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INTRODUCTION 
 
   The current thesis focuses on management values, their stability, changes over 
time and their possible changes through the conflict management and knowledge 
management. Values that are accepted by the employees of the organisation 
determine their behaviour, work satisfaction and relationships both inside the 
organisation and with the clients (Tuulik et al., 2013; Vadi & Türk, 2009; 
Schumacher, 1973; Valler & Virovere, 2010; Paschek, 2009). 
   Management values are a key concept for the thesis. O´Reilly and Chatman 
(1996) defines values as standards or principles that are important for the person 
and organisation. Gini (2004) stated that values are the ideas and beliefs that 
influence and guide our choices and actions. According to Schwartz's (1992) theory 
of basic human values, the values are stable, concepts or beliefs pertain to desirable 
end states or behaviours, transcend specific situations that guide selection or 
evaluation of behaviour and events as well as are ordered by relative importance. 
Values perform three functions for individuals and organisations - defend against 
perceived threats (defensive values), facilitate adjusting to society (stabilising 
values), and foster movement toward self-actualisation (growth values). All these 
three functions of values are essential and leadership definitely plays an important 
role in supporting these values and creating opportunities for practicing them, 
creating ethical climate and sustainability of organisation (Hultman & Gellerman, 
2002).  
   The management value system is a construct, which contributes to the 
sustainability of an organisation. The management values of an organisation and 
their stability determine the success of the organisation in the long run. They also 
determine the beliefs of the manager about the employees and the organisation. 
Moorman et al. (1993) point out that the most important value is fairness and it 
should even be one of the core values in an organisation. Collins and Porras (1994) 
claim that for the sustainability of an organisation it is essential that the core values 
stay the same. Effective leadership is about finding the balance between economic 
success and the well-being of employees, and at the same time, it is about the 
balance between the society and the owners’ demands.  
    DeGeorge (1999) ties organisation’s success more directly to ethical values, 
assuming that the freedom of business to make profit is limited by the values of 
fairness, equal opportunity, honesty and truthfulness and therefore it is justified to 
place ethical values above all other values. Other researchers (Mulki, 2009; Moon 
& Bonny, 2001) have also mentioned the importance of ethical values. Barnowe et 
al. (2003) tried ethical behaviour to social capital, based on the fact that making 
human relations more ethical directly increases the value of social capital. Alas and 
Tuulik (2004) developed the idea of importance of ethical values further. They 
stressed organisation’s ethical competencies by which they mean a company’s 
ability to change its activities so that they conform to a set of ethical standards, and 
thus, manage its own values and commitments. Therefore, when an organisation 
relies on ethical values, these values also appear in organisational behaviour as 
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ethical competencies and thereafter the behaviour of the organisation as a whole 
encourages employees to work harder, resulting in overall improved performance. 
   Empirical research in Estonian organisations indicates that the best predictors of 
attitude towards change are ethical values and business ideological values (Alas, 
2009). The ability to use crisis and change as a productive conflict and to rely on 
true business ideological values in practice, would enable the organisation to make 
the right choices as well as to be sustainable. To understand a productive conflict 
we should consider conflict management strategies because they strongly influence 
subsequent interactions and outcomes, and conflict issues because they impact on 
conflicts management strategies through thoughts and feelings (De Dreu et al., 
1997). A well-managed conflict enables people to understand reality, accept 
boundaries and increase their psychological welfare (De Dreu et al., 1997, p.33). 
Conflict studies conducted in Estonia demonstrate that Estonian leaders lack the 
knowledge of ethics (Virovere et al., 2002; Virovere & Kure, 2001). Therefore, the 
willingness to resolve conflicts and understanding the usefulness of a good and 
motivating work climate is missing.  
   Somech et al. (2009) demonstrate that conflict management enables a group to 
grow into a team and therefore achieve greater productivity and readiness to 
change. Organisational culture and microclimate are directly influenced by a 
manager’s leadership style and leadership values (Rahim, et al., 2001, Mulki, et al., 
2009) and also determine how conflicts are solved.  
   Schein (1985, p.9) defines organisational culture as “a pattern of basic 
assumptions invented, discovered, or developed by a given group, as it is learning 
to cope with its problems of external adaptation and internal integration”. 
Organisational culture reveals itself in the organisation’s climate. Safety culture as 
a sub-culture of an organisation can be defined as the product of the individual and 
group values, attitudes, beliefs, risk-perceptions (Lee & Harrison, 2000). Safety 
climate refers to employees perceptions of whether safety is valued and prioritised 
by an organisation (Zohar, 1980; Colley et al., 2013). 
    

Identification of the research problem 

 
Values are the ideas and beliefs that influence and direct our choices and actions 
(Gini, 2004). Studies differentiate the organisational values (Jaakson, 2010; Melé, 
2009, 2010) and organisational culture as well as behaviour patterns of its members 
that create an effective and sustainable organisation. Significantly fewer studies 
and literature are available on how to reach the common shared values that ensure 
the sustainability of the organisation and such a supportive organisational culture 
that enables employees' wellbeing as well as conflict solving and managing. In 
addition, it is essential to adopt safety and employees’ health and safety behaviour 
as organisational values and share them between all its members instead of keeping 
them formally on paper. Reviews of organisational values surveys have identified 
some common constructs related to management values; however, sometimes 
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ambiguity prevails in the assessment of these values, i.e. whether these are 
propagated or real management values. 
   According to results from Estonian researchers (Järvis, 2013; Reinhold et al., 
2009), there is a lack of appreciation of safe working environment and employee’s 
involvement in Estonian organisations. A safe and healthy working environment is 
an important element of work life quality (Fugas et al., 2012) and many researchers 
have shown strong interest in the behavioural aspects of it (DeJoy, 2005; Frazier et 
al., 2013; Rao, 2007). Frazier et al. (2013) stated that the organisation’s mission 
and values alone cannot create or change a culture, interventions at the level of an 
individual employee are necessary.  
   Despite the growing interest in knowledge management (KM) (Hislop, 2013; 
Podgorski, 2010; Schulte et al., 2004) and conflict management studies (Rahim, 
1992; 1986, 2002; De Dreu, 1997), only a few studies (De Dreu et al., 1997; Jehn, 
1994; Valler & Virovere, 2010) have covered the area of the possible impact of 
organisational conflict on tacit and explicit knowledge exchange. The author 
assumes that it is possible to minimise the discrepancies between real and 
propagated values with effective conflict management and knowledge 
management.    
   Despite the fact that much research has been conducted into management and 
organisational values (Tuulik et al., 2013; Tuulik, 2007; Kooskora, 2013; Jaakson, 
2010; Melé, 2012a,b; Klenke, 2005; Argandona, 2003), conflict (Volkema & 
Bergmann, 1995; Rahim, 2002; Virovere et al., 2002) and organisational culture 
(Kotter & Heskett, 1992; Schein, 2004; Übius & Alas, 2010; Übius et al., 2013), 
little attention has been paid to the combination of these aspects which enable us to 
diagnose the warning signals to issues that need to be improved and to be ready for 
changes and developments in an organisation. Based on the above arguments the 
areas under exploration in the present study are connected to several theoretical 
disciplines (see Figure 1).  

 

 
Figure 1. Conceptual framework under exploration (Source: compiled by the author)  
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Conflict  
       Management 

Value  
Management 
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The aim of the current thesis is to enhance the understanding of the role and 
importance of management values, knowledge management and conflict 
management in improving the organisational effectiveness and sustainability. The 
study focuses on how conflict management and knowledge management, as parts 
of the general management system, can be used for binding individual and 
collective learning with the goal to modify and reflect values and norms in order to 
integrate them into organisation’s processes and structures. 
   Thus, the objective of this study is to analyse and understand different concepts 
related to management values and conflict management that an organisation needs 
to ensure an organisational culture which enables effective knowledge 
management, cooperation and collective learning. The study explores real and 
propagated management values and examines how these management values are 
implemented in Estonian SMEs based on the example of formal safety and real 
safety.  
   The result of the study offers a new approach for making the change in an 
organisation and developing conflict management and knowledge management as 
fully integrated parts of the general management system. The study proposes a 
practical management tool which incorporates both conflict management and 
knowledge management as learning instruments (and their possible effects on 
organisational culture and collective knowledge). 
 For this purpose, the current study applies theoretical and empirical evidence in 
examining the main research question:   

How can conflict management and knowledge management be used in 
minimising discrepancies between real and propagated management values in 
order to ensure sustainability and effectiveness of an organisation as well as to 

improve safety culture?  
The first three sub-research questions of the study help to determine which values 
are typical of Estonian organisations and to identify where the Estonian 
organisations are positioned in the value system models: 

1. What is the relationship between management values in Estonian 
organisations and how can these be placed in the levels of theoretical 
value systems?   

2. What characterises the change of management values in Estonian 
organisations that emerged in the year of rapid growth (2007) as 
compared with the year of economic crisis (2009)? 

3. What is the role of conflict management (in particular conflict analysis) in 
revealing the organisation’s general status and real values? 

The last three sub-research questions focused on the comprehension of the concept 
of organisational culture and real behaviour in the investigated companies; on the 
inspections and differences between propagated and real management values based 
on occupational safety, as an example, in Estonian SMEs: 

4. How are real and propagated management values realised practically in 
Estonian SMEs based on the example of safety culture?  
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5. What is the relationship between organisational culture and knowledge 
management in Estonian SMEs? 

6. How does the general management system reflect both conflict 
management and knowledge management as learning instruments in order 
to enhance safety behaviour within the Estonian manufacturing SMEs?  

Article I determines which values are typical of Estonian organisations and 
responds to the first sub-research question. The issues identified in Article I are 
further explored in Article II with a focus on the change in management values in 
Estonian business life in the year of the rapid growth (2007) as compared with the 
year of drastic decline (2009). Article II attempts to answer the second sub-research 
question. Article III was developed to demonstrate the differences between 
propagated and real management values in Estonian organisations and to answer 
the third sub-research question. Article IV aimed to tackle the fourth sub-research 
questions with a focus on the comprehension of the concept of organisational 
culture and real behaviour in the investigated companies; on the differences 
between propagated and real management values based on occupational safety, as 
an example, in Estonian organisations. The reason for choosing safety culture is to 
explore the difference between the real culture and the formal culture in one and 
the same organisation: since the real values were established based on a case study 
and propagated values based on the discourse analysis of the articles in the 
magazine Director, there was no possibility to compare values in one and the same 
company. While studying safety culture in an organisation it was possible to study 
the formal culture based on written documents, procedures and regulations, 
because safety culture is the only sub-culture of organisation culture which 
includes documented regulations. In order to assess the real culture the actual 
safety behaviour of employees was studied, interviews and surveys were 
conducted. The documentation of safety regulations and procedures enabled 
researchers to explore the difference between the formal safety culture and the real 
safety culture (the actual behaviour). Articles V proposes a model for an 
organisational (safety) culture with a knowledge management dimension and 
addresses the fifth sub-research question. Article VI provides knowledge on the 
relationships of different aspects of organisational (safety) culture and shared 
values among members in Estonian organisations and answers the fifth and sixth 
sub-research questions. 

Research Methodology 

 
   The philosophical basis of this study is constructivism, which sees organisational 
value and culture as a socially constructed concept with a multi-dimensional nature 
and provides an understanding of their concepts. In constructivism, values are seen 
as essential in shaping the outcomes of inquiry.  
   The research is descriptive and attempts to provide an understanding of the real 
management values and the role of the conflict and knowledge management in an 
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organisation. The current study adopted a multi-method approach, using multiple 
case studies. The data were collected during the period of 2007-2009 and 2011. 
The main research methods were document analysis (critical discourse analysis), 
sixteen interviews with managers, eight focus group discussions with employees 
and evaluation questionnaires. In addition, on-site observations, media and 
company’s homepage analysis were conducted.  
   The current study implemented analysis of the published articles in the business 
magazine Director (in issues of 2007-2009, 2011), collected 60 cases of conflicts 
descriptions and relevant supplementary documents such as organisational strategy 
and policy, plan and instructions, procedures and inspections, incidents and 
accident investigations, training and meeting records. For data analyses, descriptive 
statistical methods and factor analyses were applied.    

Expected contribution of the study 

 
The study makes the following contributions:  
1. The study increased understanding of the context of Estonian management 

practices and values as well as of the changes of management values that 
emerged in the period of 2007-2009, 2011 in the context of economic crisis. 
The current study provides knowledge on the influence of economic crisis on 
an organisation, management, on working environment and valuing the 
employee, innovation and creativity, teamwork, risk-taking, the managers’ 
attitudes, shared values (in particular the need for knowledge management and 
learning as a value) and stability of values in Estonian organisations (See 
Articles I-IV). 

2. The study provides important empirical evidence of the existing real 
management values in Estonian organisations. The novelty of the practical 
part of this research lies in an attempt to group the managerial values of the 
organisations under study, which enables us to place them better in the levels 
of theoretical value systems (Melé’s, Beck and Cowan’s, Schumacher’s value 
system models). Values determine and shape the organisational culture and 
management decisions. The author proposes definitions to management values 
as real values and propagated values (See Articles I-III).  

3. The study outlines the role of conflict analysis in the assessment of the real 
(shared) values of an organisation (See Article III).  

4. The study provides conceptual clarification of the role of conflict 
management, focusing on conflict analysis, as a research tool for revealing 
organisation’s general status and real values as well as a learning instrument, 
and its possible effect on the flow of information and exchange of tacit and 
explicit knowledge. The author asserts that the established conflict 
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management procedures need to be a fully integrated part of the general 
management system and the conflict, like most culturally-based issues, must 
be recognised, acknowledged and managed in an organisation (See Articles 
III-VI).  

5. The thesis develops an innovative conceptual management model for 
organisational (safety) culture, which served as a basis for developing a 
questionnaire or/and checklists, which can be used as an effective self- 
assessment tool in an organisation in order to manage conflict and existing 
knowledge as well as to change climate, and thus, organisational culture. The 
proposed model incorporates both conflict management as a learning 
instrument (and its possibility to influence the safety culture and collective 
knowledge) as well as knowledge management (See Articles IV-VI). 

6. The dissertation contributes to the theory of organisational culture by 
analysing social capital and workplace conflicts as parts of that culture, 
emphasising the importance of collective knowledge and learning (See 
Articles IV, VI).  

7. The present study has made two major contributions to the existing 
methodology. First, the study sheds new light onto the methodology for 
determining the real values of organisations by presenting the basis for 
analysing whether the real values of organisations support the sustainability 
and success of organisations. The second methodological contribution 
concerns the methodology of the evaluation of organisational (safety) culture 
by applying quantitative and qualitative approaches, which allows researchers 
to capture and analyse in detail organisational, behavioural and psychological 
aspects of organisational culture (See Articles III-VI).   
 

Overview of the approval of research results 
 
Results from all surveys included in the present thesis have been published and 
presented by the authors at international scientific conferences, following the 
acceptance of peer-reviewed submitted abstracts. 
 Results from the study concerning the relationships between management 

values, employee well-being (e.g. personal growth and learning) and conflict 
management were presented at the 11th EAOHP (European Academy of 
Occupational Health Psychology) International Scientific Conference, 
London, UK, April 2014. 

