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Abstract  
 

The effective leadership of an organization is the key to building sustainable corporate culture. 
Contemporary leadership is a fundamental factor and a challenge before the management of each 
organization in gaining market positions, guaranteeing the success and prosperity of the company, 
but this complex aspect contains the element of the effective corporate culture. It helps to create the 
suitable conditions for stimulation of the initiative and development of the leadership creativity of the 
employees. Building and maintaining resultant corporate culture is a key element facilitating the 
reaching and maintaining of the leadership position and the competitiveness of the organization. 
The main goal of the present article is to establish the connection and interaction between the 
effective and sustainable corporate culture and the contemporary leadership. The main research 
methods used in the article are content-analysis, comparative method and intuitive and systematic 
approach. 
 

Keywords 
 

Corporate Culture – Contemporary Leadership – Effectiveness – Stability 
 

Resumen 
 

El liderazgo efectivo de una entidad es la llave de construcción de la cultura organizacional 
sostenible. El liderazgo contemporáneo representa un factor primordial y un reto ante la 
administración de cada entidad para lograr posiciones en los mercados que garanticen el éxito y la 
prosperidad de la compañía pero este aspecto complejo contiene el elemento de la cultura 
organizacional efectiva. Por ella se crean condiciones apropiadas de estimulación de la iniciativa y 
del desarrollo de la creatividad de liderazgo de los empleados. La creación y el mantenimiento de 
cultura organizacional exitosa es el elemento llave que contribuye al alcance y el mantenimiento de 
la posición de liderazgo y la competitividad de la entidad. El objetivo principal del presente artículo 
es constatar la relación entre la cultura organizacional efectiva y sostenible y el liderazgo 
contemporáneo. Los métodos principales de investigación usados en el informe son análisis de 
contenidos, método de comparación y el enfoque intuitivo y sistémico. 
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Introduction 

 
The formation and development of effective and sustainable corporate culture is in 

direct correlation with the performance and competitiveness of the management of the 
organization. 

 
In our opinion, the presence of a functional management itself does not guarantee 

the development and achievement of the strategic goals of the organisation. Leadership is 
the driving force, determining success. It is an integral part of the strategic management in 
contemporary organisations. Effective leadership requires patience, stable vision, 
determination, dedication, and persistent pursuit of innovations.  

 
Leadership includes both risk taking and the responsibility for the taken decisions, 

grounded on the knowledge of when and why. A leader should have a clear vision for 
development and a concept for the desired results, for the ways of their achievement, and 
most importantly – knowledge, skills and competences to organise and motivate the 
members of the team in a way that would make them follow the path he/she has chosen 
as if it was their own. His/her active position for achieving a set strategic goal is strongly 
expressed.  

 
With the current article, we try to prove the interrelationship between the factors of 

corporate culture and leadership. In scientific literature there are multiple separate 
methods for examination of corporate culture and leadership. In order to reveal the 
relevance of contemporary leadership as a factor for building effective and sustainable 
corporate culture, it is necessary to apply adequate indicators so that the complex and 
multi-aspect factors of these two dimensions can be connected.  

 
Corporate Culture 

 
Corporate culture represents a combination of multiple interacting factors, aiming to 

optimally adjust a certain organization to the external and internal environment by the 
unified actions of all employees. Corporate culture is a complex and dynamic reflection of 
the relations, values, style of behaviour, advantages and the concept of the organization 
for itself, by each employee feeling comfortable at the position they take and acting in the 
most effective way possible.  

 
Corporate culture cannot be adopted or imitated. It is a result of individual creative 

efforts and attitudes, on the basis of a combination of knowledge in different fields. In the 
conditions of today‟s dynamic world, it is evaluated not only as a necessity for guaranteed 
predominance over the competition, but also as a strategy for survival and prosperity.  

 
Effective and sustainable corporate culture is a decisive prerequisite for the 

achievement of competitive market success. It promotes full utilisation of the available 
force and resources, for easier overcoming of difficulties and minimizing the permissible 
risks. This is possible only when culture is in harmonic combination with the long-term 
strategic goals of the company and this combination has to be constant care of the 
managerial mechanism.  

