





1. Introduction

1.1. Definition of organizational culture 


The organisation itself creates the organisational culture. As soon as the founders decide on their objective, their vision, their plan of attack, and the individuals they will embark on their journey, they do so with the conviction that their ideas and abilities will succeed. Because of their ideas, style of thinking, values, and guiding principles for leading and growing the business, individuals can take on the role of the organization's emblem. This is where organisational culture first emerged.
Everything that is meant by the collective standards of thought, attitudes, values, beliefs, norms, and habits that exist in an organisation is referred to as having an organisational culture. We can identify some visible elements in the cultural component, such as common behaviours and language, rituals, and symbols, but the majority of the cultural component is made up of less obvious elements, such as perceptions and representations of what is "value" in the organisation, myths, and empirical standards for what it means to work effectively and behave appropriately, "how things are done around here," etc.
Although there are powerful modelling factors that customise it, such as: the leadership style and implicitly the way of making decisions, the level of formalism, the structure of the organisation, policies, and most all systems that provide value and support to a certain type of work, the organisational culture is formed through repeated interactions between the members of the organisation, the bringing together of the beliefs and values of the individuals who make it up.
A strong organisational culture would be one in which there is a strong alignment with the organization's values and principles, meaning that the employees' values and principles match those of the organisation for which they work. Control and bureaucratic mechanisms are not necessary in a company with such a culture. People who are part of an organisation with a strong culture do not require further encouragement because they already unwaveringly embrace the "rules of the game," and the company is able to develop a particular kind of desired employee.
The organisational culture is what "binds the organisation" in a network of implicit meanings that gives each of the organization's actions and procedures unique human meanings. It exists regardless of the type of organisation. It is also, regardless of scale, the most significant resistance component in any change method.

1.2 Elements of organizational culture


Specialists have very different perspectives, but generally speaking, an organisational culture consists of the following components:
1. The moment of foundation and the founders. This is where everything starts and practically the entire mission and vision of the company will be based on the principles and thinking of the founders. We are not talking here about starting a business that takes as its image a fictional character, but we are talking about real characters who become symbols high school for the organization  itself.
2. History:
• What activities have been carried out over time?
• What were the results obtained?
• What were the failures and successes?
• How have internal structures evolved?
• How have external structures evolved?
• What is the profile of the leaders?
• What are the strategies applied over time?
3. The object of activity of the company: what do the employees know how to do? How do they solve the problems that have arisen? What are their knowledge and skills?
4. Values. It is extremely important for an organization to establish certain values. They can be both declared, that is, those made in speeches and written ones, and operational, that is, those that are found in  everyday decisions, layers and actions.
5. Signs, beliefs and symbols, hypotheses: rituals, language, ways of arrangement, logos and other signs of representation, heroes, small stories known and sometimes told, codes of behavior, etc. Examples:
a) the category of signs includes: organizational charts, signs of differentiation from the status, the way in which the organization presents itself to the outside, the internal codes of behavior, the arrangement of the space and the time management;
b) the category of beliefs includes: the way in which it thinks, transmits information, understands and interprets the rules, values and after which a decision is made.
c) the category of symbols includes: the stories told by the organization and which have taken place over time, the customs, the taboos, the meaning of the language;
d) the category of hypotheses includes the way in which the individual interprets different signs: how he is praised, criticized, how his merits are recognized.
On the whole, there are two levels of organizational culture, the visible or the outer and the deep, the inner. The external level is observed in the dress code at work, in the way the offices are arranged, in the behavioral model existing in the organization, in the way in which the company's employees treat their customers. The deep, inner level of the organizational culture consists of values that underlie the beliefs that influence behavior and give rise to aspects of external culture. These values are essential to the culture of a strong organization and are often made public in official statements of mission and purpose. 
These values are established and maintained by the organization's managers and are given a symbolic value over time: the symbols translate into organization-specific "metaphors", in specific language that uses these values to describe events, performance, customers and competition. Managers use all these elements in their language, in order to preserve and maintain the organizational culture, as well as to contribute to the maintenance, improvement of the company's image. An organization can be identified by its culture.


