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DEVELOPMENT OF ORGANISATIONAL CULTURE TO ENSURE COMMUNITY SECURITY

This article explores the concept of organisational culture as a strategic tool that can be used by leaders to undertake the or-
ganisational changes necessary to ensure community security. Managers' actions are primarily geared toward the functioning of
the organization as an entity, towards increasing employee engagement in achieving organizational goals, and secondly, actions
are externally oriented, being focused on establishing a network of relationships with community stakeholders to achieve goals

and promote organizational causes.

Theoretical research on the phenomenon of organizational culture is carried out, using the method of examining the correla-
tions between the elements of organizational management — organizational culture and organizational leadership, organizational
culture and external networks, organizational culture, and effective habits of employees. The author addresses the problem of
developing organisational culture within the police with the aim of improving the management system. The outcomes achieved
by the author can be applied in theoretical research on organizational culture, in the managerial process of police structures, and
in the training process of young specialists in the field of security and public order.

Keywords: organisational culture, values, effective skills, interdependent networks, community security.

Formulation of the problem. The development of or-
ganisational culture within the police is necessary in the
current climate of strengthening efforts to ensure commu-
nity security. The main role in countering and preventing
crime has been assigned to the police, but the responsi-
bility for eradicating factors such as poverty, mass migra-
tion, violence, etc. that increase insecurity in society is
shared by all community actors. Members of a community
are part of various organisations, where they interact and
make decisions about their work. The organisation repre-
sents a rational, institutionalised form of interaction of a
group of people who have a common goal to achieve
through group effort. The culture of an organisation de-
notes the group's manner of thinking and acting; it is the
framework formed by the fundamental concepts devel-
oped by an organisation as employees learn to solve
problems of internal integration and adaptation to the ex-
ternal environment. Culture is a phenomenon that influ-
ences both the processes within the organisation and the
way the organisation interacts with its stakeholders — or-
ganisations or third parties from the external environment.
The traditional, mechanistic and bureaucratic view of the
organisation no longer meets the requirements of effi-
ciency when the environment is constantly changing and
rules are not sufficient to set behavioural benchmarks.
Organisational values can overcome the rule deficit and
guide employees' actions in the problem-solving process.

In this paper we aim to examine how organisational
culture can be developed to make the necessary organi-
sational changes and successfully implement the concept
of community policing. We believe that leaders can use
organizational culture as a strategic tool to strengthen the
interaction between police and citizens. By developing
effective skills of civil servants with special status and
establishing a network of relations between the police,
local public administration authorities, decentralized and
deconcentrated public services in the territory, civil socie-
ty organizations, media, business organizations, etc., the
objective of long-term collaboration in solving public secu-
rity problems can be achieved.

Analysis of research and publications. Organisa-
tional culture began to be widely addressed in scholarly
publications in the late 1980s of the 20th century, as a
phenomenon that determines the success of organisations
and an essential element, indispensable for social pro-
gress. A first approach to organisational culture was taken
by T. Peters and R. Waterman, illustrating in their work In

Search of Excellence (1982) the correlation between or-
ganisational culture and leadership in high performing or-
ganisations. They developed a set of concepts, focused on
what happens in the organisational process, which has
been called the "7-S Model" (structure, strategy, systems,
skills, staff, style, shared value). The ability of the organisa-
tion to create shared values, which unite the efforts of all
the structures of an organisation, is one of the main factors
of the effectiveness of managerial activity [4].

From the perspective of the organisation and its envi-
ronment, G.Hofstede presents the model of the basic di-
mensions of differences between national cultures. Cul-
tures and Organizations. Software of the mind (1991) rep-
resents a classic work on intercultural research in organisa-
tions. Hofstede treats the issue of culture as the foundation
of individual, organisational and international thinking, feel-
ings and activities. Cultural differences have an important
impact on the manner in which organisations operate [2].
An organisation's environment includes things, people,
conditions or influences that interfere with its performance.
Some interferences are direct, as the organisation is in
relation to these factors, others are indirect. One way in
which the values of national culture permeate the organisa-
tion is through the process of staff engagement. Concerns
about improving working conditions, increasing employment
opportunities or reducing informal employment, reflected in
public policies, have an impact on organisational values,
principles and practices. Organisational culture is an element
of the national culture of which it is an integral part.

