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ABSTRACT

Excellence and success are those questions, which could hardly be held or clarified because there 
are exceptionally subjective and complex correlations behind the definitions. In specific literatu-
re we could see that success could be defined in many ways, but there is not any index number or 
formula that anyone could determine easily and according to that, “label” the companies. The 
conventional performance/excellence measuring methods are based on the financial indices, 
but we had a plan to measure other indicators. Therefore, we asked questions about the market 
share, size of the company, growth rate, export activities, efficiency, and the amount of turnover, 
awards, prominence lists, years of experience as a leader, quality of abilities as a leader. The 
number of the incoming questionnaires was 148 from Hungary (CEO-s and leading managers 
from the highest positions). Our results shows that the chosen variables to measure the orga-
nizational excellence as awards and appreciations, export activity, TOP-listing and market 
influence has impact on organizational excellence, so we can conclude that in the performance 
measurement systems it is important to include the “non numeric financial” indicators, too. 
Based on the correlations between the indicators and the organizational excellence we can 
conclude that in line with the company size, the chance rises to be awarded, the number of 
employees influences the chance to appear on prominence lists, and also affects the strength of 
the market position. Regarding the personal leadership we can establish that the micro- and 
small-sized enterprises have got real backwardness in the field of management in proportion to 
the multinational companies, and the self-assessment of the leaders is still rather low.
Keywords: organizational behavior, leadership, effectiveness
Jel codes: M12, M14, M54

INTRODUCTION

For a long time, the corporate performance was measured by financial indicators (see 
(Getz & Carlsen, 2000; Howard, 2006) and the growth in terms of income (Walker 
& Brown, 2004). In the Hungarian literature we can find these topics in the work 
of (Bódi-Schubert, 2012; Chikán & Czakó, 2009 and Kerepesi, 2009) pointing out 
that the goal is also influenced by funding efforts. According to the study of the GKI 
economic researcher (Némethné Pál & Papanek, 2014) the goals can be written down 
by financial indicators as increasing income, decreasing costs, increasing profit, inc-
reasing market share and corporate value. According to Cole (2017) the success is not 
only the accomplishment.
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At the same time success has external factors, too. Based on the research of GKI 
(Némethné Pál & Papanek, 2014), the factors explaining success include labor and 
capital as necessary resources; the improvement of performance created by labor 
division (Ridley, 2012) and the competitive impact (Porter, 2006). There are also 
other types of grouping, as listed on the World Competitiveness Yearbook (IMD, 
2012), where the external factors are: economic power, government efficiency, 
business efficiency and the infrastructural level.

According to Neely et al. (1995), the efficiency or effectiveness means meeting 
company goals, and the economy means the efficacy of the use of resources required 
to achieve the objectives. Cho and Dansereu (2010) say that organizational perfor-
mance refers to the achievement of goals and objectives, and Tomal and Jones (2015) 
regard the organizational results or outputs as organizational performance. Similarly 
to international literature, the Hungarian sources, like Böcskei and Fekete (2012) link 
the corporate performance to three elements: efficacy, efficiency and the relationship 
between the tools used and the results achieved, while Szűts (1983) examines cor-
porate efficiency from quantitative and qualitative perspectives. On the quantitative 
side, it shows the result-expenditure ratio, while on the qualitative side it shows the 
realization of the goal. Dobák (2008) links the effectiveness of the organization to the 
realization of the organization’s goals and the organizational efficiency to the achie-
vement of the objectives. The decisive role of the leadership is also unquestionable in 
the efficiency of the organization (Bakacsi, 2019; Kollár & Szabó, 2019; Pierog et al., 
2017; Kőműves et al., 2018) and it is closely related to other factors not discussed in 
this article, such as human resource management (Dajnoki & István, 2020; Pató & 
Illés, 2018). In general, organizational growth processes result from a cycle of three 
main processes: corporate planning, strategy implementation and performance mea-
surement or evaluation (David, 2011).

According to the classical approach, in order to know how my company, my 
organization is performing, to be able to see how it is moving towards excellence, 
performance measurement is a must. „The performance measurement is part of the 
corporate control process. The goal of the corporate measurement is the evaluation 
and continuous monitoring of the efficiency and efficacy of the company operations. 
In the frame of the plan-do-check-act cycle, the measurement provides feedback, 
signals for any intervention that may be needed and information to support decisions 
at both, strategical and implementation levels.

The method of the measurement can significantly affect the company’s operations 
and the development of the performance. Performance measurement cannot only 
provide information to help decisions, but also directly influence decisions, the acti-
ons of stakeholders (company managers, employees) who try to influence the devel-
opment of the factors focused on the performance measurement system. At the same 
time, an inappropriate yardstick can also encourage you to act against your goals” 
(Wimmer, 2002).