1.2. Determinants of organizational culture


Organizational culture is important because it helps in organizational management, strategic planning, changing mentality, but also actively involving employees. In fact, the organization hires people who fit their culture: employees who frequently move away from organizational culture are eliminated. This is not the only way to maintain a culture. The most appropriate methods of preserving the organizational culture shall be considered as follows: 
- the way of reaction of the managers, especially of the top ones, to the crises occurring in the organization; 
- modeling, learning managers; 
- the criteria for the allocation of rewards; 
- the criteria for employment, promotion, removal from the organization; 
- ceremonies, festive events in the organization. 
All these methods of maintaining the organizational culture, however, can also lead to its change. How can  the organizational culture be scrambled?  The following methods may be listed: 
- changing the objectives of the management; 
- changing the way of solving critical situations; 
- changing all the methods listed above. 
Success in such a change depends on understanding the previous culture, supporting employees with positive ideas, supporting employees in carrying out their activities to increase efficiency.  All methods can ensure that a change process is carried out that usually takes from 5 to 10 years. 
  The top-level   manager has the possibility, through the authority he has, to make decisions that effectively  affect any of the employees of the  organization.  This gives him  the  power to  meaningfully influence the organizational culture of the company.
Leadership and culture are interdependent.  Each needs  the other. The creator of a company  develops a work culture  that reflects his  image,  his belief about what must happen in the  company in order to survive and to survive   enjoy success.
Leaders are true for  those in the company, as well as  for those who come into contact with it  in one form or another. It is advisable for leaders to have a great capacity for empathy with their supporters, to be able to understand them  and to make themselves  understood.  The important source of the leader's capacity of persuasion, of  his power, is his own  cultural base;     the system of beliefs, values, attitudes and communions in which he strongly believes and which  decisively marks his actions.
The leader is not the only element that can be a determinant of  organizational culture. In order to present in a clear manner all the determinants of the organizational culture, we use a scheme:
Determinants of organizational culture
Influenţa founded
rului
History of the company
Staff expectations
Features of labor force
Evaluation and motivation system
Company resources
Globalization
Naţională culture
Social condiţiile
Economic environment
Clienţii
Technology, products of the company
Legislaţie
Information technology



	A detailed analysis of these factors is not anobjectof study of this report.  However, in the final part of the work we will exemplify some of these elements and their  peculiarities in the institution's environment  (evaluation, motivation, climate, conflict and discrimination).








2. Organization versus institution


The terms "organization" and "institution" are  most often used as synonyms when talking about phenomena and characteristics of the work and activity environment  of employees.  However, there are some differences that are worth debating and clearing.
	In his work "Political and economic institutions", Mihail Radu Solcan (2004) defines institutions as formal and informal "rule systems"  , which shape the interactions between people. To illustrate the difference between  the organization and the institution, the author uses the metaphor of the game:
	"We will use the example of two teams playing a game. [...]  Each team has a goal: to introduce the ball into the opponents' goal, to lie it in their goal court  and so on, depending on the game. In order to achieve this goal or to preserve the existing score, the teams are organized. Coaches assign tasks to players, make plans.  [...] We can extend the discussion to the level of the club and we will see the same process of organization.  [...]
	Competition as such is an institution, defined by a set of formal and informal rules.  [...]  The rules of the competition and the rules of the game itself are different from the organizational structures. The rules of the game do not even tell us whether or not there must be a player who coordinates the team's game and, even less, who exactly should be the leader of the game. This is a matter of organization. "
	From the above quote it follows that the organization of the match involves the establishment of the place, the date, the participants, while the institutions represent the rules of the game itself.
	The essential characteristic  of the organization is "teamwork to achieve a goal", the human collective having a well-established internal hierarchy. It is very true that in any organization there is a system of rules, formal and informal, hence  the confusion of terms. Moreover, there are organizations that have as their exact purpose the observance and application of some rules, norms, rights and which deal with sanctioning their violation (for example, the D.G.A.S.P.C.s, which deal with the promotion and observance of the children's rights).






3. Organization overview
(D.G.A.S.P.C. Vaslui)

3.1. Brief history

The Directorate of Social Assistance  and Child Protection was established by Decision no. 112/23.11.2004 issued by  the Vaslui  County Council under Law no. 1434/2004, by amalgamating the Social Assistance Directorate  and the  General Directorate for Child Protection Vaslui, former specialized public services subordinated to the  County Council.
	The General Directorate  for Child Protection  has functioned since 1997 when it was established by the Vaslui County Council Decision  no. 23/22.07.1997,  under the Emergency Ordinance no. 26/1997, amended and  completed by Law nr. 108/1998.
	 The  Social Assistance Directorate  functioned as a specialized public service, being established on  the basis of the Government Decision no. 90/2003 and the Vaslui County Council Decision  no. 9/2003.
	The area of activities and actions for the protection of abused, neglected or exploited children, as well as of persons with disabilities and adults, is carried out in accordance with the Governmental Strategy in the field, adopted and transposed according to the county's priorities, collaborating in this respect with the local public administration authorities.