 
Corporate culture mainly consists of specified common habits of living and work, 

from the respective know-how, which have shared values and beliefs in their nature, which 
are tightly related to the strategic goals of the company. 
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Building corporate culture is not a one-time process – it is developed in time 

through series of processes. Deeply rooted culture is hard to change, due to the 
acceptance of the status quo by the employees. Organisations would not be able to just 
adopt new corporate culture of company values and to expect from their employees to 
accept it unconditionally and all at once. It should be accepted and the partners should be 
convinced that these new values are important and will not harm their own positions in the 
organisation.1 Leadership appears as an element of corporate culture, and vice versa. The 
interrelation is two-directional.   

 
Effective leadership and leading style 

 
Effective leadership is a multivalued function, including patience, stable vision, 

determination, dedication and constant pursuit of development and progress. Successful 
leaders realize that perfection is a continuous process of work with themselves, but a small 
part of them do it. They adopt and adjust to a certain style and approach which satisfies 
them and apply it both to the employees and to the organisation they manage. This, on its 
own, leads to difficulties in the developments of the overall activity of the organisation and 
of all employees. In the dynamic present times, adjustability alone is not sufficient. 
Leadership is not always a guarantee for professional effectiveness. Due to similar 
confidence, a lot of leaders, in the beginning of their careers, stop acting this way. 
Leadership is not only about risk taking but also knowing when and why.  

 
The term “leadership effectiveness” has been used with multiple meanings but 

most frequently, the concepts it is explained with are good, successful and strong 
leadership, as well as the meaning of each one of them. Often, these denotations are used 
as synonymous and interchangeable.  

 
Leadership effectiveness is expressed in achieving a desired appropriate 

organisational behaviour, guaranteeing the performance of the mission of the organisation 
and the achievement of its long-term strategic goals, even in the conditions of resource 
limitations, uncertainty, and dynamically changing internal and external environment. This 
is the unique part of leadership relations which depends entirely on the qualities, abilities, 
and skills of the leader. As a prerequisite of effective leadership influence we can note the 
earned authority and respect, while the actual effectiveness of the leaders is connected to 
their ability to intervene in a complex situation, in order to make a noticeable change. 

 
Interrelation between corporate culture and leadership 

 
Acknowledging the fact that an accurate interpretation of the concept of leadership 

style (of management) cannot be made, most theorists reasonably consider it as one of 
the most important criteria and even for the core of the entrepreneurial policy.2 Some 
authors emphasise on the fact that leadership style is more like a choice of management 
technique and management approach regarding the management of the subjective factor.3 
Others attach importance to the circumstance that leadership style reflects the “distribution 
of plan theses, connected to decision taking, the dispositive and control competences on 
the different hierarchical levels. Therefore, on one  hand,  it  expresses  a  rather  specified  

 

                                                 
1
 Michael Armstrong, The Miracle Manager (Burgas: Delfin press Publishing, 1993), 140. 

2
 Karl Baumgartner, Unternehmenskultur und Corporate Identity (Wiesbaden: Gabler Verlag, 1991), 

644. 
3
 Ernst Kilgus, Strategisches Management (Bern Stuttgart, Wien: Haupt Verlag, 1994), 293. 
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behaviour and concepts of value of the managers and at the same time it strives to 
stimulate and encourage their subordinate hierarchical levels to maintain a single and 
relatively constant pattern of activity and behaviour.“.4 

 
On the other hand, leadership has its influence on the complete development of the 

organisation. E. Zahariev states that leadership style is “a kind of characteristic, which 
expresses the specifics of the activity of the manager … it is the way a leader is trying to 
influence his subordinates in”.5 M. Usheva supports the thesis that “the effective 
management and the use of the functions of the organisational culture for development of 
the employees, to a large extent depends of the competence of the managers and leaders. 
Specific skills are necessary, the degree of conformity of the dominating and group culture 
values in the organisation is important.”6 

 
We agree with the opinion of M. Filipova that the relation between leadership style 

and organisational culture is two-directional. Leadership style has definitive influence on 
the corporate culture, which, in turn, as a foundation of values, norms, experience, etc., 
determined the scale and direction of the strategic orientation and the way of influence on 
the employees.7 The author states that this interrelation can be expressed in several 
aspects:8 

 

 the perfection of the organisational culture suggests consistency with the value 
system of the organisation, its strategic goals, structure and leadership style; 

 the corporate culture should be synchronous with the internal organisation 
environment, despite its individuality and uniqueness; 

 corporate culture is to be solidly established and accepted by everyone, and 
managerial decisions should be coordinated with the overall cultural profile of the 
organisation. 

