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ADAPTATION OF MANAGERIAL STYLE
TO THE PERSONALITY OF ENGINEERS, IN ORDER
TO INCREASE PERFORMANCE IN THE WORKPLACE

Bratu M.L., Cioca L.I."

Abstract: In the competitive business environment, the managerial style that makes up the
psychosocial environment in the organization can be the key to increasing employee
outcomes. Analyzing the psychological and behavioral profile of engineers provides
practical solutions to address a particular managerial style that fits into this socio-
professional category. Adapting management to the needs of employees brings a new
organizational paradigm, namely the learning organization, as opposed to trying to limit
relations to Procust's Bed. A managerial style tailored to the personal needs of employees
can increase their well-being and, implicitly, increase productivity. The research concludes
that managerial behavior tailored to the personality of the engineers is based on assertive
communication, oriented both to tasks and relationships. It is desirable for the manager
to show a practical, organizational and goal-oriented spirit.

Key words: managerial style, ergonomics, well-being, productivity
DOI: 10.17512/pjms.2018.17.1.06

Article history:
Received December 21, 2017; Revised January 17, 2018; Accepted January 28, 2018

Introduction

The time of our society is a time when time is a major resource, and individual
priorities are set according to external pressures. Every individual wants to gain
a certain socio-professional status and have a satisfying personal life that will bring
him satisfaction. Under the influence of time, all aspects of life tend to accelerate,
and the one who has the control over them, that best manages them is the one who
gains satisfaction and performance.

At the organizational level, as well as at the level of the individual, management is
the defining element for achieving productivity. In a society where raw materials
are available to everyone, the information has free access and the technological
resource is accessible, the difference in the competitive environment is made by the
management strategies adopted by the managers of the organization (Nielsen et al.,
2017). Resources are defined as “anything perceived by the individual to help
attain his or her goals” (Halbesleben et al., 2014). Resources create conditions to
support managerial decision-making processes and to increase efficiency
(Pomffyova et al., 2017). At the same time, resources enable employees to
successfully fulfill their tasks and goals as a way to improve their well-being

“ Mihaela Laura Bratu, PhD, Lucian Blaga University Sibiu; Lucian-lonel Cioca, Prof.,
Lucian Blaga University Sibiu

D41 Corresponding author: ybratulaura@gmail.com

>4 lucian.cioca@ulbsibiu.ro

67



2018 POLISH JOURNAL OF MANAGEMENT STUDIES
Vol.17 No.1 Bratu M.L., Cioca L.I.

and ability to do well (Balducci et al., 2011; Bakker and Demerouti, 2007).
Researchers have highlighted resources at the individual level (Claessens et al.,
2007) or they have focused on either employee well-being or performance as
aresult (Skakon et al.,, 2010). Workplace resources motivate and increase
employee well-being (Crawford et al., 2010).

It is quite difficult to define the notion of leadership, because the definitions vary
according to the social organization at that time, the values that are being spoken at
that time, the trend in the field (Bennis and Nannus, 2000). From a social point of
view, the notion of leadership focuses around the notion of influence and is the
influence of a group’s behavior in order to achieve the desired results (Zlate, 2007).
It is noticed that management is not limited to simply managing resources,
but influencing is change, transformation, communication.

There are different management styles that were applied depending on the type of
organization, its specificity, organizational culture, etc. Recent research has
concluded that in a constantly changing society, with a huge flow of technology
and information, an appropriate management strategy would be the changeable
management that is constantly adapting to the situation, to individuals, to that gear
of factors that impose a certain kind of reaction and attitude.

Objectives

This paper aims at identifying the optimal managerial style that can be used in
organizations where engineers are working, to create an organizational climate that
increases the engineers' well-being and directly leads to increased productivity.
Interventions focused on leaders may thus be a cost-effective means of achieving
both: productivity and well-being (Kelloway anad Barling, 2010).