3.2. Sources of funding

	The financing of the expenditures of the General Directorate for Social Assistance and Child Protection is made from:
·  Vaslui county's own budget;
·   contributions to  the local  public authorities   in whose administrative-territorial  area  the children who benefit from residential or family protection services reside;
· contributions of the beneficiaries or of the maintainers of  these assisted persons in the care, assistance for the recovery and rehabilitation of persons with disabilities; 
·  internal and external extra-budgetary funds
· other incomes earned under the law.

3.3. Structure of the institution

The activities carried out within the institution are regulated by the Regulation of organization and functioning, in the structure of the General Directorate of Social Assistance and Child Protection functioning:
1. The   Directorate for Child Protection  Issues, organized in:
·   residential protection services  (  classical placement    centers, family-type houses  , apartments,  maternal center, emergency reception centers);
·     family-type protection services (network of professional foster careers); 
· day care services (day care centers, support and assistance centers for parents, assistance and support centers for pregnant women at risk of abandonment).
2. The Directorate for Protection  Issues of Adults, organized in:
·  residential protection  services  (centers for recovery and rehabilitation of people with disabilities,  assistance and support center for the elderly);
·   family-type protection  services.
3. Directorate takes for economic issues
 Financial service – accounting;
 Supply -service;
 Administrative service  – secretariat.
	 Within the General Directorate of Social Assistance and Child Protection, the following services, offices and compartments are organized and function:
· Human Resources, Payroll and Litigation Service  ;
·  Evaluation  and monitoring service; 
·  Strategy, programs, projects service;
·  Residential protection   service  for children; 
·  Residential protection   service  for  adults;
·    Family-type protection service for children;    
·    Family-type  protection service  for  adults with  disabilities;
·  Complex assessment service;
·  Financial service – accounting;
·  Supply - service;
·  Administrative service  - secretariat;
·  Emergency intervention    office  for children in situations of abuse, neglect, trafficking and migration – Child's phone;
· Office for preparing and supporting the child's reintegration or integration  into the family;
· Office of professional foster carers;
· Adoption office;
· Office of placements;
·  Social assistance office  for people with disabilities;
· Control body office;
· Budget office, investments, tenders;
· Social assistance department   for families and single persons;
· Social assistance  department  for the elderly;
· Anti-poverty and prevention of marginalization department  ;
· Emergency intervention    compartment  for adults in situations of abuse, neglect, trafficking and migration;
· Public   relations and mass-media department;
· Internal audit compartment;
· The  department of labor protection,  fire prevention and civil defense;
· Secretariat  of the  Commission for  Medical Expertise for  Adults with Disabilities;
· Secretariat  of the Commission for Child Protection. 
· 
3.4. Strategy and objectives


General objective:
The General Directorate of Social Assistance and Child Protection Vaslui, realizes the social assistance measures in the field of child protection, family,  single persons, elderly people, people with disabilities, as well as any persons in need, in accordance with government strategies in the field of  protection of children and persons with disabilities adopted and transposed according to the priorities of Vaslui County.
	 Strategic guidelines of the D.G.A.S.P.C.  Vace
1. Preventing and reducing the abandonment of children by their own parents, by supporting families in difficulty and by developing family-type alternatives;
1. Restructuring  of residential services and institutions, by creating  family-type units with a small number of beneficiaries and specialized personnel;
1. Promoting adoption, with priority of  national adoption;
1. Continue the process of reducing the social assistance system by strengthening the capacity of local authorities to meet the needs of vulnerable groups.
1. Improving financial mechanisms: ensuring financial resources, coordinating money flows, increasing the effectiveness of the results obtained at the level of the final beneficiary in the child system; 
1. Improving the system of  mandatory minimum standards, respectively of professional and administrative-institutional norms, by types of services and interventions offered by the  protection system;
1. Development and professionalization of human resources involved in the protection system

3.5. Function and attributions



Under the provisions provided by law, the General Directorate of Social Assistance and Child Protection mainly performs the following tasks:
1. strategy, which ensures  the elaboration of the social assistance strategy, of the social assistance plan for preventing and combating social marginalization, as well as of the anti-poverty action programs, which it submits for approval to the county council; 
2.  coordinating the  social assistance and child protection activities at  the county level;
3. of collaboration with the devolved public services of ministries and institutions that have responsibilities in the  field of social  assistance, with the local  public services of  social assistance, as well as  with the representatives of the  civil  society carrying out activities in the field;
4. to execute, by providing the  human, material and financial means necessary for the implementation of the strategies  on anti-poverty actions, preventing and combating social  marginalization,  as well as for the settlement of individual and collective social  emergencies  at  the county level;
5. of representation of the  county council, internally and externally, in the field of social  assistance and child protection. 