 The results from the empirical examination of the developed management 
model as an effective management tool for conflict and knowledge   
management and the theoretical framework for applying the concept of 
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December 2012.  
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were presented at the 23rd EBEN Annual Conference “Which Values for 
Which  Organisations“, Trento, Italy, 9-11 September, 2010. 

 Results from the study concerning Estonian managerial values in value 
systems in ensuring sustainability of organisations and analysis of the results 
from the qualitative study were presented by the author at the International 
25th EBEN Annual Conference "Work, Virtues and Flourishing", Barcelona, 
Spain, September 2012.  

 Results from the survey concerning ethical values and conflict analysis as a 
management tool for evaluation of the ethical level of the organisation as well 
as the real situation in an organisation were presented by the author at the 
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1. THEORETICAL FRAMEWORK 
 

1.1. Management Values and Value Systems 

 
   Sustainability and efficiency of an organisation are directly related to the 
organisation’s values, leadership, management, and the extent to which people are 
motivated and committed to work. Sydänmaanlakka (2003, p.38) defined six 
different perspectives to management and expressed those by way of questions: 
How to lead yourself and others? How to manage things, technology, markets and 
strategy? All these six perspectives or activities must be integrated into a general 
management system, the effectiveness of which depends most on the leadership 
competences. Good leadership is based on universal values and principles. 
(Sydänmaanlakka, 2005, p.57). 
   Many researchers in business ethics have shown interest in the question of how 
profitability and feasibility of business ethics are connected and how to build an 
organisational strategy based on ethical principles (Wagner-Tsukamoto, 2008; 
Blanchard & Peale, 1988; Melé & Guillen, 2006). Values perform three functions 
for individuals and organisations – they defend against perceived threats (defensive 
values), help to adjust to society (stabilising values), and foster movement toward 
self-actualisation (growth values) (Hultman & Gellerman, 2002). Jaakson (2010) 
reviewed relevant surveys and differentiated three main types of values, such as 
survival values, ethical values and well-being values. Rokeach (1973) presented 
two sets of values on an individual level – the first set consisted of  end-states of 
existence values, and the second set were “instrumental” or modes of conduct 
values. Mowles (2008) defines management values as a managerial instrument. 
   In addition, management values can be classified according to different 
perspectives, for instance: legal, ethical and economical (Carroll, 1979). The 
majority studies of organisational values have differentiated management values 
which are in correlation with sustainability and effectiveness (See Table 1).   
  All these values are essential and leadership and management play an important 
role in people accepting those values. Managing by values is a relatively new 
management theory (Blanchard & O’Connor, 1997; Sydänmaanlakka, 2005, 2007), 
which focuses on the role of ethics and values in leadership as well as management 
and in business in general. The key to business ethics is the question of how to 
develop people in such a way that they would be able to solve ethical dilemmas 
and behave morally while making business decisions (Mulki et al., 2009; Melé, 
2010; Connor & Becker, 1994). Each person’s development and behaviour is 
influenced by the environment in which he or she acts and the culture and values of 
that environment are of prime importance. Organisational values are directly 
connected to management and leadership and values that managers use while 
making decisions (Melé & Guillen, 2006; Melé, 2010, 2012a). It is often asked 
why some organisations are successful and others are not. O`Reilly and Pfeffer 
(2000) claim that every organisation`s success is based on its fundamental values 
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and beliefs, the main principles that the management practices are based on. In 
their studies of successful companies, O´Reilly and Pfeffer (2000, p.14) point out: 
“These companies begin with a set of fundamental values that are energising and 
capable of unlocking the human potential of their people – values such as fun, 
fairness, challenge, trust, respect, community, and family. These values are then 
used to develop or at least evaluate management policies and practices.” 
 
Table 1. The list of core organisational values which enable organisational sustainability 
and effectiveness 

Core values Author(s) 
Fairness Moorman et al., 1993 
Sustainability Collins & Porras, 1994 
Flexibility, ability to thrive  
Ethical values: fairness, equal opportunity, honesty, 
truthfulness 

De George, 1999 

Ethical values Mulki, 2009 
Moon & Bonny, 2001 

Ethical values, ethical behaviour Barnowe et al., 2003 
Ethical values: honesty, person’s self-respect, business 
ideological: quality of organisation’s product and 
services  

Alas, 2009 

Safety as value Zohar, 1980 
Colley et al., 2013 

Fairness, fun, challenge, trust, respect, community, 
family 

O’Relly & Pfeffer, 2000 

Innovation, flexibility, sustainability Khazanchi et al., 2007 
Innovation, learning, creativity Merrill, 2008 
Respect, valuing of employees, justice, responsibility Jehn, 1994; Argondona, 

2003; Mulki, 2009 
Creativity, innovation Camps & Margues, 2011; 

Chang et al., 2006 
Confidence, security Kallaste, 2010 
Superior quality, service, innovation, importance of 
people as individuals, importance of details of execution, 
communication, profit orientation, goal accomplishment 

Peters & Waterman, 1982  

Self-directed learning, adapting to change, balance, 
seeking opportunities in the midst of uncertainty, 
utilising ability distributing rewards fairly, finding 
satisfaction in work, serving mutual interest, working as 
an owner, prizing wisdom,  being authentic, seeking 
truth, celebrating differences, accepting people and 
viewing people as ends in them selves 

Hultman’s values (Hultman 
& Gellerman, 2002) 

Source: compiled by the author  
 

   An organisation’s social responsibility becomes apparent in how the organisation 
cares for its employees and society. Management values that managers use while 
making decisions can be divided into different levels of corporate social 
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responsibility (CSR). These are: economical, legal, ethical and philanthropic 
(Carroll & Buchholz, 2009; Carroll, 1979, 1991; Ferrell et al., 2008; Crane & 
Matten, 2010; Skudiene & Auruskevicione, 2012). 
   The organisational values system is a hierarchical set of values that forms the 
basis for any activity in an organisation. Different concepts and models are used to 
explore value systems of organisations (Schumacher, 1973; Melé, 2012a; Cowan & 
Todorovic, 2000). A value system guides and unites people, it is the foundation for 
developing collective thinking in an organisation (Cowan & Todorovic, 2000). The 
main indicator of continuous organisational success is sustainability, which is 
directly connected to an organisation’s shared values. Companies that are classified 
as high performers are assumed to have a strong value-driven culture and their core 
values guide the decisions and actions of organisational members (Ofori & Sokro, 
2010; Carroll & Hoy, 1984). Quinn and Rohrbaugh (1983) used the concept of 
value profile to describe the values system of an organisation. They defined the 
value profile as a network of organisational values with a specific orientation 
forming the basis of organisational culture. The sustainability of an organisation is 
directly connected with innovation which requires flexibility (Khazanchi et al., 
2007) and organisational culture that enables joint learning, experimenting and 
making mistakes (Merrill, 2008; Kooskora, 2013). Melé (2012a) links 
sustainability to ethical management using a five-level values system, the five 
levels of human quality: (1) mistreatment, (2) indifference toward people, (3) 
respectful treatment, (4) concern for people’s interests, and (5) favouring mutual 
esteem and cooperation. Each level is characterised by certain values which 
demonstrate the quality of management in an organisation. 

 

1.2. Change of Management Values, Real and Propagated Values  

 
Andreaus et al. (2012, p.1) discussed the effects of the economic crisis: “From a 
business ethics perspective the actual financial crisis has demonstrated that the 
mainstream neoclassical thinking, which is institutionalised both in economic 
theory and in business practice, could lead to abuses  and misconduct since it 
underlines the conceptualisation of market amorality and it views the firm as a 
nexus of contracts with the main purpose of maximising the self–interested utility 
function of employees and shareholders”.  
   The 21st century is characterised by fast changes and empirical research in 
Estonian organisation indicates that the best predictors of attitude towards change 
are ethical values (for example: honesty, a person’s self–respect) and business 
ideological values (for example: the quality of organisation’s products and 
services) (Alas, 2009; Alas & Vadi, 2004). The moral development of an 
organisation can also be used as a measure of how ethical the organisation is. 
Reidenbach and Robin (1991) distinguish five stages of moral development: 
amoral, legalistic, responsive, emerging ethical and developed ethical; a sustainable 
organisation is characterised by ethical leadership and moral development and 
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behaviour of the fourth and fifth level (Kooskora, 2013).  The concepts of 
intellectual, social and emotional capital are also used to describe the sustainability 
and competitiveness of an organisation (Roos et al., 1997; Thomson, 2000; 
Edvinsson, 2002; Stewart, 1997; Bahra, 2001). According to Thomas Steward 
(1997, p. X), intellectual capital (IC) is intellectual material – knowledge, 
information, intellectual property, experience – that can be put to use to create 
wealth. It is a collective brainpower (Nahapiet et al., 1998, p.245). Social capital is 
a part of intellectual capital. The main part of intellectual capital is relationship 
capital and it consists of collective actions, relationships, teamwork as well as the 
values and norms that those actions are based upon (Roos et al., 1997; Pastoriza et 
al., 2008). Roos et al. (1997) conceptualised IC as the sum of all intellectual 
materials – knowledge, information, intellectual property, skills, experience and 
learning capabilities of companies – which can be combined and utilised for 
competitive advantage. IC is composed of three parts – human capital, structural 
capital, and social capital. The intellectual capital of an organisation is the sum of 
its employees’ knowledge. Drucker (1999) first introduces the term ‘knowledge 
worker’. 
   Thomson’s (2000) model is based on a 6-layer model describing the organisation; 
the three layers (values, beliefs, feelings) at the bottom form an organisation’s 
emotional capital, and the top three (data, information, knowledge) form the 
intellectual capital (See Figure 2).   

 

Figure 2. Conceptual framework under exploration from the Thomson’s perspective 
(Source: compiled by the author based on Thomson, 2000; Sharman, 1999; 
Sydänmaanlakka, 2003; Valler & Virovere, 2010; Ittner & Larcker, 2001)  
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   Today’s managers are under enormous pressure, especially during the economic 
crisis, because the rapid development of technology is forcing continuous change 
and new knowledge of economy requires people who are devoted to their work. 
The researchers (Jehn, 1994; Argandona, 2003; Mulki et al., 2009) have 
emphasised ethical values like respect, valuing of employees, justice and 
responsibility, however, at the time of crisis, ethical values have diminished 
remarkably. According to Northouse (2001, p.258), ethical leaders respect others, 
serve others, are just, are honest and build community. In order to use crisis as a 
possibility to develop and change economy, managers need to use ethical values.  
   Melé (2012a) divides organisations into five groups according to the attitude 
towards people; each level is characterised by certain values following of which 
demonstrates the quality of management.  
   The company's success and sustainability depend substantially on organisational 
values and how emotional (social) capital supports organisational learning, 
emergence of common collective knowledge and thus amplifies the company’s 
intellectual capital. Emotional capital forms such an environment and 
organisational culture where employees are motivated and committed (Valler & 
Virovere, 2010; Peltomäki & Husman, 2002; Thomson, 2000). 
   During the time of fast changes, every organisation needs creativity and 
innovation and the willingness of employees to embrace changes. That means 
creating an environment, culture and climate where creativity is made possible. A 
major challenge for an organisation nowadays is to create a competitive business   
environment and to develop an environment that enables creativity and innovation 
of employees (Camps & Marquès, 2011; Chang et al., 2006; Merrill, 2008), as well 
as confidence and security regarding the labour relationship (Kallaste, 2010) and to 
preserve a self-sustaining safety culture (Rao, 2007; Clarke, 2006).   
 

1.3. Conflict Management 

 
The main activity for each organisation and governmental authority is conflict 
management (Likert & Likert, 1976, p.15), which enables the acceptance of 
common values to be reached. Management today is faced with an enormous 
responsibility of ensuring optimum levels of growth and productivity in an 
environment that is full of conflicting situations (Hocker & Wilmont, 1995). 
Conflict has always been widespread in society but it is only recently that it has 
generated much interest and has been the focus of research. 
   The analysis of conflict management reveals the real values in an organisation. 
During a study (Virovere & Kure, 2001) 2200 conflicts were researched (1997 – 
2001) and the following questions asked:  
   What are the reasons causing conflicts? How have conflicts been solved?  How 
many conflicts are vertical? What are the most often violated ethical principles? As 
a result of the research it was found that in all cases power was more important for 
managers than solving the conflict and the win–win result was almost never 
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achieved. No clear ethical principles seemed to exist. The analysis of all the 
conflict cases indicated that Estonian business leaders as well as employees lack 
emotional intelligence, in particular, they seem to lack competence to handle 
conflicts and empathy (Virovere & Kure, 2001). 
   Previous research into conflicts in Estonia (Virovere & Rihma, 2008; Virovere & 
Liigand, 2002) and abroad (Harigopal, 1995; Kozan & Ergin, 1999) has identified 
organisational issues (limited resources and their distribution, interdependence, 
differences in goals and in viewpoints, managerial mistakes, unclear status and 
communication problems) to be the most common causes of conflicts. While 
analysing conflicts, it is important to determine whether the conflict is solved or 
unsolved and as a result, we can discover which values have been used during the 
conflict resolution and decision making process (See Article III). In addition to the 
main characteristics of a conflict, three important aspects can be emphasised: 
conflict is always related to relationships, there are several parties in a conflict and 
there is a problem or main question that has caused the conflict (Virovere et al., 
2002; Virovere & Rihma, 2008; Hocker & Wilmont, 1995). Conflicts are a way of 
confronting reality and creating new solutions through problem-solving; a conflict 
is necessary for true involvement, empowerment and democracy. In the discussions 
of different perspectives, people voice their concerns and create solutions 
addressing several points of view. A conflict provides an opportunity to form and 
express our needs, opinions and positions. A well-managed conflict is an 
investment for the future. People trust each other more, feel more powerful and 
efficient, and believe their joint efforts will pay off. Feeling more capable and 
united, people are more prepared to contribute to their groups and organisations. 
Success in turn strengthens relationships and individuality further (Tjosvold, 1997).  
   The ability to use crisis as a productive conflict and relying on true ideological 
business values in finding the solution, would enable the organisation to make the 
right changes as well as to stay sustainable. To understand productive conflict it is 
essential to consider conflict management strategies because they strongly 
influence subsequent interactions and outcomes and conflict issues since they 
impact on conflicts management strategies through thoughts and feelings (De Dreu 
et al., 1997). Organisational learning can happen also during conflict management 
when both parties’ arguments are being heard, each other’s needs and limitations 
raised during work are understood. According to research (DeDreu et al., 1997; 
Rahim, 2002), a well-managed conflict provides a forum for integrating ideas that 
originally are thought incompatible. 
 