The work surprisingly broadens the relationship between business and society
(Ivascu et al., 2016). Education and culture on development start as early as school
(Ivascu et al., 2017). In a society where sustainable development becomes a goal
(Bratu, 2016), long-term, sustainable personal development is a priority for
organizations. Leadership, from a manager's perspective, depends on the gender,
age, ages and level of education (Ergetin et al., 2017) but the perspective of the
study is directed from employee point of view.

Classical literature on ergonomics (Rangu et al., 1984) addresses both the work
environment and the management style used in an organization. In a broad sense,
ergonomics relates both to the organization of the physical working environment
and to the organization of the psychosocial environment, ie to the character and
style of the leadership, adapted to the needs of the employee. Ergonomics is the
link between the managerial style practiced in the organization and the well-being
of the employees. Ergonomics studies the human-machine-working relationship, in
order to optimize the interaction between them. Composing the workspace of
employees directly aims to increase their well-being. Stress, depression, and
anxiety among working populations can result in reduced work performance
and increased absenteeism (Carolan et al., 2017). By analogy, managerial style,
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seen as an essential component of ergonomics, through the psychosocial climate,
directly influences the well-being of employees. Recent research has confirmed the
relationship between workplace resources and productivity (Bakker et al., 2004).
Employee well-being affects the personal perception of the tasks they perform.
Given that the number of employees is restricted in an organization, the well-being
of each employee is important (Tov and Chan, 2012). Well-being is "a concept that
defines the individual's subjective perception of psychological health and the
quality of life on the cognitive level and affections. The cognitive component refers
to the personal significance of mental health and life satisfaction, and the
emotional dimension includes personal emotional experience, which may be
positive or negative" (Tudorel et al., 2013). Reviews have explored the relationship
between teamwork and productivity, a relationship based on increasing employees'
wellbeing (Maynard et al., 2013). The state of well-being (Salami, 2011) acts
on five dimensions of the individual's personal life:
— autonomy — independence and self-determination,
— environmental control — the ability of the person to lead his/ her life,
— personal development — opening up to new interests,
— positive relationships with others — the ability to have satisfactory and good
quality relationships with others,
— the goal in life — the conviction that life has a meaning,
— self-acceptance — positive attitude towards the past and people.
It can be seen that the dimensions of well-being can be correlated with workplace,
environmental control (productivity) and positive relationships with others by
adopting a certain managerial style. Employee satisfaction with the reward system
offered by the organization produces desirable behaviors as well as productivity
(Beck-Krala et al., 2017). HRM studies highlight the fact that the pattern of
reciprocal gains motivates employees to productivity (van De Voorde et al., 2012;
Jiang et al., 2012).

Methods

The previously proposed scientific approach starts from the operationalization of
the managerial style concept to analyze directly measurable and observable actions
that can be conceptualized. It has been observed that laboratory studies do not
provide a suitable social and organizational context for the well-being and
organizational performance of employees (Chang et al., 2007).

The notion of management implies, first of all, communication. Communication is
a process and a set of behaviors that serve to produce, transmit and receive
information through socially shared and socially symbolic systems (Ardeleanu and
Dorneanu, 2006). From a social point of view, communication is the set of
individual and collective behaviors that allow the production, transmission and
reception of information (Ardeleanu and Dorneanu, 2006). Communication makes
use of symbols, motivations, and cognitions. In order to identify the managerial
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style appropriate to the engineers, both from the employee perspective and from
the manager perspective, a communication style questionnaire was used, focused
on four dimensions: assertive, non-assertive, passive and aggressive
communication.

Along with the communication component, managerial relationships have the
purpose of generating behavior. Individual or group behavior is the effect of
individual faith on what is desirable or useful, what is prescribed or outlawed. This
belief, the principle of life, materializes in individual and group values. Values
have the status of principle according to which people choose and evaluate
behaviors, events and states. In conclusion, people communicate according to the
values they have, evaluate the manager's behavior according to their personal
values. For this reason, the questionnaire also includes a questionnaire on personal
values.