 
Several common, typifying leadership styles conclusions can be made.9 
 
With authoritarian leadership style there is high concentration of power, where 

followers are recipients, not contesting performers of orders. All assignments are given by 
the leader and the information is very limited and flows in the direction from top to bottom. 
The permanent control by the superiors in hierarchical terms refers to the value system as 
well, built on the basis of certain culture and subculture. With this leadership style, there is 
no creativity, initiative and self-perfection regarding the qualification. We can define the 
built organisational culture as a routine one, which does not tolerate reforms, and the 
managing style as “everlasting and at any price”. This leadership style does not 
demonstrate the desired or expected culture of the organisation before its customers and 
shareholders.10 

 
 

                                                 
4
 H. Knecht, Management Development (Bern Stuttgart, Wien: Haupt Verlag, 1994), 280. 

5
 Elenko Zahariev, Corporate management (Veliko Tarnovo: Abagar Publishing, 1999), 398. 

6
 Mariana Usheva, The Succsessful manager of XXI century (Blagoevgrad: Magazine: “Economy 

and management”, Vol: 1 (2010): 37. 
7
 Milena Filipova, Corporate culture and leading style (Blagoevgrad: University Publishing House 

“Neofit Rilski”, 2015), 60. 
8
 Milena Filipova, Corporate culture and leading style… 61. 

9
 Milena Filipova, Corporate culture and leading style… 53. 

10
 Milena Filipova, Corporate culture and leading style…54. 
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The democratic leadership style is characteristic with innovations, rights delegation 

and taking responsibility. Motivation, and not control and fear of punishment, is the factor 
which significantly influences the employees to give their best. The leader strives to direct 
his followers in a way so that they can fully expand their potential when performing their 
tasks. The information flow is constant and it goes in both directions. We can conclude that 
with this leadership style, the corporate culture is flexible and adaptive to the changing 
environment. 

 
Both with the democratic leadership style and the liberal one the degree of self-

expression of the employees is high. It is characteristic that there is not control during the 
performance of the tasks by the leader and freedom of action for the followers. With liberal 
style there is a danger of formation of anarchy in case of insufficient level of conscious 
motivation for quality performance of the tasks. The forming corporate culture is typical for 
organisations targeting innovations, for educational institutions and such, working in the 
field of cultural events.  

 
A survey, performed by the author in the period 2017-2018, of industrial enterprises 

from the extractive industry in South-west Bulgaria indicates that almost half of the 
respondents – 47% prefer the utilization of the democratic leadership style for the 
management of their employees. The fact that 24% of the respondents still use the 
methods of the authoritarian leadership style is demonstrative. In our opinion, Bulgarian 
ethnopsychology, national culture and long history of autocratic government identify 
instructiveness, highly structured tasks, strong manipulation (use of techniques and tactics 
for manipulation of the employees) and strict control as main leadership qualities. 29% of 
the interviewed managers state that they do not have a fixed style of management. 
Depending on the specifics of the situation and the influencing factors they tend to change 
their managing style by expressing tendency both to the democratic and to the 
authoritarian style, and in very rare cases to the liberal one.  

 
The effectiveness in the activity of the Bulgarian enterprises from the industry field is 

achieved in the cases when the leader is oriented towards his employees. The full 
inclusion of all subordinates in the tasks significant for the organisation is typical for 
him/her. Leaders, utilizing this style of management demonstrate expressive ethics of the 
employee within the enterprise, appearing as a key prerequisite of legalization of the 
corporate culture. The followers are not just uncomplaining performers of tasks and the 
mission and strategic goals of the organisation come down to each one of them. The 
delegated powers and responsibilities are in conformity with the specifics both of the 
corporate culture and the subculture, the reference groups and the individual 
characteristics. “The new leader provokes human energy and directs it to a specific 
manifestation by motivations”, he/she releases “the intellectual power of his/her 
associates” and manages “the stability and change” of the organisation.11 

 
According to M. Armstrong, there are two ways of coping with change: 
 

 focusing on different manifestations of corporate culture and developing specific 
programmes for each manifestation; 

 after forming the new goals, the focus is to be on one or more specific areas. 
 