During the research we have repeatedly faced the question of how to measure 
the performance of a company, how we can know whether a company or enterprise 
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is performing well or excellently. In order to develop a performance measurement 
system, it is necessary to determine the key factors. According to Lorino and Gehrke 
(2007), only corporate performance that contributes to the achievement of strategic 
goals or contributes to the improvement of value/cost ratio can be considered.

Atkinson (1988) formulates it in this way: „Strategical performance measurement 
determines the purpose and focus of managerial accounting. Strategical performance 
measurement begins with the owners of the organization by defining their primary 
goals. The organization’s designers conduct strategical planning exercises to learn how 
they will pursue the organization’s primary goals. The chosen strategic plan is the 
result of a quantity of formal and informal concluded contracts between the organiza-
tion and stakeholders. The sale and purchase between the organization and its critical 
stakeholders determines the secondary objectives of the organization. The importance 
of the secondary goals varies depending on their impact on the achievement of prima-
ry goals. Secondary goals are critical, because they are variants used by the employees 
of the organization to achieve success – defined as the desired performance in the or-
ganization’s primary goal. As the employees monitor  the level of achievement of the 
primary and secondary goals, the data obtained can be used by them to review their 
perceptions of the organization’s primary and secondary goals, which is an organiza-
tional learning process. The last step in the strategic performance measurement is to 
link incentive payments to performance measurement results”.

Gates (1999) based on a research which involved 113 companies stated: “The stra-
tegic performance measurement systems turn the business strategies into achievable 
results. The financial, strategic and operational measures can be combined to measure 
how well a company can meet its goals”.

Based on Neely’s (1998 then 2004) opinion, the measurement systems help the de-
cision preparation, because they make efficiency and effectiveness measurable. Ittner 
at al. (2003) who surveyed financial service provider firms, state that strategic per-
formance measurement systems provide information that identifies a firm’s strategies, 
providing the best opportunities to achieve the firm’s goals and align management 
processes with the achievement of selected strategic goals.

As we can see, the performance measurement systems are very different, but they 
have one common property: the results depend based on the extent the objectives, 
strategies, processes, activities and the evaluation of results are clearly defined. For this 
reason, we considered it necessary to include in the primary research a strategic model 
that could be adapted to the topic of managerial thinking. That is how the choice fell 
to Sinek’s (2019) model and at the value-creating processes (functions) level to certain 
elements of Kapferer and Porter’s (2008) value-chain model.

Zsidó and Fenyves (2015) divided the performance measurement systems into two 
groups: traditional and reusable ones. Traditional performance measurement systems 
are based on the strategy, objectives and methods used and are expressed in financial 
indicators. The most common ones are:
 - Profitability indicators, which measure the ability of companies to generate inco-

me, how they can generate income from sales, assets, and capital.
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 - Efficiency indicators, which measure how the companies can generate income 
with their assets. 

 - Financial indicators that show the financial position of a company.
The idea of “new” performance measurement methods starts with Kaplan and 

Johnson (1987) who indicated that the traditional financial indicators could not show 
the change generated by the competitive market and the modern organization’s stra-
tegy. In addition to past financial information, according to Rappaport (1983 then 
1999), the future also must be considered in terms of what the company will be able 
to accomplish in the future. In the 1980s, theories were born and empirical research 
addressed to the survival and to the long-term success of companies, concluding that 
the results were not only caused by the increase of the shareholder value. Based on 
Donaldson and Preston’s (1995) “stakeholder” theory, in addition to the input-output 
model, any person or group, who has a legitimate interest and based on that parti-
cipates in the firm willing to achieve some kind of profit, at the same time creates 
value, because the process is bilateral, having back and forth effect. In this way, they 
have an impact on corporate profitability.

MATERIALS AND METHODS

Excellence and success are those questions, which could hardly be held or clarified 
because there are exceptionally subjective and complex correlations behind the defi-
nitions. In the literature we could see that success could be defined in many ways, 
but there is not any index number or formula that anyone could determine easily and 
according to that, “label” the companies. The everlasting dilemma appears between 
the accounting approach and the financial result. Both are based on that the financial 
results determine the successfulness, but the subject of the debate between the two 
approaches is the question of the value of time. It means that: Is it possible to draw 
any conclusion according to the former accountancy numbers or should we correct it 
with the time-factors? The modern times profession expands it with the organizatio-
nal behavior. Because of these, the question arises how to measure it. What kind of 
key factors could influence the corporate performance and what kind of value should 
they have to say to an organization that it is excellent? The conventional performance 
measuring methods are based on the financial indices, whereas the new methods are 
complemented with the strategic goals, the fulfilment of the goals and the changes, 
which are generated by the competitive market.

