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THE IMPORTANCE OF ORGANIZATIONAL CULTURE
IN CLUSTER MANAGEMENT

In the article the emphasis was placed on the cteistics of a business cluster, that is a com-
munity of people and organizations belonging tavarg social and economic environment, which is
connected by means of social, organizational, fbemd informal ties basing on co-opetition. There
has been presented the significance of the clasten organization created as a result of cluster
initiative of various sectors’ representatives: ibass, science, non-governmental organizations
(NGOs), and local government. Due to the diversitghe systems of values, standards, symbols,
and patterns of behavior of particular clustetmpens, there was indicated the role of organization
culture in the cluster development process. Thealso emphasizes that organizational culture of
a cluster is the key factor conditioning the depetent of social capital within a cluster, sincésit
conducive to the improvement of the quality of ipersonal relationships, intraorganizational
relationships, cooperation abilities, organizatlocianate and mutual trust. Moreover, it indicates
that social capital of a cluster, which resultsirimyalty and the ability of this structure’s membe
to cooperate efficiently aiming to attain individwad common objectives, is a factor that deter-
mines the permanency of functioning and the devety of a cluster.
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1. INTRODUCTION

One of the key challenges in the process of clustmagement is the efficient use of
the diversity of cluster members, aiming to stréegtits competitiveness. The diversity,
which is usually reflected by the differences withpersonal culture, system of values,
tradition, the form of capital ownership, undertak@arket activities, the potential of
tangible and intangible resources, is a common @menon in clusters. It necessitates
this diversity of partners to be taken into congatien and used in the decisive processes
in the category of new possibilities, strong painthich create solid bases for undertak-
ing more efficient strategic activities, which da@ conducive to cluster development and
the creation of new trends in the management débkpotential.

The aim of the present paper is to characterizarizgtional culture of business clus-
ters, which are a form of multicultural organizatioin terms of forming social capital
within their area. Owing to a complex structure dhd mechanism of action of these
organizations, there was indicated the possibdftintegration of multicultural society on
the basis of a common organizational culture. Is wenphasized that it usually encom-
passes such common elements as: values, behavientions, standards, which were
identified as a result of reciprocal interactiofigte members. Assuming that the market
subjects which function within a cluster are capadfl achieving more, particularly when
they are trustworthy and when they themselves tilmdrs, it was agreed that the greatest
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potential in the process of objective attainmerd displayed by those clusters whose
social capital is based on trust and cooperation.

The reflections, the outline of which has been @nésd in the paper, were based on
the analysis of the selected results of theoretitel empirical research. The empirical
research comprised mainly the analysis of the cofleshics of 10 selected clusters, aim-
ing to identify the key elements of their organiaaal culture, namely the standards and
values being declared. For the purpose of the relsewo theses were proposed, accord-
ing to which cluster’s organizational culture: ffleirces the integration and the consisten-
cy of the actions of this organization’s memberteims of the realization of the common
objectives, and has profound influence on the agrakent of social capital.

2. BUSINESS CLUSTER AS A MULTICULTURAL ORGANIZATION

A business cluster constitutes an example of aargzgtion which is characterized by
a high level of mutual relationships (formal andommal) between the partners of the
sector of business, science and public administrad sense of reciprocal obligations and
subordination to one decisive center (most frequenthe coordinator). Its concept sug-
gests a connection and association of firms thatliaked vertically and horizontally
through their commonalities and complementarinesproducts, services, inputs, tech-
nologies, knowledge, transportation, warehouse,nconications and cooperatforAc-
cording to P. Morosini, a cluster is a socio-ecoimoonganization that is distinguished by
the coexistence of a social community of people bmsiness entities, which cooperate
and compete with one another in certain areaswdnich are located in close vicinity, a
certain regioh J.W. Kessels clearly emphasizes that the sooistext of an organization
should counterbalance the potential risk of unikdtself-centeredness of an individual
and should foster networks that find their cohesioough mutual attractiveness, recipro-
cal appeal, shared interest, and passion of theintvers.

Usually, empirical and theoretical studies identifg peculiarity of a cluster as the re-
sult of a high concentration of actors linked bynilgarity relations in a given local area,
where strong closed social networks can create treisessary to encourage profitable
social-economic forms of collaboratibiin sociological terms, a cluster can be treated a
a community orientated towards the identificatiowl aealization of common goals, com-
paratively isolated from a turbulent environmenijch is characterized by the advantage
of formally organized relationships, and which aus internal balance by means of so-
cial control of participants’ behaviors such asueal standards, beliefs and symbols,
which decide upon the characteristics of orgarorati culture. In this case a community
can be conceptualized as sets of relations betaemizational forms or as places where

2 AK. Das, R. Das|ndustrial cluster: an approach for rural developmeén North East India“International
Journal of Trade, Economics and Finana&s|. 2, No. 2, 2011, p. 162.

3 P. Morosini,Industrial clusters, knowledge integration and penfiance,"World Development”, Vol. 32, No.
2, 2004, p. 306.

4 J.W. Kessels, R.F. PoeAndragogy and social capital theory: the implicasofor human resource develop-
menf “Advances in Developing Human Resourcagd]. X, No. X, 2004, p. 6; J.W. Kesselsgarning in or-
ganizations: a corporate curriculum for the knowdedeconomy‘Futures”, Vol. 33, 2001, pp. 497-506.