1.4. Knowledge Management  

 
In a modern knowledge-based society, the competitiveness and sustainability of a 
company are directly linked to the way of using the existing intellectual and 
emotional capital (Roos et al., 1997; Thomson, 2000; Edvinsson & Malone, 1997).  
Sustainability also depends on the innovativeness of an organisation (Übius et al., 
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2013). Merrill (2008, p.xxi) claims that the key question in innovation is collective 
knowledge and organisational learning. Organisational learning and effectiveness 
can be enhanced through an appropriate diagnosis of and the process and structural 
interventions in a conflict (Rahim, 2002, p.206). In order to create collective 
knowledge the knowledge has to be managed in an organisation (Ramírez et al., 
2011). Knowledge Management (KM) has to become an important managerial 
instrument (Bahra, 2001). According to Hislop (2013, p.49): “There is no 
consensus about the question of how to define KM. There are two main 
approaches. One of them sees KM as a set of different information and 
communication technologies. The other focuses on KM methods or specifically 
managing people who use the knowledge”. 
   The sustainability and readiness for innovation of an organisation are directly 
connected to collective learning to create shared knowledge through the exchange 
of tacit and explicit knowledge. Explicit knowledge comprises objective 
knowledge, which is impersonal; tacit knowledge is personal and cannot be fully 
made explicit. (Hislop, 2013; Bahra, 2001). The creation of organisation’s 
knowledge takes place at three levels: individual, group and organisational and is 
realised through four processes: socialisation (tacit to tacit), externalisation (tacit to 
explicit), combination (explicit to explicit) and internalisation (explicit to tacit) 
(Nonaka & Takeuchi, 1995; Bahra, 2001; Hislop, 2013; Nahapiet & Glishal, 1998; 
Ramírez et al., 2011). All these processes have to be managed and integrated into 
the organisation’s overall management system.    
   Leadership is one of the key topics in KM (Sydänmaanlakka, 2003; 2007). In the 
era of fast changes, every organisation needs creativity and innovativeness of its 
employees in order to embrace change. That also depends on the employees’ 
satisfaction with their work environment, motivation and willingness to learn. 
Organisational learning has been defined as “the relationship between the six 
learning processes (intuiting, attending, interpreting, experimenting, integrating, 
institutionalising) and it means institutionalisation at organisational level of 
changes in behaviour” (Hislop, 2013, p.87). Therefore an organisation’s 
managerial values are the most important assets in order to guarantee the 
organisation’s development, competitiveness and sustainability (Zernand – Vilson 
& Terk, 2009; Zernand – Vilson & Elenurm, 2010). Organisations’ values become 
apparent in ways of solving conflicts and disagreements. It illustrates the core 
values and management philosophy. Values that have been accepted and shared in 
an organisation are linked to employees’ work satisfaction and the organisation’s 
competitiveness. 

 

1.5. Organisational Culture and Climate 

 
Organisational culture is a set of ideas – values, visions, missions, which serve as 
integrating centres for skills and style on the one hand, and strategy, structure, 
systems, and staff on the other (Tropman, 1998). Schein (1985) identified six 
dimensions that reflect the composition of culture: behavioural regularities, 
dominant values, norms, rules, philosophy, and climate.  While earlier organisation 
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theories focused on organisation structure, strategy and control system, these have 
now been replaced by organisation culture as a key to understanding people’s 
behaviour and motivation. The role of organisation culture in organisation’s 
success has been constantly increasing, especially culture as a set of elements less 
visible and difficult to measure, as shared values and beliefs”, which determine 
people’s behaviour and decision-making (Melé, 2003, p.81). 
   Organisational culture contains different sub-cultures, like safety culture and 
service culture. Sub-culture is the particular set of the ideas which characterise a 
particular organisation or its subparts. So it is possible to define safety culture as an 
example of subculture, which integrates safety behaviour and skills (Lee & 
Harrison, 2000). Culture can be managed and created. Therefore, it is a dynamical 
phenomenon the development of which is influenced by the people who are the 
bearers of the culture.  
   One promising mechanism for understanding organisational normative systems is 
the concept of organisational climate (Schneider, 1975). An organisational climate 
is defined as a set of perceptions that “are psychologically meaningful descriptions   
that people can agree characterise a system’s practices and procedure (Victor & 
Cullen, 1988). Organisational climate expresses the management style and the 
design of public areas which all help to create the atmosphere within the   
organisation. Ethical climate contains cues that guide employee’s behaviour and 
reflect the ethical character of the organisation (Cullen et al., 2003; Mulki et al., 
2009).  
   The term of “safety climate” refers to perception of organisational policies, 
procedures and practices relating to safety (Colley et al., 2013; Neal et al., 2000).  
The studies (Zohar, 2010; Colley et al., 2013) show that an individual’s perception 
of climate matters because it has an influence on their behaviour, and ultimately on 
the risk of injury to themselves, and their co–workers.   
   Corporate Social Responsibility (CSR) strongly depends on organisational 
culture, climate and organisational commitment (Turker, 2009; Alas & Tafel, 
2008). Carrol (1991) introduced the CSR model already in 1979 and later on 
continued to develop it (Carroll & Buchholz, 2009). In this model both mandatory 
and involuntary responsibility has three aspects: social, environmental   and 
economic. The term used for it is Triple Bottom Line (Slaper & Hall, 2011; Meel 
& Saat, 2012; Reede, 2005). Johnson  and Scholes (1993, p.195) identified some 
internal and external  aspects of social responsibility: “Internal aspects include 
issues such as employee welfare provision, working conditions, job design and 
external aspects include marketing and advertising standards, employment policies 
and community activity”. CSR is an important management tool in contemporary 
organisations (Melé & Guillen, 2006).  Übius and Alas (2010) show a connection 
between an innovative climate and two facets of CSR – the firm’s respect for the 
interests of agents and the firm’s performance concerning social issues (Dougherty, 
1996). It is understood that during a period of economic prosperity managers feel 
more responsibility towards ethical and philanthropical commitment compared to 
deep recess in economy when the main focus is on economic aspects. Donaldson 
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(2012, p.8) sums up the ethical roots of the economic crisis as follows: ”What can 
we learn from examining the three roots of the current economic crisis, i.e., paying 
for peril, the normalisation of questionable behaviour, and technology shock? Were 
business leaders, and, yes, let us be honest, business educators, ethically 
responsible for much of this mess? The answer must be yes“. Mulki and colleagues 
(2009) show in their research that employees’ efforts are positively tied to ethical 
microclimate and job satisfaction that is in turn tied to the leadership style of the 
manager. Leadership research shows that leaders are responsible for the 
organisation’s culture and microclimate. In each organisation only the values 
exploited by managers are accepted (Schein, 2004).   

1.6. Organisational Culture and Safety Management System 
 
An organisation’s sustainability and competitiveness are directly linked to a safe 
working environment and the level of acceptance of safety behaviour and valuing 
safety in general (Rao, 2007). Employees’ behaviour is tied to an organisation’s 
management values and organisational culture.  

 In order to change organisational culture and values, organisational learning 
involving conflict management and knowledge management (KM) can be used. It 
enables one to turn formal values into real values and formal safety culture into a 
real safety culture. Thus, organisational culture and climate can be improved 
through learning and developing a Reciprocal Model of Safety Culture with 
Knowledge Management System Dimensions: it would mean an organisational 
change, whereas attitudes to change will become an important issue (Choudhry et 
al., 2007; Cooper, 2000; Järvis & Tint, 2009a,b; Geller, 1996, 2001). In fact, it is a 
process of organisational learning – a vital process by which an organisation can 
adapt to change both on individual and organisational levels (Alas, 2009); attitudes 
to change become an important issue. 

 Organisational climate has an impact on the three dimensions of organisational 
culture, namely the psychological, behavioural and organisational aspects of it 
(Frazier et al., 2013; Cooper, 2000; Guldemund, 2000; Teo & Feng, 2009; Cooper 
& Phillips, 1994). A safety culture (a sub-unit of organisational culture) does not 
have a unique and universal definition (Frazier et al., 2013). However, it can be 
defined as the product of the individual and group values, attitudes, beliefs, risk-
perceptions (Lee & Harrison, 2000), competencies, norms, principles, and patterns 
of behaviour that determine the commitment of employees to health and safety, as 
well as the style and proficiency of an organisation’s health and safety programmes 
(HSE, 2005). Collective knowledge can be conceptualised as an employees’ 
understanding of the organisational procedures (Lee & Harrison, 2000).  
KM is an important process in knowledge intensive companies, focusing on 
assessment, creation, transfer, and utilisation of knowledge to address specific 
challenges (Valler & Virovere, 2010). From the organisations’ point of view, one 
of the key ways to increase the efficiency of collective knowledge exchange is to 
develop an appropriate organisational structure as well as new and more flexible 
ways of working.  
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The most common construct in the safety culture survey is the perception of 
leadership and management/supervisors’ attitudes and behaviours around safety 
(Flin et al., 2000; Yang et al., 2009; Hopkins, 2006). Like previous research 
(Järvis, 2013), this suggests that leadership (management and supervisors) should 
spend more time on the floor with employees and build trust, which is vital for the 
opportunity to convert tacit knowledge into explicit shared knowledge. 
Management commitment also can be demonstrated by allocation of the resources 
in the field of occupational health and safety (OH&S).  

Frazier (2013) and colleagues have addressed the necessary core organisational  
culture factors, for example, peer support, integrated management systems, 
personal responsibility, and management support for safety.  

A safe and healthy working environment is an important element of work life 
quality (Fugas et al., 2012) and many researchers have demonstrated strong interest 
in the behavioural aspects of  safety (DeJoy, 2005; Frazier et al., 2013; Rao, 2007).   
Researchers and practitioners have shown increasing interest in safety culture   
(Choudhry et al., 2007; Fernández - Muñiz et al., 2007). It is important that safety 
as a value have been fully accepted by the employees instead of being only formal 
(Silva & Lima, 2005). Therefore it is essential that applying these values is 
achieved through management principles, good practices in OH&S. Employees 
have become so important that management is advised to follow the principle that 
an organisation is successful when it is managed as a community of persons (Melé, 
2012a). To assess an organisation’s sustainability and competitive power the terms 
of intellectual capital (IC) and social capital (SC) are used. It is a collective 
brainpower (Nahapiet et al., 1998, p.245). Social capital is a part of intellectual 
capital. The main part of intellectual capital is relationship capital and it consists of 
collective actions, relationships, teamwork as well as the values and norms that 
those actions are based upon (Roos et al., 1997; Pastoriza et al., 2008). Roos and 
colleagues (1997) conceptualised  IC as the sum of all intellectual materials – 
knowledge, information, intellectual property, skills, experience and knowing 
capabilities of companies – that can be combined and utilised for competitive 
advantage. IC in composed of three parts - human capital, structural capital, and 
social capital. Coleman (1988) describes SC as “consisting of aspects of social 
structure and identifies three forms of social capital: obligations and expectations, 
information channels and norms that influence and encourage behaviour.” One part 
of SC is safety capital, which is “organisational knowledge embedded and created 
in the OH&S system – (it) is a long term asset into which OH&S resources can be 
invested, with the expectation of an – uncertain – future flow of benefits in the 
form of gains in worker’s protection and safety” (Nuñez & Villanueva, 2011, p.58). 
The organisational culture is expressed through the climate in an organisation. 
Previous collaborative research by the authors has shown empirically that many 
managers have started showing an interest in safety behaviour and performance 
(Järvis & Tint, 2009 a,b).  
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2. METHODOLOGICAL APPROACH  
 

   The research object of the thesis is organisational conflicts, management’s real 
and propagated values, knowledge management and organisational culture, which 
is explored from the view of social corporate responsibility and organisational 
sustainability. The methodology is based on the researcher’s philosophical 
knowledge concepts. According to Keso et al. (2009), the methodology uses the 
researcher’s ontological and epistemological concepts to outline the research 
strategy and methods. 

2.1. Philosophical Bases 

 
The philosophical basis of the study is constructivism, which emphasises people's 
daily routine activities and the social construction of reality (Laherand, 2008). 
Constructivism is not a single doctrine, it develops in parallel with many 
disciplines, such as psychology, sociology, philosophy, psychiatry, and information 
science (Flick 2004). Constructivism sees management value and culture as a 
socially constructed concept with a multi-dimensional nature and provides an 
understanding of their concepts. In addition, constructivism explores the different 
perspectives of individual people, based on their beliefs, values and feelings, and 
assumes that these are multiple constructed realities (Healy & Perry, 2000), which 
are created by a human’s awareness and knowledge. Values in constructivism are 
seen as essential in shaping inquiry outcomes. 

According to Mahoney (2004), essentially, the five main issues are as follow: 
operational activity, arrangement, myself, involvement in social and symbolic 
systems, and lifelong development (Laherand, 2008). Based on constructivism, 
rules and principles do not exist independently of our theorising about them (Mir & 
Watson, 2000, 2001). Constructivists argue that people experience the world 
through the ongoing activities.  

Ontology is the study of the nature of things and of existence of interpersonal 
social relations and what the existence of societies is based on (Eriksson & 
Kovalainen, 2008). Eriksson and Kovailainen (2008) emphasised that ontology 
concerns the ideas about what (knowledge) exists; what the existence of 
interpersonal social relations is based on, and how they are formed and 
transformed. 

According to Colliver (2002, p.50), “Epistemology has played a central role in 
philosophy, given the predominance of the realist view in modern science.” 
Epistemology is the theory of knowledge and it defines how knowledge can be 
produced and argued (Eriksson & Kovalainen, 2008; Desouza & Paquette, 2011). 
Epistemology in scientific research means certain criteria for research knowledge 
and it defines how knowledge can be produced and argued for (Eriksson & 
Kovailainen, 2008; Virta, 2011).  
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The ontological position of this study is to consider the phenomena being 
researched, namely management values, conflict management, culture - as social 
structures or constructions, which are constantly shaped by a variety of actors 
working in these fields. The axiology is the overall theory of values, ethics and 
history of philosophy. Ethics is concerned with the analysis of ethical values, 
ethical decisions, acts and attitudes. Organisational ethics is an outcome of the 
management decisions and choices, which are based on espoused and accepted 
values. In the analysis of management values, organisational culture, traditions, 
relationships, history are also important, because every organisation shapes its 
values and culture in a historical context.  

Axiology takes all that a step further and studies judgements about value. 
Hemingway (2005, p24) cited the work of Hosmer (2003), Jackson (2010), 
O’Hear (2000) and Raz (2003) and emphasised: “The study of values has 
traditionally had its roots in philosophy as the study of axiology and can be traced 
back to the teachings of Socrates, Plato, and Aristotle in the form of virtue ethics”.  

The current study uses Hartman’s formal axiology of values (1967) that views 
a universal norm of human valuing based on the axiom that goodness is the 
fulfilment of standards. This axiology distinguishes value as being of three kinds: 
intrinsic (is focused on unique and irreplaceable individuals; focuses on the 
personal ethics), extrinsic (is focused on materials things and on practical ethics) 
and systemic (focused on rules, systems, and conceptual organisation, moral code 
(Connor, 2006). According to Connor (2006, p.149): “… it speaks of respect for 
rules, understanding of the goodness and badness of actions, and clarity of ethical 
principles analysing and building an ethical organisational culture, it is imperative 
to identify the actual structure of their value concepts, the content of their thinking 
about values. It is this latter which informs their decisions”. It helps researchers to 
explore the underlying beliefs, values, relationship, behaviour, people's 
perceptions, interpretations of their life experiences and ability to learn. 

2.2. Research strategy 

The current research is descriptive and aims at describing and understanding of the 
management values and the links between such phenomena as management values 
and sustainability as the key factor for organisational success. The current 
inductive research was conducted by using qualitative case study approaches in 
order to explore the issues based on constructivism.  