The Directorate-General shall carry out the following main  tasks:
1. Within the scope of the  protection of the adult person:
a. completes the assessment of the  economic and social situation of the adult person in need, of  his needs and resources.  Ensures the  provision of  adequate information and services in order to restore and develop the individual and  family  capacities necessary to overcome the situations  with its own forces  of difficulty, after exhausting the measures stipulated in the individualized plan on  social assistance measures;
b. provides the adult person with assistance and support for the exercise of the right or to the free expression  of opinion;
c. does its due diligence to clarify the legal situation of the adult person in need, including for the late registration of his/her birth.
d. verifies and reassesses quarterly and whenever appropriate the way of caring for the adult in need for whom a social assistance measure has been established in - an institution, with a  view to maintaining, amending or revoking the established measure;
e. ensures the necessary measures for the emergency protection of the adult person in need, including by organizing and ensuring the functioning of specialized centers in its own structure.
f. submits the necessary diligences for the rehabilitation of the adult person according to the individualized plan on social assistance measures. 
g. performs any other duties provided by law
2. in the field of child rights protection:
1. draws up the initial evaluation report of the child and his/her family and proposes the establishment of a special protection measure.
2. monitors quarterly the activities of applying    the decisions establishing special child protection measures.
3. identifies and evaluates the families or persons who can take the child into foster care.
4. monitors the families and persons who have received children in foster care throughout   the duration of this measure.
5. identifies, evaluates and prepares persons who can become professional foster carers, according to the law; concludes individual work contacts and ensures the continuous training of certified professional foster carers, evaluates and monitors their activity.
6. provides assistance and support to the parents of the child separated from the family, in order to reintegrate into his/her family environment.
7. reassess, at   least once every three months and wherever appropriate, the circumstances underlying the establishment of special protection measures and propose, where appropriate, their maintenance, modification or termination.
8. carries out the steps aimed at opening the internal adoption procedure for the children on its record.
9. identifies persons or families residing in Romania who wish to adopt children; assesses the material conditions and moral guarantees they present and issues the certificate of family or the person able to adopt children;
10. monitors the evolution of adopted children as well as of the relations between them and their adoptive parents; supports the adoptive parents of the  child  in fulfilling the obligation to inform him  /her that he/she is adopted, as soon as the child's age and maturity degree allow, etc..


4. Presentation of the Maternal Assistance Service

Within the  Maternal Assistance Service  , 35  social assistants and 7 psychologists work, who monitor and evaluate the activity of 1300 professional foster carers. 
The activity of the Maternal Assistance Service is oriented towards 4 main directions of action:
a. To action the evaluation of applicants for certification / retesting and as professional maternal assistants
b. Activities aimed at evaluating and monitoring professional foster carers;
c. Activities aimed at evaluating the child in order to be placed with the professional maternal assistant and monitoring the group of the easement in his family.
d. Activities aimed at the activity of the professional foster carer.












5. Specific elements of the organizational culture within the Maternal Society Service

5.1. The system of evaluation and motivation of employees

As mentioned before, the Maternal Assistance Service is part of the Family Protection Service, within the D.G.A.S.P.C. Vaslui. In this part of the work we will make a picture of the culture of the organization specific to this service, analyzing from the theoretical point of view but also from a practical point of view, concretely, some elements such as: the system of evaluation and motivation of the employees, the peculiarities of the organizational climate, the role and the management of conflicts.
	        When it comes to valuation in a firm/organization/institution, it evaluates what is important to it, what it believes brings value and productivity. This ensures a permanent feedback for managers and employees, who have the possibility to report the performances to the proposed expectations.
	      The manner in which the evaluation is made (frequency, time, who makes the evaluation, etc.) is reflected in the motivation of the employees and generates a specific behavior, because the employees will emphasize those elements that are evaluated and that matter the most, so that in the end they maximize the benefits obtained.
	In the cadrof the service, the employees are valued annually by the head of service with the help of an evaluation sheet that includes several criteria (Annex 1). Based on this evaluation sheet, the employee receives a score and a rating, which is a criterion in awarding the merit salary (an important way of motivating the staff). The merit salary is not the only motivation for performance, another reason being the appreciation and esteem in front of the direct bosses, who through the way of communication and relationship with the employees keep a close connection with the subordinates, have managed to earn their respect and express, whenever they have the opportunity, the trust they give them. Thus, subordinates are motivated not to betray the respect and trust that has been invested in them. 