® Ch. Boari, M. PresuttiSocial capital and entrepreneurship inside an #aliCluster — empirical investigation,
“Occasional Paper”, no. 2, Department of Busingesi8s Uppsala University & Department of Managemen
University of Bologna, 2004, p. 11.
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organizations are located in resource space cedgraph$§. An organizational population

usually is defined as the set of organizations feating an organizational form. Defini-

tions of organizational form vary, but they shareoanmon feature: they set population
boundaries indicating which organizations are mpbpulation in question and which are
not’. Owing to the diversity of this community, a cleists an example of a multicultural

organization, which came into being as a resultawperation and the coexistence of a

number of independent cultures. Simultaneously, itiilticulturalism of a cluster creates

added value since multicultural organizatibns

- have an advantage in attracting and retaining és¢ tialent;

— are able to attract and retain qualified minorigy lgroup members and keep faith with
them through fair and equitable career advancetneatments, gain competitive ad-
vantage and derive high quality human resourcadetins;

— are better suited to serve a diverse external telierin a more increasingly global
market;

— have better understanding of the requirementsefdbal, political, social, economic
and cultural environments of foreign nations;

- in research-oriented and hi-tech industries, theadrbase of talents generated by a
gender-and ethnic-diverse organization become&al@ss advantage;

— are better at problem solving, possess bettertybiliextract expanded meanings, and
are more likely to display multiple perspectivesd dnterpretations in dealing with
complex issues;

— tend to possess more organizational flexibilityd are better able to adapt to new
changes.

A. Sales and P. Mirvis argue that an organizatitwclyv simply contains many differ-
ent cultural groups is just a plural organizatibat it is considered multicultural only if
the organization values this diversityt should be noted that heterogeneous teams mem-
bers of clusters enjoy an enhanced capacity fatiee problem solving as they connect
people with different sets of contacts, skillspimhation, and experiences at one ptice

The cultures of cluster members may be differergpite of sharing the same system
of fundamental values in a cluster. A consideratliural diversity of cluster partners
does not constitute a barrier to creating one comarganizational culture (the so-called
metaculture). Hence, cluster management, as a@ohsocio-technical system, which, in
spite of possessing certain areas of opennesshilitgt o absorb otherness, requires that
one culture becomes the ‘core’ and the othersufplements in order to create new
‘metaculture’, which integrates cluster members.

® J.H. Freeman, P.G. Audi@ommunity ecology and the sociology of organizatiéAnnual Review of Sociol-
ogy”, Vol. 32, 2006, p. 145.

" Ibidem p. 145.

8 B. Mazur, Cultural diversity in organizational theory and mtice, “Journal of Intercultural Management”,
Vol. 2, No. 2, 2010, p. 9.

9 P.A. Edewor, Y.A. AlukoDiversity management, challenges and opportunitiggulticultural organizations
“International Journal of the Diversity”, Vol. 6,aN6, 2007, p. 190.

1 R, Reagans, E.W. ZuckermaXetworks, diversity, and productivity. The sociapital of corporate R&D
Teams“Organization Science”, Vol. 12, No. 4, 2001, pp2-517.

T, Bennett, Making culture, changing society: the perspectifécalture” studies “Cultural Studies;’ Vol.
21, 2007, p. 618.
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3

. MULTIDIMENSIONAL NATURE OF ORGANIZATIONAL CULTU RE

The notion of organizational culture was establisbe the basis of the theories which

explain why culture exists, what constitutes itseee and in what way human life de-
pends on a concrete cultue.A. Garcea aptly emphasizes that culture is lilaodh it
flows in our body, but we do not usually see itkéeps us alive as social beings, but we
tend to forget about it; it shapes our living, g are not normally aware of‘it In the
literature there is a variety of approaches tortiej and interpreting the notion of organi-
zational culture. It ensues even from great compleand ambiguity of the term itself as
well as from the diversification of scientists’ egbations concerning the possibility of
explaining organizational phenomena in the categaof cultural analysis. Hence, organi-
zational culture is described'as

the normative beliefs (i.e., system of values) ahdred behavioral expectations (i.e.,
system of norms) in an organization;

patterns of shared values and beliefs developedhyfrioduce behavioral norms that
are adopted in solving problems;

a system of shared values (what is important) aliéfis (how things work) that inter-
act with company’s people, organization structusss] control systems to produce
behavioral norms (the way we do things around here)

a pattern of shared beliefs and values that gigentembers of an institution a mean-
ing, and provide them with the rules of behaviothieir organization;

assumptions and beliefs of managers and employees;

collective programming of the mind which distindués the members of one organiza-
tion from another;

a socially constructed phenomenon; a human proghith is shared by people be-
longing to various groups — different groups crethterent cultures.