Focusing on the notion of trust, D. McGregor examines
in The Human Side of Enterprise (1960) the assumptions
about human behaviour that underlie managerial activity.
The traditional view of management is based on manageri-
al steering and control. The traditional view of administra-
tion is based on managerial steering and control. "Theory X"
is based on a set of assumptions that see employees as
people who are work-averse, require control, avoid respon-
sibility and are only looking for security. This is why em-
ployees need to be coerced, supervised, steered in order
to get them to make the necessary effort to achieve their
goals. McGregor proposes an alternative — "Theory Y",
where the basic principle of leadership is integration.
From this perspective, employees are seen as people,
who enjoy their work, they do not need to be kept under
control or constrained in any way, as long as they are
committed to the organisation's goals [3]. Management is
a complex activity and its deterministic and analytical
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tools are indispensable, but they cannot be the only in-
formational reference for the decision-maker. Trust is
important for achieving cooperation, it is shown when
individuals are able to appreciate each other's actions
and when there is mutual respect. The main aim of com-
munity policing is to create structures of participation be-
tween police and citizens based on trust.

In the context of the problem addressed, it is im-
portant to increase work engagement and active partici-
pation in networking, and this requires to develop em-
ployees' skills. A comprehensive analysis of the habits of
highly effective people is carried out by St. Covey in his
outstanding work The Seven Habits of highly effective
people (1989). According to St. Covey, personal effec-
tiveness determines organisational effectiveness. A per-
son who passionately achieves individual goals, is per-
sonally and professionally fulfilled, and makes a signifi-
cant contribution to organisational development [1].

Leaders use their influence to achieve organisational
goals, opting for innovation, satisfaction and organisa-
tional commitment. According to E. Schein's insights, a
key element of how an organisation functions that en-
hances organisational performance is the activity of the
leader who shapes organisational culture. In Organiza-
tional Culture and Leadership (1992) Schein defines or-
ganizational culture as a framework formed by the basic
concepts developed in the organization as employees
learn how to cope with the problems of adjustment to
changes in the external environment and internal integra-
tion. He identifies three levels of organisational culture
expression — artefacts, values and core concepts, provid-
ing a model for understanding the phenomenon of organ-
isational culture, the principles and methodology of organ-
isational culture research and development, enabling us
to manage organisations successfully [5].

Purpose of the article. The aim of the research is to
identify a model of organisational culture development that
can be applied in organisational practice in order to form
optimal conditions for achieving organisational goals and
solving community security problems using multi-
stakeholder networks.

Exposition of the main material of the study. Organ-
isational culture can be a factor in achieving both success
and failure, it can play a key role in mobilizing all the organ-
isation's resources to fulfill the defined objectives or it can
also be an obstacle in reaching organisational goals. The
theoretical concerns of organisational culture reflect a new
vision of human resources — proactive, self-aware and self-
controlled employees, oriented towards participation and
taking responsibility for actions and decisions, and a new
perspective on the management of organisations -
change-generating leadership, the activity of systematically
steering collective human action towards performance.

Leaders have the task of creating organisational condi-
tions and mechanisms for people to get their commitment.
Their primary duty is to support their staff to become effec-
tive. Ideally, all members of an organisation should feel that
organisational goals have personal meaning for them [3].
Engaging employees in work-related decision-making re-
quires a participative management style. Employee partici-
pation succeeds when employees have the will to do so,
are intelligent, have effective skills and are committed to
group problem solving.

Without seeing a clear relationship between organiza-
tional success and their own success, organizational mem-
bers will not be willing to actively engage in achieving the
organizational mission. Effective leaders are concerned
with building and disseminating the values that will trans-
form the organization and training and developing employ-

ees. Training the seven skills of effectiveness enables per-
sonal development from dependence to independence and
then to interdependence.