 

                                                 
11

 Mariana Usheva, The Succsessful manager of XXI centur… 38-39. 
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In their book Corporate Cultures, R. Deal and A. Kennedy point out the existence of 

only five reasons which justify big cultural changes:12 
 

 When the organization continues to follow established values not matching the 
changing environment; 

 The organization belongs to a sector characterised with great competition and fast 
development rate; 

 Mediocrity of the organisation; 

 If the strategic goal of the organization is expansion to immense dimensions; 

 A quickly developing small organization. 
 

The authors state that any attempts of changing organisational culture are justified 
only at the presence of any of the above-mentioned reasons, as change requires efforts, 
time, resources, and capital.  

 
According to their manifestations mentioned above, common approaches to the 

cultural changes can be divided into four groups:13 
 

 assumptions – the employees must have the possibility to always question them 
any time they are manifested. This way, they will have the possibility of debating on 
them and understanding them through discussions; 

 values – they must be carefully defined and presented to the whole organization; 

 organizational climate – the favourable and unfavourable aspects of organizational 
activity can be studied through analysis of the opinion of the employees, and 
strategies for a positive influence can be formed; 

 management style – it must be adequate to the situation and satisfy the needs of 
the employees. The ways of effective influence can be outlined from top to the 
bottom and the opposite. The self-assessment of leader‟s style is also essential. 

 
In his works Management without Limits V. Zlatev states that value is the 

permanent belief that a specific way of behaviour or the end-state of existence is personal 
or generally preferable compared to a contradictory way of behaviour or state of 
existence.14 The definition of the value system stated by the author is that it is a solid 
structure of the beliefs of the individual regarding the preferred ways of behaviour or the 
end-states of existence, ranked by importance.15 

 
Employees‟ personal values are a projection of their belief in the already structured 

and adopted organizational values. The identification with the organization and loyalty are 
not internal characteristics of the employees – they should be formed, stimulated and 
developed, as they are to be willingly adopted, which is achieved if employees believe in 
them, work in accordance to them and firmly establish them.16 This responsibility starts 
from the top of the pyramidal organizational structure and it is a function which belongs to 
the management; however, due to its voluntary characteristics of adoption, we can come 
to  the  conclusion that this is an activity, typical for the leaders. Leaders are those who are  

                                                 
12

 Michael Armstrong, The Miracle Manager (Burgas: Delfin press Publishing, 1993), 136. 
13

 Michael Armstrong, The Miracle Manager… 140. 
14

 Vasil Zlatev, Management without borders (Sofia: University Publishing House “Stopanstvo“, 
1999), 122. 
15

 Vasil Zlatev, Management without borders…122. 
16

 Michael Armstrong, The Miracle Manager… 138. 
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voluntarily chosen by the employees to lead them in order to achieve certain strategic 
tasks. In the typology of corporate culture specified in this way, we find similarities with 
specific leader‟s styles as well, which styles depend on the orientation to specific factors of 
influence. 

 
The reflection of the change of the value system of the whole society on the 

organization is essential at the formation of corporate culture. Whether conscious or not, 
desired on not, the change of individual values, perceptions, etc., reflects on the activity of 
all the social organizations where people work and are their basic, system-forming 
component.17 Successful organizational management suggests that the management have 
a clear vision of the basic reasons determining the change in people‟s values, no matter 
whether they are internal (social status, well-being, self-improvement or qualification, etc.) 
or they are such which are influenced by the environment (development of information 
technology, awareness, etc.).  