Qualitative case study was defined as the scientific research strategy for the 
current dissertation, because this research involves an empirical exploration of the 
complex phenomenon within its real life context using multiple sources of 
evidence (Saunders 2003, p.93). The current strategy was selected because of the 
research topics such as people, behaviour, relationship, management practices and 
values, and organisational culture. The qualitative case study is based on 
describing, understanding and evaluating the research phenomena and was used in 
order to address ‘what’, ‘which’ and ‘how’-questions (Yin, 1994; Voss et al., 2002; 
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Saunders et al., 2003). The aim of the qualitative data analysis is to create clarity 
and thus new knowledge of the focus of the research. Therefore, the current study 
analyses a selection of case data to explore management values and to explain the 
role of knowledge management and conflict management to improve the 
organisational effectiveness and sustainability. 

 In addition, quantitative, inductive research was used in order to complement 
and improve answers given by the qualitative study approach. A quantitative 
approach was applied to recognise factors that influence management values, and 
management of conflict and knowledge in the organisation, to measure employee 
and employer attitudes and perceptions towards studied issues, relationships 
between co-workers, employees and the employer. Quantitative methods were also 
used to develop a theoretical model of safety culture with knowledge management 
system dimensions and to test it. Bryman (2006) suggested to combine both 
quantitative and qualitative approaches, and above listed considerations show 
different angles as to why both approaches are suitable for the purpose of this 
study. 

One advantage of using multiple methods is that it enables triangulation to take 
place (Saunders, 2003). The study used triangulation forms related to the use of 
different data collection methods within one study, to the data (cross-checking 
information by using multiple empirical sources) as well as to data analysis 
(several researchers examined the materials). 

2.3. Structure of the study 

The current thesis is organised as follows (See Figure 3). The introduction chapter 
presents the background of the research and research objectives. It also provides a 
short overview about the research methods, the original contribution of the study 
both at the theoretical and practical level as well as an overview of the approval of 
research results.  
   The thesis is divided into three main chapters. Chapter 1 presents the short 
introduction to the concepts and theories applied and explains the management 
values, value systems and the change of management values. Next, the framework 
for managing the organisational conflict is outlined with a focus on knowledge 
management and organisational culture. 
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Figure 3. The structure of the thesis (Source: compiled by the author) 
 

The materials and methods used in this research are described in detail in 
Chapter 2. Chapter 3 outlines the main results and applications, followed by a 
summary and discussion of the main conclusions of the six articles presented. 
 

2.4.  Research methods and data collection  

 
The current study adopted a multi-method approach, using multiple case studies. 
As a method, it focuses on collecting, analysing, and combining both quantitative 
and qualitative data in a single study or series of studies. The aim of this type of 
research was to combine the potential of the qualitative and quantitative techniques 
as well as to maximise the strengths and minimise the weaknesses of both. In this 
research, several research methods and information sources have been used. The 
most important research methods were critical discourse analysis, document 
analysis, evaluation questionnaires, semi-structured interviews with senior 
managers and focus group discussions with employees. In addition, on-site 
observations, national media and company homepage analysis were conducted 

The data collection took place during the period of 2007-2009 and 2011. The 
reason for selection that period was set by the objective to identify changes of 
management values occurring in the period of 2007 (in the year of the rapid 
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growth) -2009 (in the context of economic crisis. The second set of data was 
collected in 2009 in order to explore the changes of management values in 
Estonian organisations that occurred during the great financial crisis of 2008-2009, 
as the ensuing global economic and financial turmoil had launched changes of 
management values. In addition, the management values were identified also in 
2011 in order to explore the stability and the consistency of the management values 
in the context of Estonian recovery from the recent recession.  

The empirical study was conducted in eight Estonian SMEs from different 
branches of industry during the period from April 2009 to October 2009. Besides 
that, the data for this study were acquired from a national Work Environment 
questionnaire survey conducted by Statistics Estonia in 2009, which is a 
representative survey utilising employer-employee-linked data. For data 
processing, methods of statistics and mathematical statistics were used (in the 
analysis, descriptive statistical methods and factor analyses were applied).  
Dissertation research is described in Figure 4.  

 
 
Figure 4. Description of dissertation research (Source: compiled by the author)  

 
Appendix 8 summarises the research design in terms of the objectives, the data 

and methods used in the study. The order of the publications is as follows: 
Article 1 examines the context of Estonian management practices and 
values, the links between the phenomena such as management values and 
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sustainability as the key factor for organisational success. In addition, the 
article discusses propagated management values and their placement in the 
levels of theoretical value systems (Melé’s, Beck and Cowan’s, 
Schumacher’s value system models). Article II starts with the general 
statement that in difficult economic conditions less attention is paid to 
ethical values and they are substituted by economy-based values. The deep 
financial crisis of 2008 and the ensuing global economic and financial 
turmoil have caused changes in management values. The second article 
discusses the changes in management values in Estonian organisations that 
occurred in the year of the rapid growth (2007) as compared with the year of 
drastic decline (2009). This leads to the further exploration, in particular, to 
the differences between real and propagated management values in Estonian 
organisations. Real management values are based on the behaviour and 
decision-making of senior managers and guiding behavioural patterns of 
members (See Article III). In view of the importance of the differences 
between propagated (formal) values and real values in the organisation, 
further studies are described in Articles IV, V and VI on the example of 
safety culture in Estonian organisations. The reason for choosing safety 
culture is to explore the difference between the real culture and the formal 
culture in one and the same organisation: since the real values were 
established based on a case study and propagated values based on the 
discourse analysis of the articles in the magazine Director, there was no 
possibility to compare values in one and the same company. While studying 
safety culture in an organisation it was possible to study the formal culture 
based on written documents, procedures and regulations, because safety 
culture is the only sub-culture of organisational culture which includes 
documented regulations. In order to assess the real culture the actual safety 
behaviour of employees was studied, interviews and surveys were 
conducted. The documentation of safety regulations and procedures enabled 
researchers to explore the difference between the formal safety culture and 
the real safety culture (the actual behaviour). Article IV takes a SME 
perspective and explores the differences between propagated (formal) and 
real values, and thus provides knowledge-based evidence on existing 
management and shared employees’ values, in particular those concerning 
safety culture, as for example, in Estonian SMEs. Articles V and VI describe 
an innovative conceptual model for the organisational culture, which served 
as a basis for developing a questionnaire, which can also be used as an 
effective management tool for conflict management focusing on conflict 
analysis, as a research tool for revealing organisation’s general status and 
real values as well as a learning instrument. Moreover, given the lack of the 
theoretical work on conflict management and knowledge management, 
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Article VI proceeds to explore the possibilities of improving organisation 
culture and minimising the discrepancies between real and propagated 
values with effective conflict management and knowledge management. 

2.4.1. Qualitative study 

Written documents  
The current study implemented analysis of the published articles in the business 
magazine Director (in issues of 2007-2009, 2011), collected conflict cases and 
relevant supplementary documents such as organisational strategy and policy, plan 
and instructions, procedures and inspections, incidents and accident investigations, 
training and meeting records. Documents were carefully analysed in order to 
complement and examine the data collected during the interviews. In addition, 
company’s strategy, policy, values, vision and mission statements were analysed 
based on the data available from company homepages. 
 
National media analysis 
Mass media could play an essential role when planning the relevant information 
dissemination for the general public and for raising employees’ and employers’ 
awareness. This would imply a media re-focus towards what really matters (Moen 
et al., 2010). In addition, national media can offer added-value presenting, 
discussing and analysing various opinions of practitioners, experts, trade unions 
and employers’ federations, highlighting causes and consequences. National 
journals, reports, websites that contain publications and access to scientific 
publications on organisational culture, values, ethical behaviour and conflict 
management offer an essential contribution. Article IV explores media and public 
attention to several aspects of safety management system in Estonia. Thus, an 
Estonian media review and analyses were performed based on newsletters and 
journals available for the period of January 2009 - January 2013. A search was 
conducted via the Database of Estonian Articles Index Scriptorum Estoniae, which 
contains articles from newspapers, magazines and journals, serial publications and 
anthologies and collections from the 1990s on, allowing the full-text to be accessed 
in free digital archives and Web publications. Key words, such as good industrial 
relationship and conflict management, leadership, social capital, strategic 
management, safety management, employees’ involvement, values, ethics and 
ethical behaviour, values, safety culture, health promotion and safe behaviour, were 
searched and only the content of those articles related to the purpose of the study 
were studied in Estonian, Russian, English and German (See Article IV). 
 
Company homepage analysis 
Organisational climate is one of the organisational components of organisational 
culture that is connected directly to the mission, strategy, and organisational 
practices. Therefore, the author carried out textual content analysis of the 
homepages of the eight companies included in the study in order to examine how 
organisational vision, strategy, mission and values reflect and express commitment 
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to safety as an example of management values. In addition, twenty randomly 
chosen company homepages of SMEs from different branches of industry and 
twenty five company homepages of industrial SMEs (of the most competitive fifty 
organisations from the Estonian Companies’ Competitiveness Ranking 2012 
(Estonian best enterprises, 2012) were also analysed (See Article IV).  
 
Case studies 
Qualitative case study methods of the present study are important to the existing 
scientific literature, since there is a general lack of case studies about management 
values, knowledge and intellectual capital management (Bürkland, 2009; Marr et 
al., 2003) and organisational culture (Järvis, 2013; Glendon, 2008).  

The aim of the case studies was to assess the real and propagated management 
values in Estonian organisations.  In addition, the case studies were intended to 
promote better understanding of the management values, how Estonian 
organisations manage conflict and knowledge as well as to provide deeper 
knowledge about managers’ and employees’ perceptions and commitment, 
industrial relationships, employees’ involvement. 

In the beginning, 60 cases of conflict management were used in order to detect 
the real values.  Conflict management refers to how organisation members deal 
with the conflict situation (See Article III). Further, eight Estonian manufacturing 
SMEs were chosen as case studies for illustration, exploration and better 
understanding of how safety goals and practices are realised practically as an 
organisational value, how managers valued it, and how they viewed their role in 
the improvement of organisational culture (See Articles IV, VI). Selection of the 
number of case studies is based on Miles and Huberman (1994) and Eisenhardt 
(1989) recommendations. An inductive approach was applied in the selected case 
studies, which is based on the selection of case organisations, which are to a certain 
extent similar to each other. The author adopted the thematic analysis as an 
analytical method in all qualitative case studies, which comprises collecting, 
describing, combining and classifying the data. Data were collected during the 
period April 2009-October 2009 from on-site observations, relevant documentation 
analysis, procedures scrutiny and interviews with managers and employees. 
Particular focus was on ascertaining positive aspects expected from a prescriptive 
organisational culture (Järvis, 2013; Frazier et al., 2013; Meliá et al., 2012); 
relationships and conflicts management (based on Melé, 2012a; Mulki, 2009; 
Thomson, 2000; Jehn, 1994), such as: existence of a policy emphasising safety 
values and actions in an organisation and shared between all employees; well-
defined procedures and guidelines for all the operations integrated in work 
procedures; resources and investment; training and supervision; active employees’ 
involvement in the decision-making process, task-related conflicts, ethical 
behaviour. 
 
 
 



35 

Qualitative interviews  
The interview can supplement data gathered by observation and questionnaires 
(Bryman, 2004; Fellows & Liu, 2008). Eight semi-structured face-to-face 
interviews with top managers and eight interviews with safety managers were 
conducted in order to determine their attitudes, perceptions, values, beliefs, 
behaviours, knowledge and commitment. The thematic plan of the interviews is 
presented in Appendix 7. 
The interviews were carried out in both languages, in Estonian and in Russian. 
Each interview with managers that lasted for two hours was completed before the 
employees’ group interviews, carefully recorded, fully transcribed and analysed. In 
addition, eight focus group interviews were conducted with 22 industrial workers 
in order to evaluate employees’ attitudes and perceptions of shared visions and 
values, practices, their involvement, knowledge and relationship. Each focus group 
interview that lasted for 45 min was recorded, then fully transcribed and analysed 
(Articles IV-VI). 
 
On-site observations 
According to Mengolini and Debarberis (2007), on-site observation could be an 
essential part of the methodology, which includes monitoring, capturing and 
analysing if the transformation and the output of the transformation comply with 
the organisational values and norms. Observations provide a researcher with the 
data about the real values in organisations, collective behaviour, for instance, to 
identify employees’ behaviour (formal and real safety), the real management 
values which form managers’ behaviour and decisions. 

2.4.2 The quantitative study 

Questionnaires 
Kerlinger (1986) stated that questionnaire design is essential as item arrangement, 
structure, and possibility to study research questions. Questionnaires allow a 
researcher to obtain opinion from respondents as well as to identify core 
organisational culture dimensions, individual preferences, and organisational 
values can be assessed along the same dimensions. Delobbe and Haccoun (2002, p. 
6) stated: “A questionnaire item would read the degree to which “respect for 
individuals” or “flexibility”, for instance, are characteristics of the firm’s culture”.  
In the current study, questionnaires were designed to assess organisational culture 
as shared values, to study the person-organisation fit as a predictor of work 
attitudes and patterns of behaviours and norms. According to Cooke and Rousseau 
(1988, p260), patterns of behaviours and norms can be defined as the "ways of 
thinking, behaving, and believing that members of a social unit have in common".  
The current study used results from a national questionnaire survey, which was 
carried out by Statistics Estonia in 2009. Two questionnaires were administered 
anonymously to employees and employers from manufacturing SMEs, which were 
structured around norms, perceptions, attitudes, values, conflicts, responsibility, 
commitment, learning process and patterns of behaviour. The study comprises a 
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sample of 463 employers and 1757 employees who filled the questionnaires. 
Results from the analysis of the data are presented in Articles IV-VI. 

2.5. Data analysis 

Qualitative study  
Qualitative data were used in six of the seven articles.  Two first articles employ 
the first set of data collected from the articles in the business magazine Director, 
issues of 2007 and 2009, 2011 (see Articles I, II, III). The second set of data was 
collected through the case of conflict management in order to identify the real 
management values. Conflict is informative and, in particular, in the conflict 
resolution process the appearing behaviours and strategies demonstrate that the 
management values and principles exist in the organisation and conflict analysis; as 
a research tool, it allows researchers to reveal organisation’s general status and real 
values. Conflict management refers to how organisation members deal with the 
conflict situation (See Article III).  

Articles IV and VI employ the third set of data gathered from eight SMEs 
through 24 interviews (employers and employees) and case studies, on-site 
observations conducted in the manufacturing SMEs from four industries. The 
interviews followed a thematic guide (Appendix 7). Data from semi-structured 
interviews with senior managers and safety managers as well as from focus group 
interviews with employees were recorded, carefully transcribed, the researcher 
went through each case separately making notes and getting to know each one 
before conducting the analysis. 

The study used researcher triangulation according to Olander (2011) and 
Creswell (2003), where all co-authors read the analysed data which are then 
discussed. In this data set, triangulation covered the source (Voss et al., 2002), 
using document analysis and critical discourse analysis as well as interviews as 
primary data and observations, media analysis and company homepage analysis as 
secondary data, which helps in checking the consistency of different data sources 
with the same method.  