Proactivity expresses the fact that proactive people
take responsibility, are self-aware, behave according to a
conscious, values-based choice. Applying the habit of start-
ing with the purpose of accomplishing in mind means plan-
ning activities so as to achieve what is essential. Prioritis-
ing means setting objectives based on organisational roles
and goals. The win/win mindset is a global paradigm of
interpersonal relationships that is characterized by integrity,
maturity and abundance mentality. Empathic communica-
tion emphasizes the value of diagnosis as a basis for co-
operation and mutual benefit in interdependent relation-
ships. The synergy action constitutes integration into the
collective by recognising, respecting and creatively exploit-
ing differences. It is the principle of creative cooperation to
solve problems, identify synergistic solutions through com-
promise and cooperation. Continuous renewal recognises
the need to maintain and enhance personal and organisa-
tional capabilities. Continuous renewal recognises the need
to maintain and enhance personal and organisational ca-
pabilities. This is the principle of continuous improvement [1].
Developing these skills would stimulate employees to take
transformational initiatives and respond to environmental
factors that produce insecurity.

An organisation's success depends on how employees
tackle the problems they face. The reactive approach to
solving community problems indicates that decision-
makers act in response to a specific event, are focused on
shortcomings and are particularly concerned with removing
consequences. The proactive approach refers to anticipat-
ing events and acting accordingly, well in advance of their
occurrence. The model of sustained proactive influence,
geared towards internal integration and collaboration with
stakeholders in the external organisational environment, is
based on deeply shared values of employees. Proactivity is
a personal quality, which influences the organisational po-
tential to make decisions and plan. The pattern of coopera-
tion depends on how interdependencies and interconnec-
tions are built and evolve over time, at the level of individu-
als and groups within and outside organisations. Building
effective networks is based on a set of values — trust, ac-
countability, free exchange of information and transparent
communication, addressing community issues and cooper-
ation through various participatory procedures. These val-
ues are elements of organisational culture and are ex-
pressed in individual and group behaviour.

The development of organisational values, deeply
rooted in organisational experiences, is reflected in the
collective mindset, which gives the organisation a unique
identity. Culture is defined by Geert Hofstede as a "collec-
tive mental programming by which members of one group
distinguish themselves from members of another group"
[2, p.20]. In this definition, the term meanings — implicit
meanings and significations, assumed through socializa-
tion, become a kind of accessible software, which the
subject exploits in facing the challenges of the social en-
vironment. Hofstede uses values to describe and interpret
cultures. Organisational culture in domestic public and
private organisations has developed in response to the
specific conditions of their activity and to the demands of
their environment.

Building social integrity, reinforcing a value system,
formulating the mission, strategic planning and long-term
orientation are all part of organisational culture. At the
same time, the content of these is different from one or-
ganisation to another. "In each organisation the values
have their own specificity, the mission, leadership style
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and personal skills of the members of the organisation
are different. Organizational culture can be characterized
as a specific one, it is a system of relationships, actions
and interactions, which are carried out within a concrete
organizational operation" [4].

The process of developing organisational culture is the
essence of leadership. The ability to perceive the limits of
one's own culture and to enhance cultural adaptability is an
essential leadership challenge. The leader must under-
stand the challenges and create the conditions to adapt to
the changing environment. The main element of organisa-
tional culture is the core concepts, which are passed on to
new members as prescriptions on how to perceive, think or
feel if they want to achieve success. According to Edgar
Schein, core concepts are something that has value to the
members of the organisation. The values that are formed
on the basis of core concepts express the essence of the
organisation's mission. They are shared by employees and
expressed in working principles. The stated values are
explicitly formulated for the members of the organisation,
but they may remain merely stated by the management
without corresponding to actual practices. Artifacts are
symbols and products that focus on observable things and
are meant to reflect organizational values and norms [5].
The relevance of research and development of organiza-
tional culture as a factor in optimizing managerial activity
results from the fact that the main role of the leader is to
manage organizational culture. A leader's talent resides in
his or her ability to understand the culture, maintain it and
pass it on. The things he pays attention to, the managerial
methods he uses, his motivation, the control he exercises,
his reaction to certain crises, the people he recruits and
promotes — all these convey an important message that
defines the organisation he manages.

The establishment of partnership relations between the
police and the community, based on better cooperation
and communication between the police, local public admin-
istration authorities, decentralized and deconcentrated pub-
lic services in the territory, civil society organisations, the
media, and business organisations, is aimed at working
together and addressing public order and security issues.
In the framework of police modernisation and reform, tradi-
tional policing practices are complemented by the commu-
nity policing model to increase the accountability of the
police force and the level of trust in the police service to
citizens, raising its efficiency, quality, and accessibility. We
find important the efforts undertaken by the police authori-
ties of the Republic of Moldova to create an efficient police
structure, capable of achieving innovations in the field of
management, related to the aspects of functioning and
relationships in the internal and external environment of the
public order and security system. At the same time, we
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would like to mention that the success of the implementa-
tion of this model depends, to a large extent, on the devel-
opment of the organizational culture and on the effective
joint action of all stakeholders involved in the process of
ensuring community security.