From this approach we planned to distinguish the actions determining excellence 
from those already achieved activities which highlight the company from the others. 
These are: awarding, belonging to the TOP 100 or TOP 500 companies and we took 
the export activity, as a measuring index, because we think that a successful challenge 
at the export competitive market is an eminent result criterion. Besides these, we 
asked questions about the market share, growth rate, efficiency and the amount of 
turnover to confirm or disprove the statements. Self-declaration elements were also 
included among the human factors, such as: the participant’s self-assessment of how 
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good/excellent the leader is, and whether the organization that he/she manages is a 
market leader or not, and what the growth rate of the organization is in the market.

The market research was conducted by a research-group of Kaposvár Univers-
ity with the title “Leadership practice in small and medium-sized enterprises and 
startups – success-thinking and marketing strategy decisions” within the scope of 
the EFOP-3.6.1-16-2016-00007 NK2 project. It was supported by the Intelligent 
Specialization Program at Kaposvár University, and was entitled „Excellence in Le-
adership and Management” and „Humanagement – Human Value” research groups 
as founders of the Leader’s Habits Network (leadershabits.com). 

The aim of the research was to reveal a general survey, to establish a ‘diagnosis’, 
which could be later a base for a national research. Because of this neither randomness 
nor representativeness was our goal and qualitative research was counted nearly with 
the same importance in the evaluation of the results as the quantitative procedure. 
The chosen topic is many-sided, with extraordinary complex and diversified compo-
nents. The whole research had an exploration ‘pilot’ character because we did not find 
any validated questionnaire in the chosen context that analysed all the designated 
dimensions (Berke, 2019). Our target was - in general – the senior managers: not only 
“the excellent” ones but also all of them who are leaders of an organization and lead 
themselves and/or a smaller-bigger community, manage different processes and are 
responsible for the results. The fundamental question for this article is the following: 
Is there any connection between the organization’s leader’s excellence (awards, growth 
rate, etc.) and the organization size and the number of the employees? And: How do 
the objective, external measurement elements (for example TOP-list’s participations, 
awards, growth rate, etc.) appear as the final result of managerial work?

In the frame of the project there were two-step examinations. On one hand, there was 
a chain of focus group interviews, which was conducted among the Hungarian entrepre-
neurs. On the other hand, there was a questionnaire. The quantitative examinations took 
place after the qualitative examination. We asked company leaders, senior leaders to fill 
in our questionnaire. It was not random, nor representative, because it was hard to reach 
and mobilize the senior leaders and owners in favour of the research. Neither the research 
plan included this as an expectation because we knew that this special target group could 
be reached with difficulty and because of the unrevealed character of the target area of the 
research. We tried to send the questionnaire to more address-lists, for example to the list 
of the Chamber of Industry and Agriculture with the support of HSZOSZ or to the list 
of the local organizations of BNI but the respondent-willingness was almost immensely 
low, although we extended the period of the retrieving phase. As the questionnaire did not 
appear among the undertaken mandatory tasks, it appeared only in the research plan, the 
main results were phrased by the research group based on the focus group interviews.

We made the managerial questionnaire in Google Forms based on partially the 
processed focus group interviews, partially the results found in professional litera-
ture and international practice and partially the first version of the research group’s 
questionnaire. The questionnaire contained 45 questions, closed and opened types 
equally, and also the so-called confidential ones, too. 
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In the examination 148 people could be involved, partially because of the low ava-
ilability and respondent willingness and partially maybe because of the confidential 
characteristic of the questions and the big extent of the questionnaire (it needed circa 
25-30 minutes to fill in). We wanted to analyse a complex economic/corporate problem 
with the help of the survey. Because of it we used a variance- (PLS) based modelling 
(Kemény, 2015.), not the probability sample purchasing, the arbitrary (send to a pre-ar-
ranged address-list) or the expert (judging sampling) one (Majoros, 2010). In this case 
the minimum number of the elements are between 30-130, according to literature. 
“Because of the problematic target group or research circumstances, that sample, which 
minimum consists of 60-70 elements, could be acceptable,” said (Lázár, 2009.). Bányai 
and Sipos (2019) named similar problems from the field of the academic examinations. 
In their case the number of the base-multiplicity was 916, but they could realize only 
103 appraisable answers after a more-step approach/promotion. The GDPR regulation, 
which was promulgated in May 2018, raised the number of difficulties. 

We evaluated the data in groups with statistical methodology, based on personal 
features of the respondent leaders and the parameters of the organizations. We analy-
sed the questions of the questionnaire with arithmetic mean, distribution coefficient 
and organizing the answers into groups depending on their nature. We used SPSS 
program for the analysis.