Managerial relationships are assessed by employees and depending on what the
employee will do in the manager's situation. Thus, a questionnaire on the preferred
managerial style, task-oriented or relationship oriented was also introduced.

S

Communication
strategy =
Managerial
Style

P—

Technical
coordinate =
Communication
Style
Questionnaire

Figure 1. Structure of the Questionnaire

In conclusion, the analysis of the preferred managerial style of engineers,
depending on the individual psychological and behavioral profile, will be done in
three directions:

1. Managerial Style: Managerial Style Questionnaire aims to define its own
managerial style and personal trends, as more importance is given to the task
(productivity, efficiency, achievement of objectives) or to the relationship (group
satisfaction). In the present research Blake Mouton's Managerial Grid was chosen
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to study employee behavior (Vlasceanu, 1993). The Blake Mouton Managerial
Grid is built on two dimensions: personal orientation and task orientation. The
two variables have values on a scale of 1 to 9, 1 means low orientation and 9 high
orientation.

2. Communication style: assertive, non-assertive, aggressive, manipulator. The
guestionnaire contains 60 statements describing the types of communication listed
above.

3. Personal Values: S.P.V. is a questionnaire consisting of 30 series of 3 statements
(triads). The 6 values measured by S.P.V. are the following: the practical spirit (P),
the self-realization (A), the variety (V), the decisional spirit (D), the organizational
spirit (O).

Using the tools described above, a social survey based on a questionnaire was
conducted in Sibiu County, Romania. 116 engineers from different fields
participated in the study.

Results

Axis 1 - Analysis of Managerial Style Adopted by Engineers, According to the
Blake-Mouton Grid

The Blake-Mouton grid was applied to the target group described above. 81.9% of
the engineers are positioned in the E-dial, and 12.1% are positioned on the C-dial.
The A and B dial have equal percentages, 2.6%, while only 0.9% chose D option.
82% of engineers perceive themselves as moderate-oscillating managers,
who maintain a balance between task orientation and personal orientation.

Axis 2 - Analysis of the Communication Style of Engineers

The four types of communication described by the S.C. Communication style
cannot be dichotomic, of the type good - bad, socially accepted - unacceptable, but
they can always be a variant of ideal communication, depending on the situation,
on the other person (the way it communicates) and on their own need.

3,45% Rank 1

12,93% 2,59%

=\

= AS = NAS =AG = M

Figure 2. Engineer Preference for the Four Styles of Communication
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81% of engineers adopt the assertive style of communication, characterized by the
ability to directly express their views, desires, without harming the rights
of the interlocutor, without suffering them. The second place of the engineers'
preferences for different types of communication is occupied by the aggressive
style (34%), then the manipulating style (29%) and the non-assertive style (25%).

Score

9,48% 2,59%

q

43,10%

=0-20 =»21-30 =31-40 =41-50

Figure 3. The Number of Items Selected by Each Subject

88% of people chose between 21 and 40 items. 9.5% have between 41 and 50
items, and 2.5% have chosen between 0 and 20 items. We can say that people who
have chosen a small number of items have a clearly dominant style of
communication, without many influences of other styles, and people who have
chosen a high number of items have not yet formed a certain style
of communication.

Axis 3 - Inventory of Personal Values of Engineers

32% of engineers show a high practical spirit and 26% of average. Interestingly, in
a technical craft, 42% of people show a low practical spirit. 2% of engineers show
a high spirit of self-reliance and 7% at medium level. 91% have a spirit of self-
reliance of low level. 5% of respondents prefer high-level variety, 11% prefer
medium and 84% low. Decisional spirit is present at a high level at 3% of the field
and at the average at 6%. 91% show low decisional spirit. 21% of engineers have a
high organizational spirit, 33% at medium level and 46% at low level. Only 11% of
engineers are oriented towards a high-level goal, 14% at medium level and 72% at
low level. From the above data, it appears that the engineers manifest mainly the
practical spirit (38%), the organizational spirit (33%) and the orientation towards
agoal (15%). The spirit of auto realization (5%), the variety (3%) and
the decisional spirit (6%) have minimum values.
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Discussions and Conclusions