The current study implemented Critical Discourse Analysis (CDA) in order to 
explore and identify management values from the articles in the business magazine 
Director, issues of 2007 and 2009, 2011 (See Articles I-III). CDA is a relatively 
new addition to the varieties of text analysis, a highly context-sensitive, democratic 
approach which takes an ethical stance on social issues. Many studies have adopted 
CDA to analyse dialectically related social elements, such as, social relations, 
social identities, values, activities, instruments, objects, time and place, 
consciousness (Chiapello & Fairclough, 2002; Laherand, 2008; Harvey, 1996; 
Fairclough, 2001; Lauristin, 2000). 

 The same approach has been used by Lauristin (2000) who investigated articles 
from two newspapers during 10 years that were collected out of certain two month 
issues of each year (Lauristin’s analysis is cantered on typical metaphors that carry 
the means). While CDA focuses on how language as a cultural tool mediates 
relationships of power and privilege in social interactions, institutions, and bodies 
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of knowledge (Bourdieu, 1977; Gee, 1999; Rogers et al. 2005), this method 
enables the researcher to focus on the signifiers that make up the text, the specific 
linguistic selections, their sequencing and layout. In addition, CDA helps a 
researcher find interesting patterns and disjunctions that need to be described, 
interpreted and explained. To ensure validity and reliability of the exploration the 
author applied researcher triangulation proposed by Creswell (2003), i.e., using 
different observers to discover or minimise mistakes that originate from the 
researcher’s person. 
 
The quantitative study  
The data for Articles IV-VI were analysed using the Statistical Package for Social 
Science (SPSS 17.0) software.  Exploratory Factor Analysis was utilised to 
examine the dimensions of organisational culture. The thesis study comprises a 
sample of 463 employers and 1757 employees who filled the questionnaire. 
Statistical t-test of the mean was carried out to check the entire population’s likely 
response to the issues raised in the questionnaire, based on the sample’s ratings. 
The significance level of hypothesis testing was set at 0.05, which means that there 
is only 5% probability that the relationship was due to a random occurrence. The 
critical rating was set at ‘3’ because by the definitions of the rating scale, rating 
above ‘3’ represented ‘agree’ or ‘strongly agree’ with the statements of the 
questionnaire. According to Harvey et al. (2002), the number of factors that 
comprise safety culture varies between 3 to 19 by definition. The current survey 
and test results show that all sixteen (16) statements are statistically significant for 
the employees’ questionnaire and ten (10) for the employers’ questionnaire. This 
indicates that all factors are important in determining the effects of organisational 
climate on organisational culture, particularly on managing collective knowledge in 
the organisation. The Principal Components Analysis was conducted in the 
Statistical Package for Social Sciences (SPSS 17.0) on 35 items (for employees) 
and 30 items (for employers) and resulted in sixteen factors (for employees) and 
ten factors (for employers) with an eigenvalue greater than one. Factor analysis 
was applied to the 35 factors stating the effects of positive organisational climate in 
order to identify the possible underlying patterns among the original variables. This 
method is used to uncover the latent structure (dimensions) of a set of variables by 
measuring correlation of the different factors (sixteen statements for employees and 
ten for employers) and thus weed out the ones that are not related to each other. 
Factor analysis allows determining the number and nature of common factors that 
result in correlations among the factors and to obtain an understanding of the 
nature and dynamics of their relationships. The combination of the factors into a 
principal component helps to evaluate and explain the importance of combined 
factors. Principal components are extracted by varimax rotation of the original 
variable and each consecutive component is uncorrelated to the other. The Kaiser 
method was used in order to pick factors with eigenvalues greater than 1.0. This 
method reduces the huge amount of data and separates them into a single 
uncorrelated component. After the application of the factor analysis, sixteen (16) 



38 

factors (for employees) and ten (10) factors (for employers) were grouped into 
principal components under each main category: ‘organisational', ‘ psychological’ 
and ‘behavioural’ aspects of organisational culture (See Articles VI-VII).  
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3. RESULTS  
 
Below the results of the doctoral thesis are reviewed and the different aspects of 
quantitative and qualitative analyses are compared.  

First, the overview of all six publications, presents their overall objectives, the 
main findings and contribution as well as their interrelation to the cumulative 
development of the main research questions: which management values will ensure 
the sustainability of an organisation and how can conflict management and 
knowledge management be used in minimising differences between real and 
propagated values in order to ensure the sustainability of an organisation as well 
as to improve safety culture. 

The collection of publications for the dissertation is summarised in Appendix 
8, which shows in detail the link between the thesis and the research questions and 
objectives as well as attempts to explain the originality, findings and contribution 
of each publication. Each of the selected publications covers and elaborates on a 
range of aspects related to the importance of management values, conflict 
management and their relation to organisational sustainability and effectiveness as 
well as to organisational culture. 

Different methodological approaches (qualitative, quantitative, literature 
review and conceptualisation) were used in order to explain the basic framework 
and to tap into the issues of the current thesis. Moreover, different viewpoints and 
both large organisations and SMEs were analysed to acquire a more general and 
comprehensive understanding of the phenomenon.  

    

3.1. Estonian Managerial Values in Value Systems in Ensuring the 
Sustainability of Organisations  

3.1.1. Overall objective 

Article I (see Appendix 1) determines which values are typical of Estonian 
organisations and attempts to group determined propagated management values in 
Estonian organisations and to place them in the theoretical value system models 
(Melé’s, Beck and Cowan’s, Schumacher’s value system models). In addition, the 
article explores the links between such phenomena as management values and 
sustainability of an organisation. The sub-research question that this paper aims to 
answer is: Which is the relationship between management values in Estonian 
organisations and how can they be placed in the levels of theoretical value 
systems?  

3.1.2. Results and main contribution 

Article I identifies several essential management values, for instance, innovation 
and creativity, risk-taking, flexibility, enterprisingness and learning and 
development. The current research shows that collectivism related values such as 
cooperation and teamwork are important. The social responsibility, trust, 
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communication, commitment and passion values imply that cooperation is a need to 
feel a so-called part of the whole, either of society or an organisation.  

This article is based on the understanding that corporate values are not only 
powerful drivers of individual and organisational performance, but are also the 
criteria by which decisions about priorities are made. Resulting from the analysis 
of the three value systems (to assess the place of management values propagated in 
Estonia in these systems), it is possible to conclude that in terms of propagated 
values, Estonia has acquired higher levels of value systems. At the same time, 
studies on the Estonian management sector (Enterprise of Estonia, 2011) have 
demonstrated that in reality Estonian organisations are at a much lower level in 
their management practices based on the models discussed above (Melé, 
Schumacher & Beck, Cowan). Estonian managers have mostly short-term financial 
goals and although the organisations are very different, however, the management 
practices are similar. In addition, insufficient attention is focused on employee 
development and involvement, in addition different modern management methods 
are not implemented. Hence, there is a gap between real and propagated value 
systems.  

It may be concluded that the propagated management values express the 
desirable work environment for the managers rather than the existing one. This 
shows that in the contemporary rapidly developing economic environment, an 
organisation is unable to be successful and sustainable without using all of the 
creative potential of the employees. Article I highlights the importance of the 
management values for the competitiveness and sustainability of the organisation. 
 

3.2. Change of Management Values in Estonian Business Life in 2007 – 2009 

3.2.1. Overall objective 

The issues identified in Article I are further explored in Article II (see Appendix 2)  
with a focus on the change in management values in Estonian business life in the 
year of the rapid growth (2007) as compared with the year of drastic decline 
(2009). It was hypothesised that in difficult economic conditions of financial crisis 
less attention is paid to ethical values and economy-based values will take their 
place. The current article attempts to answer the second sub-research question: 
What characterises the change of management values in Estonian organisations 
that occurred in the year of the rapid growth (2007) as compared with the year of 
economic crisis (2009)? 

3.2.2. Results and main contribution 

As a result of the evaluation of the constancy of management values in the period 
of financial crisis in Estonia, a certain change in management values (2007-2009) 
was found. The deep financial crisis of 2008 and the ensuing global economic and 
financial turmoil caused changes in management values, for instance, the need for 
knowledge management and learning as a value. This is in line with a study 
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conducted in Holland (2010), whereas a lack of knowledge was also deeply 
implicated in the crisis.  The centre position is occupied by survival rather than by 
competition, but still sustainability is tied to innovation and creativity.  

The results of the current study correlate at large with Peters and Waterman 
(1982) who demonstrated the importance of values like superior quality and 
service, innovation, importance of people as individuals as well as communication. 
The article points out that values such as communication and importance of people 
diminish during the crisis in the investigated organisation.  

Moorman et al. (1993) emphasises that the most important value is fairness 
and it should even be one of the core values of the organisations; however, the 
present study shows that fairness as a value is decreased at the crisis period. 

Article II explains Hultman’s and Gellerman’s (2002) point of view on 
fairness and honesty, whereby the occurrence of honesty is increased and 
occurrence of fairness is significantly decreased, i.e. it confirms that the importance 
of ethical values is decreased at the time of crisis. 

As the current research confirms the importance of ethical values like respect, 
valuing of employees, justice and responsibility has diminished remarkably, the set 
hypothesis — at hard times economic concerns prevail over ethical and 
philanthropic ones — has proved right. At the same time, the will of an 
organisation to keep the status quo and not to use the crisis as an opportunity for 
positive changes stands out. 

Article II concludes with the following three statements: 
 De George (1999) and Bergeron (2007) demonstrated that the 

organisation's sustainability, employees’ motivation and performance are 
directly related to the existence of ethical values. Thus, the significant 
reduction in the ethical values can be a warning sign for the company's 
competitiveness and readiness for changes (Alas, 2009). In addition,   
focusing only on profit decreases the success of the company (De George, 
1999). 

 It is most important in the sustainability of an organisation that the core 
values stay the same. 

 In conclusion, when the year of 2007 was described by innovation and 
creativity, communication and caring as values, also valuing the employee, 
then in 2009 innovation and creativity remained important, but ethical 
values such as fairness, respect and valuing of employees lost their 
significance. 
 

3.3. Propagated and Real Values in Estonian Organisations According to 
Conflict Management Analysis  

3.3.1. Overall objective 

Article III (see Appendix 3) addresses the sub-research question: What is the role 
of conflict management (in particular, conflict analysis) in revealing the 
organisation’s general status and real values? The main objective of the study was 
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to demonstrate the differences between propagated and real management values in 
Estonian organisations and to explore the possibility to use conflict analyses for 
estimating, which are the real (shared) management values of an organisation. 

3.3.2. Results and main contribution 

The results of Article I showed that the propagated values in Estonian organisations 
were placed on the third, fourth and fifth levels of Melé’s model, but the real 
values were situated on all the levels of Melé’s model, whereas the higher levels 
were represented only through a very small number of values. According to the 
results of the study, even though managers knew which values should be the 
“right” values, they did not follow them in conflict resolution and decision-making. 
By placing the values that managers used for conflict resolution and decision-
making (that are the real values) into Melé´s model, it was identified that the 
values of the two higher levels were used by the real decision-making process only 
in 5 out of 45 cases, whereas in 47 cases they were proceeded from the lower 
levels. In addition, the study results reveal that real and propagated values, located 
on the same level, do not coincide completely (see Figure 5). Whereas propagated 
values rather represent higher levels of Melé’s classification, the reality is more 
focused on lower level values.        

 
Figure 5. The propagated and real values according to Melé´s value system (Source: 
compiled by the author based on survey results) 
  
 The article concludes that the managers of Estonian organisations know which the 
right values are, but they do not try to implement them as shared values in the 
organisations (See Appendix 9). The analysis of conflicts showed that cooperation 
and teamwork were poorly valued by management in contradiction with the 
exploration of propagated management values where teamwork was considered 
very important and was directly linked with the sustainability and effectiveness of 
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an organisation. One explanation could be that teamwork is possible in 
organisations that are, according to Melé’s theory, developed to the 4th or 5th  
level, but out of all the real values (all together 92) only 5 were located on level 4 
and 5. This clearly demonstrates shortcomings in the quality of management. This 
article undertakes a deeper analysis of the 60 cases of conflict descriptions in order 
to explore the real management values. The paper describes horizontal (15) and 
vertical conflicts (45) in the organisations and identifies two main causes of the 
conflict: due to communication mistakes and differences in goals. Based on the 
conflict analysis, the study identified the values that caused the conflict and also 
those values that were used in resolving or not resolving the conflict. In spite of 
dominant economic environment, only one limited resources conflict appeared 
among the 60 analysed conflicts. No direct connection was found between the type 
of the conflict and the value level defined by values used in solving the conflict - 
irrespective of conflict type, different values were used in solving the conflict. 
Neither was any connection found between the size of the organisation under 
research (where the conflict took place) and the value level.  

 
    * propagated values 
 
Figure 6. The comparison between propagated and real management values according to 
Schumacher’s and Melé´s value systems. (Source: compiled by the author) 
 

 
The author anticipated that successful resolution of conflicts necessitates 
behaviours and solutions that are connected to the so-called higher values like 
mutual esteem and cooperation, concern for people, respectful treatment and 
indifference toward people. 
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3.4 Formal Safety versus Real Safety: Quantitative and Qualitative 
Approaches to Safety Culture – Evidence from Estonia 

3.4.1. Overall objective 

The issues identified in Article III are further explored in Article IV (see Appendix 
4) with focus on the comprehension of the concept of organisational culture and 
real (safety) behaviour in the investigated companies; on the differences between 
propagated and real management values based on occupational safety as an 
example. The paper was developed to answer the fourth sub-research question: 
How are real and propagated management values implemented in Estonian SMEs 
based on the example of safety culture? 

3.4.2. Results and main contribution 

The publication examines differences between formal and real organisational 
cultures, which are based on differences between the real and the propagated 
management values, and evaluates safety as an organisational value in Estonian 
SMEs from different industries. In addition, educational programmes were 
evaluated in the investigated SMEs in order to highlight the social and cultural 
character of learning in organisations, and thus attribute the role of social capital, 
through which the collective learning is enabled and engaged. The author 
emphasises the role of the social capital as a key factor for organisational 
sustainability and effectiveness as well as one possible approach to enhancing the 
safety culture. 

The results of the study contribute important empirical evidence on how SMEs 
address health and safety. A statistical analysis of organisational culture 
questionnaires shows that many organisations carry an outstanding organisational 
culture, positive attitudes and highly valued safety. However, this positive 
phenomenon could be similar to a formal, propagated and image-based approach to 
safety. It was explored in-depth, with focus on the differences between ‘formal’ 
and ‘real’ safety. At the same time, qualitative data indicate some important safety 
weaknesses and aspects, which should be included in the evaluation process of 
organisational culture. Results from the questionnaire survey revealed that 
employees evaluated positively all aspects of work, such as general management 
practice, job satisfaction and work organisation. However, employees’ involvement 
in different activities in an organisation was limited and weak. While social capital 
requires collective activities, networks, cooperation, employees’ active 
involvement and commitment, the results from the current survey showed a lack of 
social capital in SMEs in Estonia. The study also demonstrates that health and 
safety, employees’ wellbeing and managing the existing knowledge are not the 
core issues in a company. In addition, the study results demonstrated that safety is 
not considered as a management value and a vital factor for promotion in the 
company homepages as one part of the company identity (Article IV).  