A complex approach to defining organizational crdtwas presented by E. Schéin

According to him, organizational culture is a pattef shared basic assumptions that a
group learned as it solved its problems of exteaddptation and internal integration,
which has worked well enough to be considered vatid, therefore, to be taught to new
members as the correct way to perceive, think, faetlin relation to those problefs
Basing on the results of his research, he statdattyanizational culture exists simulta-
neously on three levéfs
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E.A. Garcea, Culture as a starting point and fraonk for guidance and counselling — Basic conceypis
perspectives [in:Multicultural — guidance and counseling. Theoratifoundations and best practices in Eu-
rope,Jyvaskyla: Centre for International Mobility CIM@é Institute for Educational Research, 2005, p. 55.
L.R. James, C.C. Choi, C.H. Ko, P.K. McNeil, M.Klinton, Organizational and psychological climate:
A review of theory and researclizuropean Journal of Work and Organizational Psjatpy”, Vol. 17, 2007,
pp. 5-32; U.M. Ehtesham, T.M. Muhammad, S.A. MuhadnRelationship between organizational culture
and performance management practices: a case ofddsity in Pakistan“Journal of Competitiveness” Issue
4, 2011, p. 79; M. Alvesson, S. Sveningsgohanging organizational culture. Cultural changenwin pro-
gress New York: Routledge Taylor & Francis Group, 2008, 36; H. Ng. Song, D.M. Hung Ke@rganisa-
tional culture can be a double-edged sword for fiperformance,'Research Journal of Business Manage-
ment”, Vol. 7, 2013, pp. 43-46; S. Subrganizational culture and its theménternational Journal of Busi-
ness and Management”, Vol. 3, No. 12, 2008, p. 137.

E.H., ScheinQOrganizational culture and leadershifan Francisco: Jossey-Bass Publishers, 1992, p. 1
Ibidem.

M.J. Hatch;The dynamics of organizational cultufécademy of Management Review”, Vol. 18, 1993,659.
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— assumptions represent taken-for-granted beliefataieality and human nature. As the
foundations determining the character of organizei culture, they refer to human
nature, interpersonal relations, understandingutht organization itself as well as its
relationship with environment. They constitute tleepest, so the firmest and the most
difficult to identify, level of organizational cuite;

— values and social principles, philosophies, goaity] standards considered to have
intrinsic worth;

- artifacts are the visible, tangible, and audibkuhes of activity grounded in values and
assumptions.

Considering the above levels, it can be conclutted drganizational culture consists
of patterns, explicit and implicit, of and for bef@ acquired and transmitted by symbols,
constituting the distinctive achievement of humaougs, including theiembodiment of
artifacts; the essential core of culture consi$teaditional (i.e. historically derived and
selected) ideas and attached vallies

Influenced by organizational culture, within orgeations there is formed organiza-
tional climate, which refers to the process of pafiog the environment of an organiza-
tion and appraising it by organization’s memberenée, organizational climate can be
regarded as the expression of underlying culturattires that arise in response to con-
tingencies in the organization’s internal and exaéenvironmerf. A.P. Jones and L.R.
James derived six dimensions of this climate: legidp facilitation and support;
workgroup co-operation, friendliness and warmthnfot and ambiguity; professional
and organizational esprit; job challenge, imporéaand variety; mutual trust

E. Schein many times stresses that organizatiariire is the set of shared values,
beliefs, and norms that influence the way employbis, feel, and behave in the work-
placé’. Organisational culture gives organisations a sefsilentity and determines,
through the organisation’s legends, rituals, bsjiefeanings, values, norms and language,
the way in which “things are done around hé&reOrganisational culture is made up of
more ‘superficial’ aspects such as patterns of bielna and observable symbols and cer-
emonies, and more deep seated and underlying vahwssmptions and beliéts Y.
Allaire and M.E. Firsirotu argue, that the typetarg is a powerful tool for interpreting
organizational life and behaviour and for underdiag the processes of decay, adaptation
and radical change in organizatidhs

According to D.L. Nelson and J.C. Quick, organiaatil culture plays key functions:
gives members a sense of identity, increases th@rmitment, reinforces organizational

17 Ch. Robertson, P.A. FadiEthical decision making in multinational organizats: a culture-based model,
“Journal of Business Ethics”, Vol. 19, 1999, p738

18 J.C. Sarros, B.K. Cooper, J.C. Sant@ailding a climate for innovation through transfaational leadership
and organizational culture'Journal of Leadership Organizational Studiesd).\15, No. 2, 2008, p. 149.

9 A.P. Jones, L.R. JameBsychological climate: dimensions and relationshisndividual and aggregated
work environment perception®rganizational Behavior and Human Performan¥@l, 23, 1979, p. 20.

20 F.C. LunenburgQrganizational culture — performance relationshipgews of excellence and theory“Rla-
tional Forum of Educational Administration and Sw&on Journal; Vol. 29, No. 4, 2011, p. 1.

21 0. O’'Donnell, R. BoyleUnderstanding and managing organizational cultuBaublin: Institute of Public
Administration, 2008, pp. 4-6.

22 i
Ibidem.
23y, Allaire, M.E. Firsirotu,Theories of organizational culturé&Qrganization Studies”, Vol. 5, 1984, p. 216.