5.3 Peculiarities of the organizational climate

	    Without insisting on the difference and similarities between culture and organizational climate, we mention that only the latter is closely related to the way of manifestation of the organizational culture. The climate of the organization is a result of the perceptions of the employees who exert a major influence on their behavior in a given period of time. It represents both an individual and collective interpretation of the company's culture, as well as religious elements, ideologies, social, traditions, etc..
	   As in any organization, and at the workplace that we are now analyzing, phenomena of discrimination occur as a result of the attitudes and conceptions of the employees. Such a case concerns a person of Roma origin, who was marginalised by colleagues for a while immediately after employment. Gradually, however, from her conduct towards colleagues and professional tasks, she managed to modify their perception of her person. Moreover, he proved that his origin and cultural capital can be an advantage in the direct work with the beneficiary (in one of the field trips, he had a conversation in the Romani language with a family of the same ethnicity (discussion that led to the resolution of the case for the other colleagues), which greatly facilitated the establishment of the relationship and the gain of their trust).

5.4 Role and management of conflicts

	 Another element that gives color and "charm" to the atmosphere in the workplace is the conflict, ubiquitous and impossible to remove. In fact, it is not desirable that the conflict be totally annihilated because, although at first glance it has only negative effects, it is an engine of change and progress. Among the beneficial effects of conflicts there are listed: 
· reducing the accumulated tensions, helping to stabilize and integrate the members;
· the possibility for the groups to express their opinions and wishes. The impulses thus appeared can be consumed more efficiently due to the effect of transforming them into changes;
· maintaining the level of stimulation necessary for creativity, intergroup conflicts being able to represent a source of motivation in the search for changes;
· suggesting an identity of the group.
We will exemplify a conflict that arose in the past within the service between the chief and the subordinates, as well as the way in which this conflict was resolved. During that period, monthly meetings were held between the heads of services and the general manager of the institution. At those hearings, the head in question was not interested in defending his colleagues, did not communicate to them the issues addressed at the hearings which directly concerned them. The subordinates learned the issues discussed during meetings at colleges in other departments. When colleagues asked him for explanations, he reasoned that he forgot to let them know the details. The relationship between them, from that moment on, became even more tense, given the fact that at the last inspection outside the institution he blamed them for the irregularities found. Another negative aspect in this service was the attitude of the boss towards colleagues in front of the clients / beneficiary (comments such as "Document yourself better!, Read the legislation!, Do not do everything by your own head!"). The conflict was settled by hiring the chief to another post where he had no subordinates.
























Conclusions

In this report I tried to describe the elements of organizational culture, starting from the definition of this concept, the determining factors, the ways of maintaining or changing the culture in an organization, the peculiarities of this concept in a specific environment.
Cultural capital actually represents the totality of values within the organization (human resources, material resources, principles – fairness, respect for the beneficiary, speed in solving problems, ethics of employees, responsibility – , status, strategies used, etc.). All the values in an organization are manifested both at the formal level (official documents, the relationship with the press, the relationship with the community and the beneficiaries, the relationship with the colleagues, etc.) and at the informal level ("How things are done here." ), most of the time there are differences between theory and practice.
I think that a very important role in changing the cultural capital in an organization is mainly played by the manager, through all the decisions he makes, as they can directly affect the employees, which would lead to a decrease or increase in the  quality of the services offered.  They can be beneficial in the short or long term.
I considered it important to establish the difference between organization and institution, and for this I quoted in my work the metaphor of the game used in the work "Political and economic institutions" by Mihail Radu Solcan (2004). According to this author, the essential characteristics of the organization is "teamwork to achieve a goal", and institutions are seen as formal and informal  "rule systems"  that shape interactions between people.
We made a short presentation of the General Directorate  of  Social Assistance and Child Protection Vaslui, which has as main objective the social assistance measures in the field of  child and family protection,   single persons  ,  the elderly, people with disabilities, as well as any persons in need, in accordance with government strategies in the field of child protection  andon the  disabled rsoanelor adopted and transposed  according to the priorities of Vaslui County.
 I also focused on the  Foster Care Service, which has as  main objective the monitoring and evaluation of the activity of  professional foster carers and I presented the  specific elements of the culture  organizational within the  mentioned Service: the way in which the  evaluation of the employees is carried out and  their motivation, a case of  social discrimination, an example of conflict at the place  work and the way it was  solved.
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