 
According to the american social psychologist, founder of the direction of 

Organizational Psychology – Edgar Schein, it is the leader who is dominating and defines 
the values of the team, whether this is done deliberately or not. The acquired experience is 
defining for the leader‟s behaviour, depending on the size of the organization, the 
knowledge of the specifics of the supervised team, and on his/her personal characteristics. 
Leaders with small experience, or such who come from external organization tend to be 
with an authoritarian managerial style, guaranteeing control and self-confidence. 
According to Schein, corporate culture can be reviewed in three levels:18   

 

 First, ‘the most visible’ level finds its expression in the behaviour of the artefacts 
which could be seen, heard and felt in the employees‟ behaviour. This is the 
language, technology, works, dressing style, manners of communication, stories, 
symbols, etc. All these are visible indicators of the culture; however, they could 
sometimes be difficult to interpret as they do not give an answer to the question 
‘Why?’; 

 The second level is the values – they define the behaviour but they cannot be 
directly observed or directly assessed due to the temporary differences in the 
activities and the real values of the people. These values and beliefs are common 
and basic for all the members of the team. This is where the obvious influence of 
the leader who can affect the building and maintenance of specific values within 
the group can be observed; 

 Beliefs and assumptions are the third ‘deepest’ level of culture – they are not only 
connected to the values and the real attitude to reality, but also to the future 
strategic challenges before the organization. The regularity of the repetition of a 
specific problem is a prerequisite for their origin and they are associated to the 
importance of their perception. When people are constantly treated to match given 
assumptions, their actions will inevitably be foreseeable. 

 
The three levels of corporate culture can be presented in a diagram as follows 

(Figure 1.):  
 

 
 

                                                 
17

 Milena Filipova, Corporate culture and leading style… 6. 
18

 Edgar Schein, Organizational Culture & Leadership, ([online] http://tnellen.com/ted/tc/ schein.html 
[Used 10 /2/2018], 1997). 
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VISIBLE LEVEL 
Artefacts 

 
INVISIBLE LEVELS 

The general values and beliefs expressed in words and acts lying on 
assumptions and deep beliefs 

 
Figure 1 

The levels of the corporate culture according to E. Schein: 
Source: Elena Yordanova, Corporate culture and ethical values  

(Svishtov: Magazine Dialog, Vol: 4 (2010): 38. 
 
At the change of corporate culture, E. Schein shows two examples for positive and 

negative reaction.19 The negative example refers to organizations where everything is 
strictly formalized. At the time of change of the strategic goals requiring innovation, which 
in turn, raises the need of flexible and bidirectional communication, it turns out that the 
applied working procedure is understood correctly by the superior management. The 
medium-level management, however, appears to be „deformed‟ by the continuous 
following of the traditions of vertical relations (the bureaucratic system), finds it difficult to 
adopt the new goals, and, respectively, the changes of working procedures.  

 
The positive example shown by the author is a small organization with informal 

structural relations of communication. At the change of the organizational structure arisen 
by an external reason (increased competition, for example), the survival depends on the 
diversification and the established mutual trust between the employees and the 
management. 

 
Another point of view is that the corporate culture itself can form the value system 

of its leader lying on the collective opinion, position, and reaction, provoking and imposing 
specific behaviour of the leader. This is characteristic for both educational and social and 
pedagogical institutions. 

 
M. Filipova describes three directions for the value selection in the manager‟s 

behaviour during the execution of his/her activity at the organization:20 
 

 significance of organizational values; 

 significance of personal values; 

 significance of public values. 
 

This way, the organization reflects and matches different value levels – corporate, 
personal and universal one.21 We definitely support the thesis that corporate culture is the 
environment of the development of the value system.22 

 
 

 

                                                 
19

 Francisco Tarrago and Milcho Marchev and Georgi Sheremetov, Strategic management (Sofia: 
University Publishing House “Stopanstvo“, 1999), 309-310. 
20

 Milena Filipova, Corporate culture and leading style… 10. 
21

 Lalka Borisova, Value management in the trade organization (Varna: RIS Publishing, 2009), 28-
29. 
22

 Lalka Borisova, Value management in the trade organizatio… 86. 
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In our opinion, the built values have a direct influence on the formation of the image 

of the organization, and this itself forms the positive perception of the customers of a given 
company. In connection to this, we can note that the image of the corporate is the image of 
the company as a combination of characteristic positive features which is built in the minds 
of the public or in a specific social group.23 We can summarize that while the image is the 
appearance of the organization, its identity is the internal environment where the personnel 
operates. In connection to this, corporate culture has a direct influence on the identity and 
this can be immediately detected by the users, suppliers, competitors, and all the other 
external factors, through the built internal climate of a given structure, which, actually, 
defines the contents of corporate culture. On one hand, corporate culture finds its 
expression in connection to the external trust delegated to the company, and on the other 
hand, depending on the efforts of the organization, this may happen in the shortest 
possible terms.24 