14 B. Bembenek

values, and serves as a control mechanism for sipdgghavio?’. Fundamentally, organ-

isational culture fulfils two basic functions irchuster, namely external and internal ones,

which are expressed in the way of the adjustmettiisforganisation to the changes of the
external environment, as well as the scope of mafeintegration, the manner of internal

coordination and regulation. As a complex structamainly of internal connections, it is a

link between the present and the past of an orghois maintaining in this way its conti-

nuity; it alsd™:

— can provide conflict resolution, coordination anohttol, reduction of uncertainly,
motivation, performance, a competitive advantagkanource of high reliability,

— provides a way for organisational members to medtget along, and newcomers are
required to learn the accepted behaviours, soeialigl integrate into organisations,

— is helpful to organisation performance since it canve as a significant driver of
change management and high performance in therlang the current global turbu-
lent business environment.

A good practice in the clusters under scrutinyhimithe scope of forming their organ-
izational culture, is the creation of the code®ttfics. It ensues from the analysis of the
selected codes of ethics that the key values afidf$én clusters aré: fair-play rule,
partnership, care of and responsibility for a proipgage of a cluster; establishment of
relationship between the cluster members in an gphmere of honesty, trust, respect,
tolerance, understanding and benevolence, loyaltyifidentiality of strategic infor-
mation, intellectual capital development. The inigeged clusters preclude the possibility
of undertaking unlawful actions, actions at theeedfj the law, unethical actions, or ac-
tions breaking the commonly accepted moral ruldgirTfundamental aim is to realize
common objectives and simultaneously engage irteam work, contribute to the crea-
tion of an atmosphere of an activity based on tqustfessionalism, efficiency, respect for
others and self-esteem.

The analyzed clusters indicate that their codestluts aim to bound the mission and
vision of a cluster with indisputable values, whilpport internal and external relation-
ships with key stakeholders. A cluster’s societigking to the above mentioned rules and
values, contributes to the creation of an integré®el of cooperation orientated towards
the development of a cluster as a whole. It alla@germining cluster borders, which
enables better understanding of one’s own rol&énimplementation of missions, visions
and strategic objectives. A code of ethics, coutitigy the ethical foundations of organiza-
tional culture, determines solid basis of sociak@xce in a cluster, and, on the other
hand, it requires from the members of this orgaimmato acknowledge and conform to
the common patterns of thinking and behaving.

To summarize, it is suggested that every clustsritsaown unique culture or a set of
values, and different clusters may have its own pre@tmension of the meaning of cul-

24 F.C. LunenburgQrganizational culture — performance relationshipgews of excellence and theory“Rla-
tional Forum of Educational Administration and Sw&on Journal; Vol. 29, No. 4, 2011, p. 1.

% H. Ng. Song, D.M. Hung Ke&rganisational culture can be a double-edged swiordfirm performance,
“Research Journal of Business Management”, V@013, p. 45.

26 www.klasterit.pl; www.zielonachemia.eu; www.klastgoup.pl; www.klaster.it; www.technology-clusieu;
www.budowlanyklaster.pl; www.klasterturystyczny.pl;  www.clujit.ro; www.autoklastr.cz;
www.incomech.org;
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ture’’. The cluster as an entrepreneurial organizati®a, et of experiences and values of
particular entities, including people who creataurid work there. Simultaneously, it is
believed that its organizational culture is a sfiegenetic code of cluster’s society, a sign
of its identity. It is also a system of fundamemaltterns of behavior, assumptions and
values, which were identified as common ones faluster. This culture is gradually
assimilated and accepted consciously as well asosisbiously, influencing the aspira-
tions, attitudes and behavior of particular memladrehis organization. Owing to that, it
ensures sustainable integration of its memberstl@mdonsensus within the scope of the
way of acting and the balance in intra- and intgaoisational relationships. Moreover, it
is conducive to the creation of efficient clustectatecture, enabling the assessment of the
changes in the environment and making rationalsitmts. Organizational culture of a
cluster works as a social glue to bond its intestakeholders (members, employees)
together and make them feel a strong part of tharozational experience, which is use-
ful to retain only the best units, and attract ey stakeholders. It is very useful to assist
in the cluster management process; helps the menmbeunderstand the organizational
events, projects and objectives, which enhanceseffidency and effectiveness of the
activity of this organizatiof.

4. THE DEVELOPMENT OF SOCIAL CAPITAL — A BASIS FOR CLUSTER
DEVELOPMENT

The formation process of cluster’'s organizationdtwre influences the formation of
social capital determined by cultural traditiongnslards of social behavior or the bases
which are conducive to cooperation. It ensues fthenfact that organizational culture
does not exist in a vacuum and still has a conalderinfluence on the formation of insti-
tutional factors, which support the developmensagial capital, understood as a special
kind of a common good, which serves to fulfil seeimnomic needs of the cluster mem-
bers.

The concept of social capital, adopted from thethef sociology, becomes more and
more significant in the world of economy and mamaget, which enables a broader look
in solving organisational problems of an enterprisencerning the relationships with
stakeholders. Despite the fact that in the majaftthe categories of social sciences, there
is a lack of an unambiguous attitude towards dedjréocial capital, its key descriptions
can be indicated

27's. SunOrganizational culture and its themetnternational Journal of Business and Managefarul. 3,
No. 12, 2008, p. 140.

2 F. Shahzad, R.A. Lugman, A.R. Khan, L. Shablnipact of organizational culture on organizatiormrfor-
mance: an overviewInterdisciplinary Journal of Contemporary Res#ain Business”, Vol. 3, No. 9, 2012,
p. 981.

