.6 10.0

Source: Compiled by the authors.

Table 38. Management culture development level in the second group of companies.
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are a lot fewer assessments that are very high. There dominate estimates that are attached to 
the medium level (40%). Attention should be drawn to the fact that the percentage of estimates 
vary strongly according to the separate subscales of the four scales. This indicates that corpo-

rate management policy lacks consistency, and the culture is not fully clearly formed from the 
point of view of employees. For example, according to the highest assessments, the estimates 
range from 4.7 (document search system optimality) to 18.9% (working environment level). 
Many less favourable and extremely favourable assessments were received by management 
staff culture separate subscales which represent the general culture of management staff, the 
level of management science knowledge, professional characteristics and abilities to manage.

The emerged gaps have a negative impact on the whole work organization of the group of compa-

nies. Judging from the fairly high level of assessment of the level of organizing working places and 
comparing with significantly lower level of work and rest regime, relaxation options, safety and 
sociopsychological climate evaluations, it can be assumed that the focus on the physical environ-

ment far surpasses the attention to the human resources and management staff relationship with 
employees. It is significant that the assessment tendencies of social responsibility and manage-

ment culture in both the first and the second group of companies, are essentially the same: within 
the companies themselves as well as in comparing both groups of companies. These tendencies, 
on the one hand, imply a relationship between the management culture and social responsibil-
ity, as well as show the interdependence, on the other hand, they show the general tendencies of 
management culture traditions, but to confirm or deny them deeper research is necessary.
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