Conclusion. In order to implement the concept of
community policing, organisational changes are needed,
particularly in the managerial practice of public order and
security organisations. In terms of the relationship be-
tween organisational culture and leadership, it is essential
that the role of coordinating, controlling and guiding the
work and delegating decision-making responsibilities to
police officers who have direct contact with citizens is
assumed. Effective collaboration requires the develop-
ment of employee skills in proactive action, empathetic
communication, win/win conflict resolution, synergistic
action and continuous learning. Adult training programs
and mentoring can be used to achieve this.

Networks formed to address community security is-
sues can take a variety of formal or informal, permanent
or temporary forms, and the partnership is not just made
up of public and/or private organisations, but can involve
community leaders, volunteers, etc. Effective collabora-
tion requires trust-building and problem-solving ap-
proaches. A key role in establishing a proactive social
dialogue is played by police officers who can harness the
potential of community stakeholders. Establishing criteria
for assessing the performance of special status civil serv-
ants in relation to their ability to address community secu-
rity issues through the engagement of community stake-
holders would enhance their involvement.
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PO3BUTOK OPIAHI3ALIMHOI KYNbTYPU AN 3ABE3NEYEHHA BE3MEKA TPOMAL,

Y cmammi docnidxyembcs KoHUenuis opaaHizayiliHol Kynbmypu ik cmpamez2i4yHo20 iHcmpyMeHmy, siKuli MoXe euKopucmosysamucs side-
pamu 3adns 30ilicHeHHs1 3axo0die ma opzaaHi3ayiliHux 3MiH, Heob6xiOHuUx Ons 3abe3neyeHHs1 6e3neku 2pomad. [lii meHedxepie Hacamneped ckepo-
8aHi Ha ¢pyHKUioHyeaHHs1 opaaHi3auyil siKk yinicHocmi, sika cnpsiMoeaHa Ha 36inbWeHHs 3ay4YeHHs1 npayieHukKie 0o docsieHeHHs1 yinel op2aHizauii.
Takox yi 3ii opieHmoeaHi Ha308Hi ma 30cepedxeHi Ha ecmaHo8/IeHHi Mepexi 8iOHOCUH i3 3ayikae/ieHUMU cMOpPOHaMu 2pomMadu Osisi GOCSA2HEHHS

yinel i npocyeaHHs1 op2aHi3ayiliHux crnpas.

lMpoesedeHo meopemuyHuli aHani3 peHoMeHa op2aHi3ayiliHoi Kysibmypu 3a 00rMomMo20r0 Memody A0CiOKeHHs1 Crie8iOHOWEeHHsI MiXK elleMeHmamu
op2aHi3auiliHo2o MeHeA)XMeHmYy: op2aHi3ayiliHor Kysibmyporo, 3 00HO20 60Ky, i opaaHizayiliHum s1idepcmeom, 308HIWHIMU Mepexamu ma eghekmue-
HUMU 38uY4Kamu crniepobimHukie — 3 iHwozo. Aemop po3ansidae Npobremy po3suUMKy opaaHi3ayiliHoi Kysibmypu 8 noniyii 3 Memoro 800CKOHaNIEHHS1
cucmemu ynpaeniHHs. [JocsizHymi aemopom pesynibmamu Moxymb 6ymu 3acmocoeaHi 8 meopemu4Hux GOCiOXeHHsIX op2aHi3ayiliHol Kynbmypu,
npouyecax ynpasJsiHHs noniyelicbkumMu cmpykmypamu ma rnid2omoeku mosodux cneyianicmis y cghepi 6e3neku i epomadcbko20 nopsioky.

Knro4voei ciioea: opraHisauiiHa kynbTypa, LiHHOCTI, e(DEKTUBHI HAaBUYKM, B3aeMo3arnexHi Mepexi, 6e3neka cninbHOTU.