29 . Stone, J. HugheSocial capital. Empirical meaning and measuremetitlity, “Research Paper”, No. 27.
Melbourne: Australian Institute of Family Studi€f02, p. 1; T.Y. Liou, N.Y. Changihe applications of
social capital theory in educatioriHsiuping Journal of Humanities and Social Scisic Vol. 11, 2008, p.
103; N. Lin,Building a network theory of social capitdConnections; Vol. 22, 1999, pp. 35-39; P. Haynes,
Before going any further with social capital: eigkay criticisms to addreséWorking Paper Series'No. 2,
2009, INGENIO. Valencia: Universidad Politecnica\tiencia, p. 2; J. Nahapiet, S. Ghosl&cial capital,
intellectual capital, and the organizational advagé “Academy of Management Review”, Vol. 23, No. 2,
1998, pp. 242-266; R. Putnafpwling alone: America’s declining social capitdlournal of Democracy”,
Vol. 6, 1995, p. 67; P. Ziherl, H. Iglic, A. Ferig Research groups’ social capital: a clustering apgeh
“Metodoloski zvezki”, Vol. 3, No. 3, 2006, p. 218.
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— a resource, because it involves the expectatiore@procity, and goes beyond any
given individual to involve wider networks whoséatenships are governed by a high
degree of trust and shared values;

— resources embedded in individual relationships;

- aresource to collective action, which may lead taroad range of outcomes, of vary-
ing social scale;

- a sum of resources, actual or virtual that acctaem individual or a group by virtue
of possessing a durable network of more or led#tutisnalized relationships of mu-
tual acquaintance and recognition;

— the sum of the actual and potential resources edgukdithin, available through, and
derived from the network of relationships posse$gedn individual or a social unit;

— agroup of assets that can be shared when groupsreme enforced,;

— a combination of a network size, the relationshipregth, and the resources possessed
by those in the network;

— the right kind of connectivity,

- investment in social relations by individuals, thgh which they gain access to em-
bedded resources to enhance expected returnsiofirental or expressive actions;

— features of a social organization such as netwarsns and social trust that facilitate
co-ordination and co-operation for mutual benefit;

— something more than the sum of various kinds afti@hships that we entertain, and a
social capital lens. Therefore, it can reveal tegtdres of reality that otherwise remain
invisible.

According to B. Rothstein and D. Stolle the termcigl’ implies that it captures the
interaction between people, and ‘capital’ indicdtes it should be understood as an asset
of an individual, or a group that comes from relasi with other®. At the individual level
B. Rothstein and D. Stolle argue that ‘social apitefers to two different dimensions:
the number of relations that can be used as ahlags$lee individual, and his or her values
and attitude¥. This kind of capital differs from other typesaspital in the sense that it is
neither an individual asset (like humeapital) nor a business asset (like traditionai-cap
tal)*. G. Loury, P. Bourdieu and J. Coleman argued sbatal capital is defined by its
function and is not embodied in any particular parsut it is rather embedded in peo-
ple’s social relationshifd N. Lin’s notion of social capital contains thraspects: re-
sources embedded in a social structure - the smalc(embeddedness); accessibility to
such social resources by individuals - opportuatycessibility); the use or mobilization
of Slégh social resources by individuals in purpesictions - action-oriented (use) as-
pects”.

30 B. Rothstein, D. Stolldntroduction: social capital in Scandinayi4Scandinavian Political Studies”, Vol. 26,
No. 1, 2003, p. 3.

3 Ibidem.

2. storbergThe evolution of capital theory: a critique of atiry of social capital and implications for HRD
“Human Resource Development Review”, Vol. 1, No2d02, pp. 468-499.

33 J. DeFilippis,The myth of social capital in community developmigtbusing Policy Debate”, Vol. 12, Issue
4, 2001, p. 785.

34T.Y. Liou, N.Y. ChangThe applications of social capital theory in edieat “Hsiuping Journal of Humani-
ties and Social Sciences”, Vol. 11, 2008, p. 103.
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Having regard to the nature of the theory of socaital, it can be assumed that in-
dustrial clusters are different from these tradisibexplanations in a sense that there is a
belief that such clusters reflect not simply ecoimrasponses to the pattern of profitable
opportunities and complementarities but also a lp@clevel of embeddedness and social
integratior>. Ch. Boari and M. Presutti emphasize that the strihl cluster is always
seen as a privileged place for the creation ofaddaterfirm networks because of the
presence of trust and informality in the economamsactions of co-located actors that are
facilitated by their proximityf.

The issue of creating social capital constitutésnaamental problem solved not only
within clusters but also in the economy of a regiora country. The process of creating
this kind of capital is long-lasting, has a fewgsta and is directly connected to the devel-
opment of trust between people and organisatialesitification and respect for the stan-
dards and common values, orientation towards catiper and coordinatidh In this
process trust has particular significance; it eadt@mm common values, beliefs, education
or group membership. This term is define@dselieving that the other party will behave
in our best interests; an important lubricant afogial system; an important component,
which makes teamwork, intra-organizational coopenatinter-organizational partner-
ships stable and continuous; an attitude that alldecision makers to be vulnerable to
harm in the interest of a perceived benefit; a risknagement tool; expectation on the
capability, goodwill, and self-reference visible nmutually beneficial behavior enabling
cooperation under risk. Hence, building trust casgs: rightness, safety, respect, integ-
rity, justice, altruism, acceptance, harmofsithfulness®. According to J.K. Rempel,
J.G. Holmes and M.P. Zanna, there are three dimessif trust, namefy:

— a possibility of predicting partners’ behaviour;
— a possibility of counting on a partner, i.e. tHenesty, sincerity, openness;
— faith in a partner based on tangible elements eagsudm past experiences.