The paper recommends employees’ health and safety behaviour as 
organisational values to be adopted and shared between all employees throughout 
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the organisation and not only formally existing on paper. Reviews of organisational 
values surveys have identified some common constructs related to such values 
(Article III) as: described, propagated and shared or real values; formal or real 
values. Employees’ attitudes and behaviour are based on adopted and recognised 
values. Therefore it is essential to apply these values through management 
principles, good practices in OH&S, as well as through employers’ and employees’ 
commitment to safety on a daily basis. 

The current article contributes in several ways to the literature theory and 
methodology of safety culture. The study was the first step in the process of 
applying intellectual capital principles to the field of health and safety in Estonia 
with a special focus on KM systems and conflict management.  

 
Figure 7. The intellectual capital distinction tree (compiled by the author. Source: based on 
Roos et al., 1997) 
 

The study (See Articles IV, VI) contributes to theory by proposing a possible 
approach to improve the organisation culture – through managing the social capital 
inherent in an organisation. Figure 7 demonstrates how human, structural and 
social capital are related to each other and connected to the intellectual capital, 
which ensures organisational sustainability, growth and the ability to learn.  

Second, the study contributes to the methodology in terms of organisational 
culture research by applying integrated quantitative and qualitative approaches, 
which allows the capture and in-depth analysis of organisational, behavioural and 
psychological aspects of organisational culture, to provide an overview of the 
whole picture in an organisation, organisational climate (employees’ perception 
and attitudes), shared values and beliefs that guide behaviour patterns and activities 
in the organisation. 
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3.5 Knowledge Management – a Neglected Dimension in Discourse on 
Safety Management and Safety Culture – Evidence from Estonia  

3.5.1. Overall objective 

Articles V (see Appendix 5) addresses the sub-research question: Which is the 
relationship between organisational culture and knowledge management in 
Estonian SMEs? Despite conceptual and empirical justification, researchers have 
not consistently included concepts of KM in organisational culture studies. The 
objective of the article was to propose a model for a positive safety culture with a 
KM dimension and empirically test this on a sample of 1757 employees from 
different branches of industry as well as to explore the possibility of using 
collective knowledge and conflict management in the discourse on the safety 
management system and organisational culture. 

3.5.2. Results and main contribution 

This article examines relationships between different aspects of organisational 
culture, presents and discusses a possible innovative conceptual model for the 
improvement of organisational culture consisting of KM dimensions, which served 
as a basis for developing a questionnaire that can be used as an effective self- 
assessment tool for organisational learning and conflict management.   
    No surveys have been conducted with a focus on conflict management as a 
learning instrument and its possible effect on knowledge exchange. The current 
study also explores relationships between employers and employees as well as co-
workers, possible conflicts and solution strategies, co-workers’ peer support for 
safety and personal responsibility, sparsely reviewed in the literature. 
    The results of this study indicate that safety climate has an impact on the three 
dimensions of organisation culture: psychological, organisational and behavioural. 
Under the positive safety climate, the improved employment relationship between 
employees and their employers and co-workers leads to a reduction in workplace 
conflicts and improvement in employees’ satisfaction and motivation. These 
findings are consistent with studies (Fernández - Muñiz et al., 2007; Rahim, 2002; 
Rooke & Clark, 2005). Good relationships also include promoting positive working 
environment, seeking to avoid conflict and dealing with unacceptable behaviour 
(Robertson & Cooper, 2011). Learning can occur through conflict management 
since conflict provides the opportunity to listen carefully to the arguments, feelings 
and needs of others (Rahim, 2002).  
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3.6 Managers’ Perceptions of Organisational Safety: Implication for the 
Development of Safety Culture  

3.6.1. Overall objective 

The objective of Article VI (see Appendix 6) is to explore management and shared 
employees’ values in Estonian organisations, to explore relationships between 
employers and employees, co-workers, co-worker peer support in regard to safety 
and to test the proposed model with a KM dimension with a focus on conflict 
management, using the statistical technique of the exploratory factor analysis. The 
current publication addresses two sub-research questions: (4) How are real and 
propagated management values implemented in Estonian SMEs based on the 
example of safety culture? and (6) How does the general management system 
reflect both conflict management and knowledge management as learning 
instruments in order to enhance safety behaviour within the Estonian 
manufacturing SMEs?  

3.6.2. Results and main contribution 

 
The article proposes an evidence-based model that can help to design an interactive 
learning environment and effective training and learning possibilities to support 
knowledge-management activities in the organisation.  

The article analyses the results from eight case studies, which collectively 
contribute to a comprehensive description and qualitative assessment of the 
organisational culture and indicate how safety goals and practices are implemented 
as organisational values in manufacturing SMEs. The current research employed 
quantitative methods in order to explore psychological, behavioural and 
organisational/environmental aspects of organisational culture (employers’ and 
employees’ attitudes, perceptions toward OH&S, values, conflicts and 
relationships, information dissemination, risk awareness and employees’ 
involvement).  

The main contribution of the publication is statistical evidence on the positive 
effect of a positive safety climate in different aspects of safety culture with a 
special focus on managing collective knowledge and organisational conflicts 
within the organisation. Factor analysis was conducted to reduce the identified 
critical safety climate factors to sixteen for the employees (See Article V) and ten 
for the employers. Several specific features of knowledge and conflict 
management, such as management commitment, information dissemination, 
communication and workers’ involvement, improvement of relationships between 
an employer and employees and reduction of workplace conflicts, were found to 
influence the positive organisational culture. 

According to the results from the survey, safety is not learning-driven in the 
investigated SMEs. Efforts to improve future performance by learning from past 
performance and experience, and from the day-to-day implementation of the 
organisation’s programmes and processes are not systematic or recognised to be of 
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high value for an organisation. The issues of the conflict, as part of the culture, 
were sensitive in all the investigated SMEs. Therefore, it was not recognised, and 
certainly not openly and honestly acknowledged. The subject related to the possible 
conflicts between employers and employees or co-workers was regarded as 
negative and irrelevant and, thus, rejected. This attitude is typical of the 
organisation that does not recognise the positive power of conflict in the innovative 
and learning process.  

The main contribution of the study is providing the conceptual clarification on 
incorporated conflict management as a learning instrument and showing its 
possible effect on safety culture and on knowledge exchange. Furthermore, the 
study provides knowledge on the relationships of different aspects of organisational 
culture and shared values among members in Estonian organisations.   

Based on the surveys, the article concludes that the integrated approaches of 
organisational climate assessment in the current study could provide reliable 
prediction of the level of overall organisational culture and real state of safety in 
manufacturing SMEs. This approach has the potential to improve the 
understanding of different features in the management system in an organisation in 
order to manage knowledge and conflicts. The article also suggests that the 
established safety management systems as well as conflict management have to be 
a fully integrated part of the general management system in the organisation. 

3.7. Development of the Organisational Self-Assessment Tool for the 
Identification of Real Management Values in Order to Ensure its 
Sustainability  

 
The main research question of the study was: How can conflict management and 
knowledge management be used in minimising discrepancies between real and 
propagated management values in order to ensure sustainability and effectiveness 
of an organisation as well as to improve  safety culture?  The answer to this 
question is presented above by reviewing answers to the sub-questions. The 
summary of the results of the thesis is presented in the current chapter.  
   The result of the study offers a new approach to making a change in an 
organisation using conflict and knowledge management, which are integrated into 
the general management system as learning instruments. It enables us to make 
changes both in the organisation in general and also in the organisational culture by 
minimising discrepancies between real and propagated management values (See 
Appendix 9). At the same time it enables improvement of safety culture and safety 
behaviour and thus obtaining an answer to the main research question. Thomson 
(2000, p 242) clarified the differences between the two concepts: “climate is what 
organisational members’ experience” and “culture is what the organisation values”. 
In order to change organisational culture, first organisational climate has to be 
changed, which means the change of business processes and languages. In other 
words, the change of organisational climate should focus on what people say and 
what they think and believe (Thomson, 2000).  
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   Parker and colleagues (2003) explored the work climate perception in the 
individual level and such work outcomes as employees’ attitudes, psychological 
wellbeing, motivation and performance. They found a distinct relationship between 
emplyees’ psychological perception, motivation and work performance (Parker et 
al., 2003).  When the day-to-day language, behaviour and processes (for instance, 
related to safety) are in place, then a sustained change in organisational culture 
takes place.   
   In order to create an innovative working environment and change the safety 
culture so that it would follow all health and safety regulations, one has to start 
from - how concerns are voiced and how we treat work and each other. Thus, the 
amount of organisation’s social capital is important (See Figure 7).  
   Social capital of an organisation consists of the cooperation and teamwork 
between its members, communication, socialisation, shared language, collective 
action and interaction. According to the study, 77% of employees consider good 
labour relations essential (See Article IV). Structural capital is composed of 
structure, processes, databases, culture and organisational learning. To bring about 
change, first the structure and the working environment has to be changed to enable 
teamwork and collective learning. This will change the business processes and 
language. According to Schneider (1975), climate includes the following elements: 
hierarchy, interpersonal relationships, work and support and rewards. By changing 
processes, managers can change a person’s behaviour, attitudes and perceptions. 
The support of managers and co-workers is crucial (See Article IV). Conflict 
resolution methods are also important for changing the organisational climate. 
Analysing conflicts and listening to both parties enables us to find out differences 
in opinions and viewpoints, to take them into account, learn from each other and 
implement change.  

The study examines relationships between different aspects of 
organisational culture, presents and discusses a possible innovative conceptual 
model for the improvement of organisational culture consisting of knowledge 
management and conflict management dimensions. This model served as a basis 
for developing a questionnaire or/and checklists which can be used as an effective 
self-assessment tool in an organisation in order to change climate, and through that 
also the organisational culture. The proposed model incorporates the different 
aspects that characterise the organisation, such as values, organisational culture, 
behaviour, conflicts, learning, into the general management system.  
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Figure 8. Reciprocal safety culture model (Source: Article V) 
 
The proposed model takes into account the dynamic interrelationships between 
safety climate (person), safety management systems (organisation), safety 
behaviour and motivation for safety knowledge exchange at the organisational 
level. This model enables acquisition of data about different aspects (for example, 
essential aspects of conflicts like most culturally-based phenomena, safety 
behaviour) that characterise the organisation; to acknowledge and to manage these, 
as a result, changing the behaviour of the people. That also enables us to decrease 
the discrepancy between formal and real values, and thus to transform the formal 
culture into the real one.  
   The proposed theoretical model provides a valuable selective reduction of the 
complex reality to a few critical dimensions (knowledge management and conflict 
management domains which are integrated into one model), based on scientific 
literature, conducted research (empirical data) and relevant legislation. This has 
made a significant contribution to the topic concerned.  
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CONCLUSION 
 
This chapter summarises the theoretical, methodological and empirical 
contributions of the current dissertation, discusses the limitations and possible 
implications. Management values are considered as the key concept for the thesis. 

Management type and values that the managers proceed from in their decisions 
have a direct influence on organisational sustainability and effectiveness. If the 
starting point for managerial behaviour is the well-being of employees, their 
motivation, their personal needs and ethical development, then the social capital 
and the effectiveness of the organisation will also increase (Sydänmaanlakka 2003; 
2005; 2007; Pastoriza et al., 2008; Turker, 2009; Hasle & Møller, 2007).   

The author emphasises the importance of existing shared values and common 
goals for sustainability. In addition, the emotional side is important: how 
employees feel themselves; and the moral and ethical sides – this ensures the 
motivation to work for the common goal and common well-being. Each manager 
will have a challenge and responsibility to solve the problem and work conflicts, to 
find a way how to influence employees in decision-making processes so that the 
decision will be ethical and will proceed from the common well-being. Therefore, 
the management values of leaders themselves should be ethical. Employees’ 
attitudes and safety behaviour are also based on adopted and recognised values.  

The management system determines organisational culture in an organisation.  
Organisational culture is deep shared conviction and values, common practices, 
behaviours within an organisation, and it is generally accepted that certain 
organisational cultures have the potential to generate sustained competitive 
advantages (Melé, 2012 a,b; Guldenmund, 2007; Jaakson, 2010). 

The main research question was: How can conflict management and knowledge 
management be used in minimising discrepancies between real and propagated 
management values in order to ensure sustainability and effectiveness of an 
organisation as well as to improve safety culture?  

The findings of the study declare that the behaviour of Estonian managers is 
characterised by the lack of enduring management values (See Appendix 9). 
Previous studies (Alas, 2009; De George, 1999; Bergeron, 2007) have 
demonstrated that ethical values are most correlated to sustainability, though this 
study shows that the economic crisis diminishes the ethical values significantly. 
The present study identifies the gap between real and propagated management 
values and explores the possibilities to use conflict management and knowledge 
management in order to minimise differences between them.  

It may also be concluded that the propagated managerial values express the 
desirable work environment for the managers and employees rather than the 
existing (real) one. This shows that in the contemporary rapidly developing 
economic environment, an organisation is unable to be successful and sustainable 
without using all of the creative potential of its employees. The second study (see 
Article II) demonstrated that during crisis fewer employee-friendly management 
values come to the fore; the study showed that a crisis may not necessarily have a 
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negative effect on the development of management values. The managers who 
managed to survive the crisis feel a greater need for cooperation, teamwork and 
more innovative working environment. In order to create an innovative working 
environment and enhance the organisational culture so that it would follow all 
health and safety regulations, one has to start from - how concerns are voiced and 
how we treat work and each other (Fernández – Muñiz et al., 2007; Wang, 2009). 
It is vital to start from the language we use, relationships and how we view the 
work. Thus, the amount of organisation’s social capital, which includes relations, 
learning, communication, is important and leads to the achievements of an 
organisation.  

It is concluded that to ensure organisational sustainability and effectiveness, 
management values that deal with ethical issues are recommended to be used in the 
first place. At the same time, work-related values (innovation, teamwork, 
cooperation, learning and well-being) should be defined as instrumental values, 
recognised and shared in an organisation.  

 
4.1. Thesis contribution  
 
The present thesis is innovative and valuable in several aspects. The original 
contribution of the dissertation in both theoretical and practical terms lies in the 
following: 
 
Theoretical contributions 
 
The current thesis increased understanding of the context of Estonian management 
practices and values as well  as of the changes in management values occurring in 
the period of 2007-2009, 2011 in the context of economic crisis. The current study 
provides knowledge about the influence of an economic crisis on an organisation, 
its management, working environment and valuing the employee, innovation and 
creativity, teamwork, risk-taking, the managers’ attitudes, shared values (in 
particular, the need for knowledge management and learning as a value) and 
stability of values in Estonian organisations.  

The current thesis increased understanding of the context of Estonian 
management practices and values as well  as of the changes in management values 
occurring in the period of 2007-2009, 2011 in the context of economic crisis. The 
current study provides knowledge about the influence of an economic crisis on an 
organisation, its management, working environment and valuing the employee, 
innovation and creativity, teamwork, risk-taking, the managers’ attitudes, shared 
values (in particular, the need for knowledge management and learning as a value) 
and stability of values in Estonian organisations.  