Axis 1 - Analysis of Managerial Style Adopted by Engineers, According to the
Blake-Mouton Grid

Engineers prefer a balanced manager behavior, oriented both to staff and
production. By practicing compromise management, the manager has a moderate-
oscillating behavior that ensures a balance between the importance of the task and
the importance given to people. It is an efficient management that ensures both
performance in production and active staffing.

However, the questionnaire raises two issues:

1. The grid is self-evaluation, so it represents people's perception of their own
person.

2. The grid was filled in by people who did not have a leading position, so they
reflected their opinion on how they would like to be. It is normal for every man
to strive for balance and harmony, at least at the theoretical level.

Axis 2 - Analysis of the Communication Style of Engineers

Most engineers adopt the assertive communication style. One third of respondents
have the aggressive style like secondary communication style, which can be
explained by the fact that the dominant assertive style can be tedious, stressful, as it
involves managing their own emotions, and when this gets out of control, the
person becomes verbally aggressive. An assertive style acquired through linguistic
exercise, without an emotional management exercise, becomes an aggressive style
very easy.

There is a poor positive correlation between those who have chosen to be defined
by the assertive style and the manipulator style option. It seems that the assertive
communication style, with the characteristic of adapting to the needs of the
interlocutor and not hurting, even protecting the person in front, has a manipulative
component. Some of the people who have chosen the assertive style as their
preferred style have the second choice of manipulating style. The Pearson
correlation coefficient between the number of choices made and the manipulator
style is strongly positive for a significance level p <0.001, which means that the
more well-defined the dominant manipulator style is, the more styles
of communication has the person, depending on the situation and personal needs.

Axis 3 - Inventory of Personal Values of Engineers

The results of the S.P.V. applied to engineers, outline their psychological profile as
follows: engineers show a practical style, oriented to materialism and practical
action, with immediate economically advantageous use. They tend to take care of
possessions, do what is profitable and attract the maximum profit for their own
interest. They are well organized in their work, they keep everything in their place,
they are ordered, they systematically approach the tasks, and they do everything in
their own time. Prefer pre-planned and routine activities. They have a purpose
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to aim for, not abandon the problem until it has been resolved. It focuses its efforts
on clear and definite objectives, knowing precisely the direction to be taken.
Prefers positions with clearly defined and specified requirements and objectives.
They tend to focus on the task and limit the field of activity according to the goal to
be achieved. Other features manifest: addiction, circumspection, anxiety,
authoritarianism, dogmatism, machiavelism, obedience, economic orientation,
conformism, circumspection, responsibility, bureaucratic orientation, self-
discipline, self-assertion, non-affirmation.

In conclusion, engineers prefer balanced managers, oriented both to task and to
relationship. They want an assertive communication in which each participant
respects the interlocutor, expresses his views directly, without harming the rights of
others. The manager is advised to have a practical and organizational spirit and to
have very clear goals for doing different actions. Managers tend to be concerned
about interacting with engineers towards production. It seems, however, that
engineers are very sensitive to relationships with the manager and other colleagues.
The myth that engineers do not want to communicate with others, that they tend
to isolate themselves, it is dissolved.

The information presented above can be used at the management level. When
hiring, the organization can see certain characteristics of the candidate and,
depending on the job requirements, can choose the person who is the best fit.
Building the team according to psychic entropy and enantiotropy can improve
productivity. It can be redistributing the employee, within the company, to
a position that fits more. Can be used elements that matter to the employee as
a means of rewarding. The manager should distribute tasks to the employee who
define it and reflecting its mental structure. Composing team-building sessions
according to employee values, tailored to their style of communication and
personal social needs, it is a valuable management strategy. Structuring the
organization's internal order according to the personal needs of the employees
increases productivity (breaks and spaces intended for them; ways of organizing /
disorganizing work, depending on the type of engineer and task). It is an intelligent
promotion of equal opportunities and gender equality, in the sense that everyone
has the right to be in the right place in which he / she finds his / her balance.
Adapting communication and managerial style according to the employee's age,
abilities, occupational interests, work values and working styles of each increases
directly the well-being. A manager that corresponds to the psychological and
behavioral profile of engineers can increase their employees' well-being
by building a working environment according to individual needs.