Practitioners and theoreticians of management esigdnahe fact that trust, which in
business refers to the relationships between bssiaatities, also being an inherent ele-
ment of efficient functioning of their interiors always reflected in the relations between
people, constituting an extremely significant aspédcsocial ties. It is people who repre-

% |.R. Gordon, P. McCanrindustrial clusters: complexes, agglomeration andsocial networks?;Urban
Studies”,Vol. 37, 2000, pp. 513-532; Ch. Boari, M. Presusicial capital and entrepreneurship inside an
Italian Cluster — empirical investigatiofiDccasional Paper”, No. 2. Department of Busindssli§s Uppsala
University & Department of Management UniversityBiflogna, 2004, p. 11.

% Ch. Boari, M. PresuttiSocial capital and entrepreneurship inside anidalCluster — empirical investigation,
“Occasional Paper”, No. 2. Department of Busindssli8s Uppsala University & Department of Managemen
University of Bologna, 2004, p. 8.

57'S. Taylor,Creating social capital in MNCs: the internationaliman resource management challgrityiu-
man Resource Management Journdd|. 17, No. 4, 2007, pp. 340-342.

% F. Bidault, J.C. Jarillo, Trust in economic tract&ns [in:] F. Bidault, P.Y. Gomez, G. Marion, edsust:
firm and societyParis: Editions ESKA, 1997, p. 84-86; P.N. WilsénM. Kennedy,Trustworthiness as an
economic assetInternational Food and Agribusiness Managemesni®&v”, Vol. 2, No. 2, 1999, pp. 179-
186; K. Blomgvist, R. SeppaneBringing together the emerging theories on trust @ynamic capabilities —
collaboration and trust as focal concepte 14" Annual IMP Conference, Lugano, 2003, p. 6.

% G. SvenssonTriadic trust in business networks: a conceptuadelaand empirical illustration“European
Business Review”, Vol. 16, No. 2, 2004, p. 174.

40 J.K. Rempel, J.G. Holmes, M.P. Zanffayst in close relationship‘Journal of Personality and Social Psy-
chology”, Vol. 49, 1985, p. 95-112.
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sent organisations, undertake actions in thens; thém on whom the future of these or-
ganisations depends. L.W. Zacher emphasises tistt to function as a social mecha-
nism, must be connected to a moral, political, l¢ghuse of trust can have legal dimen-
sion) responsibility of the partners of a relaffon

The development of trust is achieved mainly by geddlevelopment of mutual under-
standing between the participants of a relatiore Tattors that condition trust develop-
ment are, among others, keeping words and promiseple make, reliability, solidity,
punctuality, lack of manipulation. Essential forilding trust is an open communica-
tion/transparency between the key actors (is adimgjl block both for such natural pro-
cesses and for a clust&r)According to T. Andersson, S.S. Serger, J. Soavid E.W.
Hansson , in successful clusters, this task ofunig trust typically succeeds in broaden-
ing the number of committed actors and keepingcthster open, outward-oriented, and
prone to incorporate more than just a limited grofimctoré®. A high level of trust is
conducive to the integration, increases the intgrtdfi contacts, facilitates mutual agree-
ment, builds partnership. Trust in interpersonkdtiens translates into: the will to work in
a group and the ability to cooperate; will to ceegroups spontaneously, without any
external command and control power, permanencehandize of industrial undertakings;
economic order; culture, mission, vision; flexityjli swiftness of actions; alliances’ crea-
tion, the ability to create network organisatiossategy and managemé&htMoreover,
trust plays an important role in reducing trangactcosts and creating a strategic ad-
vantage within a clust& It also reduces the complexity and uncertaintyfuifire
event$®.

Social capital in a cluster is not created throtajfonal investment decisions as insti-
tutional and cultural factors are here of greaigmificance; these are: common values and
interests, generally accepted principles, commaopeggnces and cherished traditions.
The creation of this capital within a cluster nesite¢es adequate communication, the
acceptation of moral standards of this communiksg aespecting such rules as: loyalty,
solidarity, honesty, reliability. Particular actieis for the benefit of the efficient creation
of social capital within &luster should engage all members of this organisaaccord-
ing to the adopted strategy. It is important thas kind of activity is performed by the
partners independently of the position they occipyhe cluster structure. The efforts
expended commonly for the benefit of strengthesiogjal capital have more chances that
they will be successful in a situation in which laster coordinator as well as a leader
support grassroots initiatives of this sort and artake intense activity to implement
them.

41 L.W. Zacher,Czy erozja zaufania? Nowe czynniki, sytuacje i &sty (obserwacije i refleksjepPrakseolo-
gia”, No. 143, 2003, p. 76.

42 T. Andersson, S.S. Serger, J. Sérvik, E.W. HansSba cluster policies whitebopMalmé: International
Organisation for Knowledge Economy and Enterprisgdlopment, 2004, p. 77.