The thesis provides important empirical evidence of the existing real 
management values in Estonian organisations. The novelty of the practical part of 
this research lies in an attempt to group the managerial values of the organisations 
under study, which enables us to place them better in the levels of theoretical value 
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systems (Melé’s, Beck and Cowan’s, Schumacher’s value system models). Values 
determine and shape the organisational culture and management decisions. The 
author proposes to define management values as described, propagated and real 
(shared) values.  

In addition, the study outlines the role of conflict analyses in the assessment of 
the real (shared) values of an organisation. 

The study provides conceptual clarification on the role of conflict management, 
focusing on conflict analysis, as a research tool for revealing organisation’s general 
status and real values as well as a learning instrument, and its possible effect on the 
flow of information and the exchange of tacit and explicit knowledge. The author 
emphasises that the established conflict management needs to be fully integrated 
into the general management system and the conflict, like most culturally-based 
issues, must be recognised, acknowledged and managed in an organisation.    

The main contribution of the study is the innovative conceptual management 
model for organisational culture, which served as a basis for developing a 
questionnaire or/and checklists, which can be used as an effective self- assessment 
tool in an organisation in order to manage conflict and existing knowledge as well 
as to change climate, and thus, organisational culture. The proposed model 
incorporates both conflict management as a learning instrument (and its possibility 
to influence the safety culture and collective knowledge) as well as knowledge 
management. The proposed theoretical model provides a valuable selective 
reduction of the complex reality to a few critical dimensions (knowledge 
management and conflict management domains, which are integrated into one 
model), based on scientific literature, conducted research (empirical data) and 
relevant legislation. This made a significant contribution to the topic concerned. 

Furthermore, the thesis also contributes to the theory of organisational culture 
by analysing social capital and workplace conflicts as a part of that culture, 
emphasising the importance of collective knowledge and learning. 
 
Methodological contributions 
 
The present study has made two major contributions to the existing methodology. 
First, the study sheds new light onto the methodology for the determination of the 
real values of organisations by presenting the basis for analysing whether the real 
values of organisations support the sustainability and success of organisations. The 
second methodological contribution concerns the methodology of the evaluation of 
organisational culture by applying quantitative and qualitative approaches, which 
allow the capture and in-depth analysis of organisational, behavioural and 
psychological aspects of organisational (safety) culture.  
 
 
 
 
 



54 

4.2. Implications  
 
The present thesis has several important implications for the improvement of the 
organisational sustainability and effectiveness as well as enhancing safety culture 
in Estonian organisations with a focus on management values, knowledge 
management and conflict management.  
    The thesis has increased understanding of the context of Estonian management 
practices and values as well as of the changes of management values that occurred 
in the context of economic crisis.  In addition, the thesis provides recommendations 
how to explore and to group the propagated management values, which enables us 
to place them better in the levels of theoretical value systems (Melé’s, Beck and 
Cowan’s, Schumacher’s value system models).  
   Another important implication is that the thesis proposes the methodology for the 
determination of real values of organisations by presenting the basis for analysis if 
the real values of organisations support the sustainability of organisations. The 
author explores the differences between existing management values and proposes 
definitions to management values as real values and propagated values. The study 
outlines the role of qualitative approach and conflict analysis in the assessment of 
the real (shared) values of an organisation. The second methodological contribution 
concerns the methodology for the evaluation of organisational (safety) culture by 
applying quantitative and qualitative approaches, which allows us to capture and to 
analyse in detail different aspects of organisational culture. 
   The study has contributed to the concerns of organisational culture by examining 
the relationships between knowledge management, organisational culture and 
conflict management, focusing on conflict analysis as a research tool for revealing 
organisation’s general status and real values as well as a learning instrument. The 
study demonstrates how conflict management and knowledge management, as 
parts of the general management system, can be used for binding individual and 
collective learning with the goal to modify and reflect values and norms in order to 
integrate them into organisation’s processes and structures.  
   The study has proposed an innovative conceptual management model for the 
improvement of organisational culture consisting of knowledge management and 
conflict management dimensions, which is served as a basis for developing a 
questionnaire or/and checklists which can be used as an effective self-assessment 
tool in an organisation in order to manage conflict and existing knowledge as well 
as to change climate, and thus, organisational culture. 
 Managers can benefit from understanding the effects and role of management 
values, organisational culture and shared collective knowledge for ensuring the 
organisational sustainability and effectiveness.  
   The thesis contributes to the theory of organisational (safety) culture by analysing 
social capital and workplace conflicts as parts of that culture, emphasising the 
importance of collective knowledge and learning. The findings from the current 
study are vital from a practical standpoint in enhancing organisational culture and 
safety behaviour in an organisation. 
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   The present thesis recommends that the established knowledge management and 
conflict management procedures need to be fully integrated parts of the general 
management system, which enables us to improve organisational performance and 
to ensure organisational sustainability. 
 
4.3. Study limitations 
 
This study has some limitations to be addressed. First, there are several 
methodological limitations based on the use of both qualitative and quantitative 
approaches within the same study. The number of the explored conflict cases and 
SMEs is limited; in addition, the limited number of conducted interviews may 
represent a small sample. Thus, further research involving a larger number of 
organisations must be conducted. The study (See Articles IV-VI) was not designed 
for the results to be generalised to other Estonian SMEs. 
    The quantitative data were self-reported, which may be affected by information 
bias and recall bias, in particular in relation to reporting sensitive issues like work 
conflicts among co-workers, employees and employers and work-related illnesses 
(Loughlin & Barling, 1998; Pransky et al., 1999; Barling et al., 2002).  
      Second, the values identified on the basis of the journal articles are mainly not 
used in Estonian organisations, but rather express the trends propagated in 
management. Data for the three studies (see Articles I-III) collected from the 
published articles express the desired reality rather than the real situation. Finding 
and grouping values is subjective and largely dependent on experts, but hopefully 
the consensus analysis helped reduce the subjectivity. The articles, which the 
analysis was based on, may not be sufficiently representative of management styles 
since editors of the journal and authors selected the journal articles. At the same 
time, the topics and content of the articles are also determined by managers’ 
expectations, experiences and needs, and global management trends. Due to the 
large amount of articles, this in turn increases the likelihood that the research 
results reveal the actual trend. Research on management values based only on 
articles published in the journal may not be sufficient to draw generalisations on all 
trends in management practices.  
     Although all the data in the current study have been gathered from a single 
country, Estonia, it can pose some limitations for generalisation of the results. The 
study identifies commonalities of the general management values and the need to 
improve the organisational culture in Estonian organisations. Despite these 
limitations, this study revealed findings that have both theoretical and practical 
significance. 
 
4.4. Future research 
 
The results of the current study and its limitations indicate several possibilities and 
new opportunities for future research.  
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   Research of propagated management values based only on the articles published 
in the journal Director may not be sufficient to draw generalisations on all trends. 
Another kind of study approach would be more suitable to explore the real 
management values and the reasons why real values and propagated management 
values are so different.  
   Future research should focus on the understanding of how management values 
are used in an organisation and which factors affect their implementation in an 
organisation, in particular in SMEs. There is a need to conduct a survey where the 
data set of both employees and employers is linked in SMEs.  
   More research should be conducted in order to investigate, to test the presented 
model of organisational culture and to further validate the survey.  Further studies 
should focus on the proposed model in practice and evaluate additional domains of 
organisational culture, such as management practices and teamwork climate, which 
enables an organisation to achieve higher levels in Melé’s value system and higher 
organisational effectiveness.  
    Further research is needed to evaluate the awareness of the Estonian managers 
about the need and benefits of management values. In addition, an integrative 
approach is needed in order to understand organisational and managerial 
mechanisms behind organisational performance, and as such is also highly relevant 
to organisational safety. 
   The current study sheds new light on the existing problems of conflict 
management and knowledge management, so raising new opportunities for future 
research, for instance, how organisations can support learning and developing 
intellectual capital, the field of management practice and control. 
   It would also be valuable to obtain information about the relevant organisational 
indicators of positive organisational culture, evaluating management values and, on 
how these are interrelated and change over time especially in SMEs. 
   The role of conflict management as a tool for measuring ethics at the workplace, 
as the basis for adopting higher organisational values as well as its integration into 
the general management system, requires further study. 
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Appendix 7. Interview plan  
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Appendix 7. Interview plan  

Manager Interviews 

The participant is expected to describe the decision process associated with the learning, 
everyday opearions in organisation. 

 elements of the organisation culture as perceived by the participant 
 role-ordered aspects/people involvement (initiation, participation, response) 
 steps of the decision process (regarding formation and/or realisation of (safety) 

strategy, employees’ involvement) 
 temporal dimension of the process (if possible) 
 possible causal relationships among the elements/steps, between  memebrs of the 

organisation 
 perceived formality associated with process (strategy communication, strategy 

documenting, planning-implementation precedence, rewarding) 

Introduction (Topic and expectations / Confidentiality, open discussion, notes) 

Company information 

 Organisational structure, strategies. Organisational history: critical incident 
 The most significant change(s) in the past years 

Organsiational culture. Training, information dissemination, informational sources, 
commitment and envolvement 

 Opinion about the ethics and norms. How norms and rules are defiend and 
described (examples, if possible) How organsiational culture is expressed in the 
organisation.  

 Safety and health as values (how these issues are taken into account in the 
organisation. Stories and, examples. The concept ‘safety culture’ – the possible 
meaning (example, if possible).  

 Motivation for change(s) (organisational culture, politics, strategy). In what sense 
(example) 

 Managers’ role in promoting safety culture. Opinion about the statement: “The 
things to which the managers pay systematic attention will be culture” 

 The awareness about the main occupational hazards, health promotion, learning 
possibilities in the organisation 

 Procedures and systems which are in place to ensure organisation’s risks  
assessment and evaluation 

 Description of the investigation the working environment (type of audit procedures 
, risk assessment) and workplace relationships 

 Tools to measure safety culture and behaviour. 
 Record-keepers (responsibilities, how rekord-keeping organised – centralised/ 

computerised 
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Employee involvement 

 Activities, in which employees participate 
 Possibilities for feedback/ recommendations 
 Description of the mechanism how employees are involved in learning and 

training programmes; development of the competence 
 Perception of employee, attitudes towards 
 Representatives, Trade Union 
 Training, availability to participate in different courses  
 General comments on managing employee morale/motivation system 

Relationship between employer and employees, co-workers 

 Relationship with employees and employers 
 Conflicts (stories and examples)  
 Conflict Management and resolutions 
 Conflict types 
 Co-workers support 
 Drivers and barriers 
 Stories  

Knowledge management (KM). Critical factors for knowledge management 

 Information source   
 Knowledge management is considered important in the organization 
 Perception and opinion of the role of human factor in KM 
 Information technology in place for support KM 
 Possible barrier for safety knowledge dissemination and transfer (language, time, 

willingness to share, teamwork, structure in place) 
 Training of new employees  
 Systems for managing  knowledge and learning 
 Culture and support for managing collective knowledge in the organization  
 Possibility to learn (the quality of training is monitored; there a periodic review of 

training needs) 

Employee, focus group discussion 

Introduction  (Topic and expectations / Confidentiality, open discussion, notes) 

Employee involvement 

 Description of the mechanism how employees are involved in learning and 
training programmes;  activities, in which employees participate 

 Possibilities for feedback/ recommendations 
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 Describe, how employees are involved in setting safety standards and rules, 
accidents investigation and measuring and auditing activities  (story, examples) 

 Safety representatives, Trade Union 
 Safety training, availability to participate in different courses, motivating 
 Participation in risk assessment; encouraging and motivation to report unsafe 

conditions and near-misses, follow the safety rules,  

Employer commitment 

 Senior management commitment (Does a senior manager participate in health and 
safety meetings?) Describe how managers/supervisors show interest in safety. 

 Regular safety inspections/ monitoring, carried out by mangers 
 Perception of management attitude towards safety. Safety as an organisational 

value.  
 Review of safety performance (Does senior management receive regular reviews 

of the safety performance?) 

Organisational culture. Relationship between employer and employees, co-workers, 
conflict management. Awareness  

 Conflicts (stories and examples) and Conflict Management, resolutions 
 Competence and raining; informational sources; Co-operation, communication 
 List of activities associated with occupational risk prevention (opinion/evidence 

for each risk); Relationship with employer/ co-workers 
 Organisational culture (the same topics as for senior managers) 
 Risk factors, safety measures (Personal Protective Equipment, etc.) 
 Possibilities to get current information 
 Responsibilities, practice, documentation 
 Health promotion 
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Appendix 8. Summary of the articles (Source: compiled by the 
author) 
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Appendix 9. Comparison of the Values Found in the Current 
Research with the Values in Scientific Literature  
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Appendix 9. Comparison of the Values Found in the Current 
Research with the Values in Scientific Literature  

 

Management Values in 
Scientific Literature 

Propagated Management 
Values 

Real Management 
Values 

Ethical values: 
Fairness 
Equal opportunity 
Justice 
Honesty 
Responsibility 
Truthfulness 
Trust 
Valuing of employees 
Respect, person’s self respect 
Confidence 
 
Work-related values: 
Fun 
Challenge 
Community 
Family 
Safety as value 
Flexibility 
Ability to thrive 
Quality of organisation’s  
Product and service 
Innovation 
Learning 
Security 

Ethical values: 
Trust 
Appreciation of employee 

Honesty 
Social responsibility 
 
 
 
 
Work-related values: 
Innovation 
Creativity 
Communication 
Fixity of purpose 
Flexibility 
Risk-taking 
Openness 
Enterprisingness 
Cooperation 
Motivation 
Client Orientation 
Teamwork 
Valuing the values 
Learning and development 
Efficiency 

Ethical values: 
Support 
Trust 
Friendliness 
 
 
 
 
 
Work-related values: 
Good microclimate 
Cooperation 
Helpfulness 
Competency 
Quality 
Shared goals 

 

Source: compiled by the author based on survey results 
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KOKKUVÕTE 

Juhtimisväärtuste, teadmusjuhtimise ja konfliktijuhtimise 
roll organisatsiooni jätkusuutlikkuse tagamiseks 