So, a transformational leadership can increase employees' well-being (Avolio et al.,
2009). The state of well passed by managers to the engineer:

change the attitude of employees towards work, colleagues and tasks,

increase employee motivation,

make collectivity fun,

change employee attitudes — is optimistic,
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— increases the level of energy concentration,

— increases employee performance,

— develops positive emotions in relation to work,

— reduces quitting and staying,

— decreases tensions and negative emotions.

A well-developed state of engineers activates, motivates, transforms and leads to
superior performance in activity. The only threat to this perfect mechanism of
engaging employees in solving tasks is the phenomenon of hedonic adaptation that
is the habit of employees with that state of well-being and environment. For this
reason, it is recommended to change the working environment about each 2 years.

Study Limitation and Future Study Direction

The study presented has a number of limitations to be recognized. First of all,
I narrowed the search strategy to high-impact journals for the theoretical part
(Dalton et al., 2012). A similar approach has been used in other management
research (Doherty et al., 2014). Secondly, the practical part was based on
questionnaires that include the person's vision of their own behavior, their
subjective opinion. As a future research direction, we propose a guide for the
employer in order to optimize human resources management at the organization
level.
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ADAPTACJA STYLU MENEDZERSKIEGO DO OS'OBOWOSCI
INZYNIEROW, W CELU ZWIEKSZENIA WYDAJNOSCI W MIEJSCU
PRACY

Streszczenie: W konkurencyjnym $rodowisku biznesowym, styl menedzerski, ktory tworzy
srodowisko psychospoteczne w organizacji, moze by¢ kluczem do zwigkszenia wynikow
pracownikow. Analiza profilu psychologicznego i behawioralnego inzynierow dostarcza
praktycznych rozwigzan dotyczacych konkretnego stylu zarzadzania, ktory pasuje do tej
kategorii spoteczno-zawodowej. Dostosowanie zarzadzania do potrzeb pracownikow
wprowadza nowy paradygmat organizacyjny, a mianowicie organizacje uczacg si¢. Styl
menedzerski dostosowany do osobistych potrzeb pracownikoéw moze zwickszy¢ ich dobre
samopoczucie i, w domysle, zwigkszy¢ produktywnos$¢. Autorzy badania konkluduja,
ze zachowanie menedzerskie dostosowane do osobowos$ci inzynier6w opiera si¢ na
asertywnej komunikacji, zorientowanej zar6wno na zadania, jak i na relacje. Pozadane jest,
aby menedzer pokazat ducha praktycznego, organizacyjnego i zorientowanego na cel.

Stowa kluczowe: Styl zarzadzania, ergonomia, dobre samopoczucie, produktywnos¢.

RERNXARERN TR ME - DARE TAEZFTHISH

T - IR > Mg 4 oh 0 B RS B AR AT BE 2 fe s 1 T
FRERATREE o oM TARMAY BRI T W RHIE N E S X — Tl AR EE
B XNASER AL T VIS el TR 2R o NEHIEN G TR KA R Ty a5 E
B S BRIZB A s A2 I B 52 SR HIAE Procust's Bed °
EE AT AT RV E XA 0T LIS i 1V sErE R > - g Estiigs =17 - %
RGN > SN TR MENERET 2R T BE0VEMHE - HEES s
% o L RAFEIIHE — S A AR E PR S R ARE T o

KRBT EHENXEE > AMETRES > 2B &7

77