3 bidem.

4 L. Karczewski Zatazenia kulturowe — zaufanie- zadzanie zasobami ludzkimi w Stanach Zjednoczonwch i
Japoni ,Prakseologia”, No. 143, 2003, p. 222.

% |. De Noni, A. Ganzaroli, L. Orsilnnovation, absorptive capacity, environmental ctaxity, trust and
cooperation within clustersReview of Integrative Business & Economics Reskg Vol. 2, 2013, p. 280.

46 J.D. Lewis, A. WeigeriTrust as a social reality'Social Forces”, Vol. 63, No. 4, 1985, pp. 967298
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5. CONCLUSION

Business clusters represent of concentrated, feexibulti-dimensional networks of
organizations e.g. companies, universities, vonatiechools, research and development
institutes, banks, government institutions, prdfessl organizations, other non-
government organizations etc. which: are potestimihg lasting competitive on the na-
tional and global market, develop both competitamnd cooperation relationships (co-
opetition) between the members (internal stakems)d@he development management of
cluster is a complex informative-decisive processused on achieving information, on
new development possibilities (opportunities, clesy@nd the continuous attempt to find
and implement new solutions (changes), which entddenaximisation of the value and
strength of this organisation.

Considering the fact that the cluster as an ergreqrrial organization is a set of ex-
perience and values of particular entities, initigcheople who constitute and function in
this organization, it was stated that cluster oiztional culture can be a collection of
standards and values, thinking, symbols, collebtiaecepted meanings, fixed ways of
behaving, and a system of assumptions that is comimothe cluster members. This
culture, as a specific genetic code of cluster mesibcan cause repetitiveness of behav-
iors, emotions, individual as well as collectivead. It can also be a mechanism ensuring
and redressing the cluster balance, since it isutime to the creation of its architecture,
enabling proper prioritization of the reality, athchwing attention to things that are impor-
tant, and the ones that are insignificant for @selopment

It ensues from the theoretical and empirical rededinat organisational culture of a
cluster influences the creation of social capitalpower, scope and structure decide upon
the efficiency of cooperation, effectiveness of aamication, permanence of integration
around the commonly realised objectives. It giveduster otherness, uniqueness, iden-
tity, which distinguishes it in the environment, iag to which it is perceived by stake-
holders differently than the other clusters. Momo\t causes that the members of this
organisation feel the sense of this identity afiotess. Underestimating the significance
of organisational culture in the process of clustenagement can result in low efficiency
of undertaken activities, lack of organisation’fiesion, or stagnation in the development.
The functioning of a cluster in the conditions afugbulent environment creates not only
the need but the necessity of maintaining thiscigfitly working internal system, which
consists of technical and social subsystems, amehich organisational culture serves as
an ‘adhesive’.

According to Y. Dong, J. Jin, R. Yang and S. Wuialocapital in the industry cluster
is kind of interactive relationship between entigs and economic participatdtsSocial
capital, treated as a resource, a process as svallsaructure, more and more frequently
becomes the factor determining the success of iheeps of formulation and realization
of effective strategies of cluster developmenerisues from the fact that this capital con-
stitutes the basis of intra- and inter- organizaloand personal relationships which are
reflected, among others, in the processes of azgtanal learning, including knowledge

47Y. Dong, J. Jin, R. Yang, S. Wiihe empirical relationship analysis between socigital and innovation of
industry cluster[in:] 4" International Conference on Management of Innovatind Technology, Bangkok,
2008, pp. 821-824.
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transfer and development, permanent absorption gemkration of innovatiofi$ O.
Karakayaci indicates that social capital is onghgf main components which facilitates
learning and knowledge absorption of industrialtdus in general and which facilitates
learning and knowledge absorption process of fimspecial®.

Social capital, which constitutes a certain setlilis and abilities, standards and con-
nections, which can improve the efficiency of clu&t functioning, facilitates coordinated
activities of the partners. It is developing esplgiwell in clusters since within their area
community culture predominaf@sA high level of social capital of a cluster ispesssed
in the quality and the quantity of internal andesral relations in this organization, within
the scope of which there is a real possibility ifsrmembers of the common use of the
gathered tangible and intangible resources. Simedtasly, it determines the ability of a
cluster to transform into a knowledge organizat@earning organization, an intelligent
organization, in which a creative, innovative ampeio for changes cluster society, able to
create and maintain permanent socio-economic isespnsidered a value. P. Bourdieu
defines the volume of social capital as a functénhe size of the network and the vol-
ume of capital (economic, cultural and symbolic}sessed by networked individuals

The development of social capital in a cluster degeon the degree to which the
community of this organisation respects and shresset of norms and values, and to
what degree it can engage for the benefit of comautivities. The potential of the social
capital discourages opportunistic behaviours ardlides people toward cooperation
through a mechanism of shared values, norms, ast] twhich arise from informal organ-
izations based on social netwotksThe moment that particular cluster members peecei
the value of this potential, their activity canrsfgcantly increase. In economic literature,
the most frequently indicated advantages ensuimg fthe development of social capital
within a cluster are: improved efficiency of furmting and organization’s development;
permanence of the established personal relatibesedse of coordination and communi-
cation; the ease of establishing new relationsctieation of organisation’s values, effi-
cient identification, design and implementation abfanges. According to S. Huaping,
L. Chunxiang, and Y. Jiagen social capital helglsiry cluster realize the group compe-
tition advantages which the individual corporatismot able to achieve and enhances the
competitive advantages of the industry clutel. Macke, D. Genari and K. Faccin em-
phasize that the importance of assessing socidiatap collaborative networks can be
summarized && high level of social trust and strong reciprogityrms, reduce the trans-
action costs; social networks attenuate the riskswing that their members engage more