 
We agree with the opinion that the formation and development of the value system 

and the corporate culture are directly correlated by the specific way of management used 
by the leader. In this way, he/she creates a specific climate within the organization itself, 
which climate has the footprint of the leader‟s individuality. The applied leadership style 
gives the direction of the development of the organization and the way to achieve the long-
term strategic goals. Meanwhile, the built-up value system and corporate culture has 
influence on the formation of the leadership style.25 

 
In his work, the American theorist R. Boyatzis, Professor of organizational 

behaviour, specifies several directions of leader‟s competencies. Back in 1982, in his book 
Competent Manager: Model for Effective Performance, he offers an empirical, total system 
approach that determines which characteristics of managers enable them to be effective in 
various management jobs, regardless of the level of leadership in the organization. 
According to the author, all these competencies are subject of learning and development 
and find direct reflection on corporate culture:26 

 

 seven basic competencies: exercising power; correct self-esteem; positive thinking; 
intuition; logical thinking; team management and skills of applying basic models; 

 five groups of superior competencies: competencies connected to the management 
of strategic goals and activities; competencies connected to leadership; 
competences connected to human resource management; competencies 
connected to others’ attention ‘self-organization and self-control), and 
competencies connected to the management of the subordinates; 

 efficacy – this competency is directly connected to the managerial aspiration for 
achieving the goals of the organization by minimum quantity of resources; 

 influence through power – this competency correlates with the possibility to execute 
all kinds of power in order to achieve the strategic goals of the organization in 
accordance with the market needs; 

 
 

 

                                                 
23

 Dilyana Yaneva, The corporate image – a factor for corporate development (Blagoevgrad: 
Magazine “Entrepreneurship”, Vol: 7 num 2 (2016): 249. 
24

 Dilyana Yaneva, The corporate image – a factor for corporate… 34. 
25

 Milena Filipova, Corporate culture and leading style… 51. 
26

 Richard Boyatzis, Competencies in the 21
st
 century (Bingley: Emerald Publishing, Journal of 

Management Development, Vol: 27 num 1 (2008): 5-12. 
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 socialization skill – this is the leader‟s skill of demonstrating his/her charisma. In 
this way, the figure of the leader has a central place in the team, standing out with 
democratic style of management; 

 activity and initiative – this competency reflects the leader‟s trust in his/her 
employees and the possibility to delegate his/her powers and responsibilities; 

 expression of self-confidence – this leader‟s quality is directly connected to his/her 
confidence, his/her built values and ideas. The confident leader inspires his/her 
followers with trust and self-confidence, required for the achievement of the set 
goals; 

 oratory skills – with the help of this competency, the leader manages to win the 
trust of the employees in his/her opinions, persuading them through verbal and 
non-verbal communication. The skill to convince verbally requires the ability to find 
and use the most appropriate and influencing examples and metaphors, which 
would enhance the suggestion of the specific message; 

 conceptualization – this correlates with the leader‟s role to be the leading figure 
and the face of his/her organization, using influential conceptions, proven values, 
ideas, and logical connections; 

 a skill to use conceptions with a strategic goal – this competency is directly 
connected to the necessity to transform seemingly abstract ideas and models into 
specific, practical opportunities for the achievement of the preliminary set goals; 

 group process management – with the help of this competency, the leader 
expresses his/her role of a „team player‟ and manages to direct the actions of 
his/her team into a specific direction. In connection to this, he/she must be able to 
set ahead significant organizational goals connected to the mission and vision of 
the organization, to appoint the roles of the team members, to create prerequisites 
for achieving the desired conditions, etc.  

 
According to R. Dimitrova, the key competencies specifying the effectiveness of 

work of each person are not only professional, but also personal features connected to the 
motivation, beliefs, and the mental and physiological characteristics27. We believe that it is 
the building of a high corporate culture within the company, which culture is to be accepted 
and the employees are to identify with it, is the basic prerequisite for achieving a 
permanent and effective success. This corporate culture helps for the complete utilization 
of the available resources, the easier overcoming of difficulties, and for the minimization of 
the admissible risks. This is possible only when the culture is synchronized with the long-
term strategy of the organisation, combined with the permanent care of the management, 
which sets the main challenge before the leaders.  