Majanduskriisi järgne majanduse arengu aeglustumine tõstatab olulise 
küsimuse sellest, kuidas sotsiaalselt vastutustundlik käitumine ja eetilistest 
põhimõtetest kinnipidamine võiksid aidata organisatsioonidel täita oma 
kohustusi nii ühiskonna kui ka sidusgruppide (stakeholders) ees (Andreaus 
et al., 2012). See sunnib organisatsioone endilt küsima, millised peavad 
olema väärtused organisatsiooni jaoks ja milline peab olema organisatsioon, 
et ta oleks jätkusuutlik ja eetiline. 
Kahekümne esimest sajandit iseloomustavad kiired muutused, mis toovad 
kaasa vajaduse pidevaks õppimiseks, arenguks ja töötajate kaasamiseks 
muutustesse (Mazzei & Quaratino, 2013). Organisatsiooni ülesehitusest ja 
väärtustest sõltub, kui efektiivselt suudetakse oma töötajate teadmisi 
kasutada; kas töötajad saavad oma loovust organisatsiooni heaks rakendada 
või mitte (Jaakson et al., 2009). Muutustega kaasnevad uued väljakutsed 
organisatsioonide juhtidele; ümber tuleb kujundada juhtimisväärtused. 
Selleks, et organisatsioon oleks edukas ja jätkusuutlik, vajab ta selgeid ja 
täpselt defineeritud väärtusi, mis innustaksid ja motiveeriksid kõiki töötajaid 
(Peter & Waterman, 1982). Vaatamata kasvavale huvile juhtimisväärtuste, 
konfliktijuhtimise ja teadmusjuhtimise vastu, seostatakse vaid üksikutes 
uuringutes konfliktijuhtimist võimalusega muuta organisatsiooni kultuuri 
ning väärtusi. Samuti on pööratud vähe tähelepanu teadmusjuhtimise 
kasutamisele kollektiivsete teadmiste loomiseks inimeste vaiketeadmiste 
(tacit knowledge) vahetamise kaudu (Ramirez et al., 2011). Vähe on 
pööratud tähelepanu konfliktile kui kollektiivse õppimise võimalusele ja 
konfliktide seosele juhtimise ning juhtimisväärtustega. Konfliktide analüüsi 
saab kasutada ka diagnoosi vahendina organisatsiooni seisundi hindamiseks 
ja vajalike muudatuste määramiseks. Autori arvates annab konfliktide 
juhtimise ning teadmusjuhtimise koosrakendamine võimaluse vähendada 
vahet reaalsete ja levitatavate (propageeritavate) juhtimisväärtuste vahel. 
Doktoritöö eesmärk on uurida juhtimisväärtuste, konfliktijuhtimise ja 
teadmusjuhtimise rolli ning tähtsust organisatsiooni jätkusuutlikkuse ja 
tõhususe jaoks ning siduda konflikti- ja teadmusjuhtimine ühtsesse 
juhtimissüsteemi. Juhtimisväärtused, mille on organisatsiooni töötajad 
omaks võtnud, kujundavad organisatsiooni kultuuri, määravad ära töötajate 
käitumise, nende rahulolu tööga ning suhted nii organisatsiooni sees kui ka 
väliste sidusgruppidega (Tuulik et al., 2013; Vadi & Türk, 2009; 
Schumacher, 1973; Valler & Virovere, 2010). Organisatsiooni 
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jätkusuutlikkus on otseselt seotud töö ja töötingimustega, juhtimissüsteemi 
ja väärtustega, millest lähtutakse otsuste tegemisel (Westgaard & Winkel, 
2011; Collins & Porras, 2003; Khazanchi et al., 2007). Eesti 
organisatsioonide empiirilised uuringud näitavad, et valmisolek 
muudatusteks ja võime nendega kaasa minna sõltuvad eelkõige eetilistest ja 
äri-ideoloogilistest väärtustest (Alas, 2009). Käesolevas töös uuritakse, 
kuidas teadmusjuhtimise ning konfliktijuhtimise kaudu põhiväärtusi muuta 
nii, et organisatsiooni propageeritavad väärtused muutuksid reaalseteks 
väärtusteks, oleksid aluseks otsustamisel ja käitumisel ning annaksid 
võimaluse teha õigeid valikuid. 

Eesmärgi saavutamiseks püstitas autor järgmise uurimisküsimuse: kuidas 
kasutada konflikti- ja teadmusjuhtimist selleks, et minimiseerida reaalsete 
ning propageeritavate juhtimisväärtuste vahelisi erinevusi, kindlustades 
sellega organisatsiooni jätkusuutlikkuse ja tõhususe ning ühtlasi parendades 
organisatsiooni (ohutus-) kultuuri. Doktoritöö põhineb kuuel teadusartiklil, 
mis lahendavad peamisest uurimisküsimusest loogiliselt väljakasvavaid 
konkreetseid uurimisülesandeid: uurida, kuidas paigutuvad Eesti 
organisatsioonide juhtimisväärtused teoreetiliste väärtussüsteemide 
erinevatele tasemetele ja kas nad on püsivad või muutuvad; kuidas määrata 
organisatsiooni seisundit ja reaalseid juhtimisväärtusi konfliktide analüüsi 
kaudu ja kontrollida kahe erineva väärtuse (reaalse ja levitatava) olemasolu 
ohutuskultuuri näitel Eesti väikestes ja keskmistes ettevõtetes; kuidas on 
seotud organisatsiooni kultuur ja teadmus- ning konfliktijuhtimine 
nimetatud ettevõtetes; kuidas kasutab ühtne juhtimissüsteem konflikti- ja 
teadmusjuhtimist vahendina õppimiseks ja organisatsiooni (ohutus-)kultuuri 
parendamiseks. Uurimisobjektiks antud töös olid levitatavad ja reaalsed 
juhtimisväärtused, organisatsioonikonfliktid, organisatsiooni kultuur ja 
mikrokliima. Töö filosoofiliseks aluseks on konstruktivism, mis väidab, et 
inimene kogeb maailma pideva aktiivse tegevuse kaudu (Flick, 2004; 
Laherand, 2008) ja sobib seetõttu antud uurimisobjektide paremaks 
mõistmiseks. Töös rakendatakse teadusliku meetodina tõlgendust; 
uurimisküsimustele vastamiseks on kasutatud nii kvalitatiivset 
uurimismeetodit (meetodite, teooriate, andmete triangulatsioon) kui ka 
kvantitatiivset uurimismeetodit. Triangulatsiooni kasutati nii andmeallikate, 
andmeanalüüsi kui ka andmekogumismeetodite põhiselt. Kvantitatiivsetes 
analüüsides kasutati kirjeldavat statistikat (descriptive statistics) ja 
faktoranalüüsi (exploratory factor analysis). Doktoritöös kasutatav 
strateegia on juhtumiuuring (case study), kuna see annab võimaluse säilitada 
sündmuste tõelisust ja terviklikkust. 

Töös kasutatakse nii esmaseid kui ka teiseseid andmeid. Andmete 
saamiseks kasutati juhtumiuuringuid, poolstruktureeritud intervjuud (semi-
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structured) ja rühmaintervjuusid ning küsimustikke. Toetavateks 
uurimismeetoditeks olid dokumentide ja meediaanalüüs ning vaatlused. 
Kasutatud kvantitatiivse analüüsi eesmärk oli uurida tööandjate ja töötajate 
hoiakuid, eriti nende hoiakuid tööohutuse suhtes, väärtushinnanguid, 
konfliktide lahendamist, õppimist ja informatsiooni kättesaadavust, koostöö 
ja meeskonnatöö võimalusi ning töötajate kaasamist otsustamisse. Lähtudes 
töös püstitatud eesmärgist ja uurimisülesannetest jõuti järgmiste 
tulemusteni: organisatsioonikultuuri ja juhtimisväärtuste muutmine on 
võimalik organisatsiooni mikrokliima kaudu, kasutades konflikti- ja 
teadmusjuhtimist kui õppimisvahendeid ning muutes keelekasutust, seda, 
kuidas me midagi nimetame ja väärtustame ning muutes protseduure ja 
protseduurireegleid.  

Uurimistöö teoreetiline panus seisneb konflikti- ja teadmusjuhtimise rolli 
kontseptuaalses selgitamises ning nende ühendamises ühtsesse 
juhtimissüsteemi, selleks et vähendada fragmenteeritust (killustatust) 
organisatsiooni juhtimises (publikatsioonid I-VI). Doktoritöö peamine panus 
on innovaatilise kontseptuaalse juhtimismudeli väljatöötamine positiivse 
organisatsiooni- (ohutus-)kultuuri loomiseks, olles aluseks küsimustike või 
kontroll-lehtede koostamisel. See annab organisatsioonide juhtidele 
töövahendi oma organisatsiooni kultuuri, väärtuste ja mikrokliima 
analüüsimisel ning teadmus- ja konfliktijuhtimise kui õppimisinstrumendi 
kasutamisel (publikatsioonid V-VI). Metodoloogiline panus on 
organisatsiooni reaalsete ja propageeritud juhtimisväärtuste, reaalse ning 
formaalse ohutuskultuuri eristavate meetodite väljatöötamine 
(publikatsioonid I-IV). Uurimistöö panusena tõestati empiiriliselt, et 
organisatsioonide reaalsed ja propageeritavad juhtimisväärtused on 
erinevad, samuti on erinev reaalne ja formaalne ohutuskultuur 
(publikatsioonid III-V).  

Praktilise osa uudsus seisneb samuti tehnika andmises organisatsiooni 
juhtimisväärtuste paigutumise uurimiseks erinevate teoreetiliste 
väärtussüsteemide erinevatele tasemetele, et selle kaudu hinnata 
organisatsiooni jätkusuutlikkust. Sydänmaanlakka (2005, 189) väidab, et 
kriitilised edutegurid iga organisatsiooni jaoks on kiirus, paindlikkus, 
integratsioon ja innovatsioon. 21. sajandil on innovatsioon kollektiivne, 
nõuab koosõppimist ning sellist organisatsioonikultuuri ja struktuuri, kus 
teadmised on jagatud ja koosõppimine võimalik. Edaspidistes uuringutes 
peab keskenduma sellele, kuidas juhtimisväärtusi organisatsioonides, eriti 
väikestes ja keskmistes ettevõtetes, rakendada. Teiseks oluliseks jätku-
uuringuks on konkreetsete vahendite ja tehnikate leidmine, mille kaudu saab 
juhtide propageeritavaid väärtusi muuta reaalseteks ja formaalset 
ohutuskultuuri muuta töötajate reaalseks käitumiseks. 
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ABSTRACT 

The Role of Management Values, Knowledge Management 
and Conflict Management for Improving Organisational 

Sustainability 
 
Knowledge, information and creative thinking are the most important values 
of each organisation (Ramirez et al., 2011). The twenty-first century is 
characterised by rapid change, leading to the need for continuous learning 
and development. All these changes present new challenges for managers, 
leading to the need to redesign and transform the management values. 
   Despite the growing interest in management values, knowledge 
management and conflict management, only a few studies (De Dreu et al., 
1997; Jehn, 1994; Valler & Virovere, 2010) have covered the area of the 
possible impact of organisational conflict on organisational culture, on 
exchange of tacit and explicit knowledge, thus on collective learning. In 
addition, relatively little is known about the combination of these aspects 
and organisation’s needs in order to ensure an organisational culture, which 
enables effective knowledge management, cooperation and collective 
learning. This, in turn, enables to diagnose the warning signals of issues that 
need to be improved and to be ready for changes and developments in an 
organisation. Reviews of organisational values surveys have identified some 
common constructs related to management values, however, sometimes the 
assessment of these values is unclear - are these propagated management 
values or real values. The author assumes that it is possible to minimise the 
discrepancies between real and propagated values with effective conflict 
management and knowledge management.    
    The aim of the current thesis is to enhance the understanding of the role 
and importance of management values, knowledge management and conflict 
management in improving the organisational effectiveness and 
sustainability. The study focuses on how conflict management and 
knowledge management, as parts of the general management system, can be 
used for binding individual and collective learning with the goal to modify 
and reflect values and norms in order to integrate them into organisation’s 
processes and structures. The result of the study offers a new approach to 
making the change in an organisation and developing conflict management 
and knowledge management as fully integrated parts of the general 
management system. The study proposes a practical management tool, 
which incorporates both conflict management and knowledge management 
as learning instruments (and their possible effects on organisational culture 
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and collective knowledge).  In order to ensure organisational sustainability 
and to integrate sustainability aspects into the daily business of corporations 
in the long run, the organisation has to be changed, for example, the 
organisational culture has to be developed towards sustainability, which also 
includes work organisation, working environment, decision-making based 
on management system and values (Westgaard & Winkel, 2011; Collins & 
Porras, 2003; Khazanchi et al., 2007). Empirical studies of Estonian 
organisations indicated the willingness to go along with those changes, and 
the ability to depend primarily on the ethical and ideological values of the 
business (Alas, 2009). The collection of six scientific articles included in 
this thesis have been linked with the main research question: how can 
conflict management and knowledge management be used in minimising 
discrepancies between real and propagated management values in order to 
ensure sustainability and effectiveness of an organisation as well as to 
improve organisational (safety) culture? The tasks of the doctoral thesis are 
incorporated in the six papers. Each of the selected publications cover and 
elaborate on a range of aspects related to the importance of management 
values, conflict management and their relation to organisational 
sustainability and effectiveness as well as to organisational culture. The 
research objects are real and propagated management values, organisational 
conflicts, organisational culture and climate. The philosophical basis of the 
study is constructivism, which emphasises people's daily routine activities 
and the social construction of reality (Flick 2004; Laherand, 2008). The 
research is descriptive, attempts to provide an understanding of the real and 
propagated management values, as well as the role of the conflict and 
knowledge management in an organisation. The current study adopted a 
multi-method approach, using multiple case studies. The study used 
triangulation forms related to the use of different data collection methods 
within one study, to the data (cross-checking information by using multiple 
empirical sources) as well as to data analysis (several researchers examined 
the materials). The current study relied on the analysis of the published 
articles in the business magazine Director (in issues of 2007-2009, 2011), 
collected 60 cases of conflict descriptions and relevant supplementary 
documents such as organisational and safety strategy and policy, plan and 
instructions, safety procedures and inspections, incidents and accident 
investigations, training and meeting records. The empirical study was 
conducted in eight Estonian manufacturing SMEs from different sectors of 
economy. The main research methods were document analysis (critical 
discourse analysis), sixteen interviews with managers, eight focus group 
discussions with employees and evaluation questionnaires. In addition, on-
site observations, media and company’s homepage analysis were conducted. 
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The secondary data were also acquired form a national Work Environment 
Questionnaire survey conducted by Statistics Estonia in 2009, which 
comprises a sample of 463 employers and 1757 employees who filled in the 
questionnaires. For data analyses, descriptive statistical methods and factor 
analyses were applied. In terms of results, the findings enhance 
understanding of the role of management values, knowledge management 
and conflict management in improving the organisational sustainability and 
organisational (safety) culture. In order to change organisational culture, 
first organisational climate has to be changed, which means the change of 
business processes and languages. The main contribution of the study is the 
innovative conceptual management model for positive organisational 
(safety) culture, which served as a basis for developing a questionnaire 
or/and check-lists which can be used as an effective self- assessment tool in 
an organisation in order to manage conflict and existing knowledge as well 
as to change climate, and thus, organisational culture. The proposed model 
incorporates both conflict management as a learning instrument (and its 
possibility to affect the safety culture and collective knowledge) as well as 
knowledge management (Articles V-VI). The proposed theoretical model 
provides a valuable selective reduction of the complex reality to a few 
critical dimensions (knowledge management and conflict management 
domains, which are integrated into one model), based on scientific literature, 
conducted research (empirical data) and relevant legislation. This has made 
a significant contribution to the topic concerned. 
The study provides conceptual clarification of the role of conflict 
management, focusing on conflict analysis, as a research tool for revealing 
organisation’s general status and real values as well as a learning 
instrument, and its possible effect on the flow of information and the 
exchange of tacit and explicit knowledge. The author emphasises that the 
established conflict management system needs to be fully integrated into the 
general management system (in order to reduce fragmentation) and the 
conflict, like most culturally-based issues, must be recognised, 
acknowledged and managed in an organisation (Articles I-VI). The present 
study has made two major contributions to the existing methodology for 
determination of the real management values (Articles I-IV) and for 
evaluation of organisational (safety) culture (Articles III-VI). 
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