“ M. Li, H. Haoyi, S. WenbinLearning levels of collective learning mechanisninidustrial cluster “Interna-
tional Journal Human Resources Development and ftament”, Vol. 8, No. 1-2, 2008, pp. 43-61.

49 0. Karakayaci,Social capital and innovation in industrial clustemn evidence from case of family and non-
family firms in Turkey“European Online Journal of Natural and SociaéSees”, Vol. 2, No. 3, 2013, p. 313.

%0 p. WerbnerThe translocation of culture: “community cohesicarid the force of multiculturalism in history
“The Sociological Review”, Vol. 53, Issue 4, 20@5,745-758.

1 N. Lin, Building a network theory of social capit4Connections”, Vol. 22, 1999, p. 35.

52 B.W. Arif, Industrial clusters, Schumpeterian innovations amdrepreneurs’ human and social capital.
A survey of literaturg“Pakistan Economic and Social Review”, Vol. 5@. M, 2012, p. 82.

%% S. Huaping, L. Chunxiang, Y. JiageMechanism of social capital promoting industry téusdevelopment
[in:] International Conference on e-business agdeernment (ICEE), Shanghai, 2011, p. 1.

% J. Macke, D. Genari, K. Faccifocial capital and commitment in the Brazilian Windustry “Electronic
Journal of Business Ethics and Organization Studiad. 17, No. 1, 2012, p. 29.
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in innovations; social networks facilitate the fagbrmation dissemination and with this,
they reduce the asymmetries; and social netwotks/ahat its members solve their col-
lective problems easily.

Moreover, social capital enables clusters to imprthweir innovation capability and
conduct business transactions without much fusshasd therefore, substantial implica-
tions for economic performance. Therefore, sodalital can significantly influence clus-
ter's characteristics the forms of participation of individuals and gps in cluster's
cooperation, or the formation of institutional, ga@nality, technical and structural factors
supporting permanent development of cluster’s cditiypeness.
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ZNACZENIE KULTURY ORGANIZACYJNEJ
W ZARZ ADZANIU KLASTREM

W artykule scharakteryzowano istdtlastra biznesu jako organizacji tworzonej w wy-

niku inicjatywy klastrowej, formalnych i nieformajoh relacji opartych na wspétpracy,
przedstawicieli rénych sektoréw: biznesu, nauki, pozatawego (NGO) i samosdu lo-
kalnego. Z uwagi na #horodnd¢ systeméw wartei, norm, symboli, wzorcéw pagio-
wania poszczegoélnych partneréw w klastrze, wskazemkluczow role kultury organiza-
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cyjnej w procesie rozwoju klastra. Uwzdhiajac fakt, i klaster jako przedsbiorcza orga-
nizacja jest zbiorem dwiadczéi i wartgsci poszczegélnych podmiotéw, w tym ludz, j
tworzacych i funkcjonugcych w niej, stwierdzongze jego kultura organizacyjna e by
wyznaczana przez wspolronorm i wartdci, myslenia, symboli, kolektywnie akceptowa-
nych znaczg, utrwalonego sposobu dziatania, systemuzastoKultura organizacyjna kla-
stra jako zbidr podstawowych norm, zadn i wartosci, umazliwia integracg cztonkéw kla-
stra oraz sprzyja zwkszeniu ich zaangawania na rzecz realizacji wspélnie aitomych
celéw. Kultura ta jako specyficzny kod genetyczpwteczndci klastra, mae powodowa
powtarzalné¢ zachowa, emocji, wyobraen indywidualnych, jak i zbiorowych. M@ by
mechanizmem zapewnigym i przywracacym réwnowag klastra, gdy sprzyja budowie
jego architektury, pozwalg odpowiednio hierarchizowazeczywisté¢, zwracajc uwag
na to, co jest istotne, a co nie ma znaczeniaegja jozwojuAutor podkréla takze, ze kul-
tura organizacyjna klastra jest kluczowym czynnikizzarunkujcym rozwoj kapitatu spo-
tecznego w obszarze klastra. Sprzyja ona bowierkat@deniu jakéci relacji medzyludz-
kich, relacji intraorganizacyjnych, umégosci wspétpracy, klimatu organizacyjnego
i wzajemnego zaufania. Ponadto wskazugekapitat spoteczny klastra, ktory wynika z lo-
jalnoéci i umiejgtnosci sprawnej wspotpracy cztonkow tej struktury wicetalizaciji intere-
so6w indywidualnych i wspdlnych jest czynnikiem deteujacym trwatad¢ funkcjonowa-
nia i rozwoju klastra.

Stowa kluczowe klaster, zargdzanie, kultura organizacyjna, kapitat spoteczogwo;.
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