 
We can specify several factors which have influence on the quality of the leader‟s 

style, and meanwhile they become his/her indicators: 
 

 the level to which leadership style reflects employees‟ trust and vice versa – the 
personnel‟s trust in the management; 

 the level of vertical communication links within the organization; 

 the overall image and identity of the company; 
 
 

                                                 
27

 Rayna Dimitrova and Radoslav Vladov, “Competence profiles of people working in the 
Information and Communication Technologies sector”, Journal “Management and sustainable 
development Vol: 64 (2017): 23-24. 
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 the level of variability of the different subcultures according to the general corporate 
culture. 

 
We must note that with its development, each organization starts to reveal itself as 

a conglomerate of subcultures, which, in the meantime, strive to a global aggregate 
culture.28 

 
According to most specialists in the field of organizational analyses, corporate 

culture has a huge influence on the long-term efficiency of the organization.29 Building an 
effective and permanent corporate culture is the leading factor in achieving and 
maintaining a leading market position not only of the organization itself, but also of its 
leaders. By utilizing optimal leader‟s management style, the leaders focus on building a 
reasonable balance between personal values, professional skills, and norms on one side 
and leader‟s approaches on the other. 

 
We agree with C. Hickman and M. Silva that the relations between leadership and 

corporate culture are derived from the dogma that perfection is created by individuals, not 
by organizations.30 It is namely the leaders, who, with their individuality, lead along the 
path of perfection and manage to develop and improve the qualities of those of their 
followers, who may later may become the leaders of the future. To be sure that he/she will 
develop all the strong points of his/her followers, the leader gives everything from 
him/herself in order to inspire his/her strategic gift or feeling to the successful construction 
of an effective and sustainable corporate culture. 

 
We think that changes are an inseparable part of each organization, which implies 

the use of managerial approaches and methods which would lead to a positive result, and 
it is sustainability and effectiveness are the things that could be achieved with leadership 
affecting the corporate culture. 

 
Conclusion 

 
The significance of corporate culture, being one of the basic factors facilitating 

efficiency and prosperity of a given organization, makes its deeper study a current and 
significant issue of contemporary management science and its practical application. 
Successful leadership, operating in dynamic and changing environment, requires flexible 
and adaptive corporate culture built on the new values of society. 

 
The focus of corporate culture is on the relations between the dominating value 

orientations and cultural practices that are essential for the success and effectiveness in 
the activity of both the individual and on the organization as a whole. The starting point in 
this direction is the idea of finding the necessary strategies for optimization of the leader‟s 
skills, styles of management, and the traditional cultural practices which reflect the 
dominating values which the corporate culture is based on. It is essential to analyse the 
different managerial styles and skills of the contemporary leaders which immediately 
reflect on the approaches and conceptions for value orientations which construct, develop,  

 

                                                 
28

 Francisco Tarrago and Milcho Marchev and Georgi Sheremetov, Strategic management (Sofia: 
University Publishing House “Stopanstvo“, 1999), 313. 
29

 Kim Cameron and Robert Quinn, Diagnosing and Changing Organizational Culture. Based on the 
Competing Values Framework (Sofia: Clasika and Style Publishing, 2012), 20. 
30

 Craig Hickman and Michael Silva, Perfection as a goal (Sofia: Folk culture Publishing, 1991), 15. 
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and improve corporate culture, as, in the meantime, they include new variables as well, 
which variables report the possibility of changing the cultural practices and relations 
between the managers and executors in the organization. 

 
On the other hand, leadership is an irreplaceable component of strategic 

management. Effective leadership requires patience, stable vision, determination, 
dedication, and permanent pursuit of innovations.31 The issue of the correlation between 
the effectiveness of the management and leadership is and has always been one of the 
most important problems in theory and practice. Nowadays, practice shows that each 
manager who cares about the effectiveness of his/her job strives to be a leader. 
Leadership in Bulgarian economy has been gaining greater significance and scale, and its 
theoretical application becomes more and more tangible. We can come to the conclusion 
that contemporary leadership is a key factor for the construction of an effective and 
sustainable corporate culture.  
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