RESULTS AND THEIR ASSESSMENTS 

Half of the organizations which were involved in the examination, could be found in the 
service industry; 16.9% of them in the public sector. Other industries were represented: 
manufacturing industry, commerce etc. The regional distribution was the following: the 
biggest rates were from Southern-Transdanubia (35.1%) and Central-Hungary (31.9%) 
but Southern Great Plain (16.9%) and Western-Transdanubia (10.1%) were also repre-
sented, as well as three more regions with smaller rate.  By the age of the companies they 
were represented as follows: the young companies, under 5 years old (23.6%), 11-20 
years old companies (23.6%) and the 21-30 year old companies (22.3%), so the distri-
bution of the different ages was similar to each other. The distribution of the number 
of the employees are the followings: 45.3% are between 0-9 people, 21.6% are between 
10-49 people and 8.1% are between 50-249 people, but in smaller rate those companies 
were also represented, which had more employees. In the aspect of the amount of the 
turnover, the companies were represented to over 10 billion HUF, at a larger rate there 
were those companies, who had 10-50 million HUF per year (19.6%), under 5 million 
HUF per year (16.2%), over 10 billion HUF per year (14.9%) and between 50-100 
million HUF per year (12.8%). We made a classification based on the growth rate: the 
majority had adequate growing (43.2%), and similar rate had the stagnant ones (25%) 
and the prominent growing ones (24.3%). 77 percent of them are profitable. 

According to the SMEs categories, there were decisively microenterprises (45.3%) 
and small sized enterprises (37.2%). Half of them were family businesses, but with a very 
small rate the start-up companies (14.9%) were also represented. 61.5% of the represen-
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ted companies do not have any export activities; 12,9 percent of them are on a TOP-list 
and according to the growth-rate, 64,9 percent of them increased in the last year.

The applied independent (market) key performance indicators for the measure-
ment of organizational excellence and their assessments
For the measurement of organizational prominence, we applied the following key per-
formance indicators (value indicators), supposing that these were adequately objective 
and capable of distinguishing those who perform better, from those who perform on 
the average. These were: placement on a “TOP-list” (prominence list); awards and 
appreciations; export activity; the trend of the leading position on the market and 
the market growth rate. The majority of these examine the results inherently from 
a financial point of view, and this question group had high priority. In case of that 
if there was anyone between the organizations from the sample who performed well 
on these independent challenges, then we could take the opportunity to analyse the 
connections with the human factors focusing on those who performed eminently well.

Awards, appreciations
We asked the question: Did the organization win any awards in the last 5 years? 
From the 148 respondents 102 (68.9%) did not have any awards, so 46 respondents 
(31.1%) received some kind of award. During the analysis we examined the connec-
tion between all the unobserved latent variables. We found significant correlation 
in functions of the SME categories, the age of the company and the amount of the 
turnover. Table 1 contains the results.

Conclusions:
 - Depending on the number of employees the rate of the awarded companies is 

increasing, but not proportionally.
 - in line with the size of the enterprises the chance of the awarding is also rising.
 - so the longer past an organization has, the bigger the chance of the rewarding, or 

being rewarded is.

Belonging to a prominence list
For the question if the organization is belonging to the TOP 500 (or TOP 100) com-
panies in Hungary (or in the county) – which counts as one kind of “independent” 
key performance indicator, 19 people (12.9%) gave “yes” as an answer, or “I think so, 
yes”. 79.1%, namely 117 people surely did not belong there, and 12 people declared 
that they did not know. So, approximately every tenth organization asked got some 
kind of appreciation, which allow(ed) them to be on some kind of prominence list.

Conclusions:
 - the more employees the organization has, the bigger the chance to be on some kind 

of prominence lists is.
 - with the process of aging the rate of belonging to the TOP 500 (or to other TOP-lists) 

is increasing.
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Table 1 

Examination of the correlation in function of the last  
5 years awarding, appreciations, rewards (n=148)

What kind of awards, appreciations was you/your organization rewarded in the last 5 years?

Have not 
got

Have got 
as a per-

son, from 
external 
source

Have 
got as an 
organiza-

tion

Have 
got as a 
person 

from the 
employe-

es

Total p Cramer’s 
V

How many employees does your organization have? (including yourself )
0-9 people 54% 46% 13% 67% 45%

0.024 0.249

10-49 people 23% 15% 20% 33% 22%
50-249 people 10% 15% 30% 0% 14%
250-500 people 7% 15% 10% 0% 8%
501-1499 people 3% 0% 7% 0% 3%

>1500 people 4% 8% 20% 0% 7%
Total 100% 100% 100% 100% 100%

SME categories
Micro 54% 46% 13% 67% 45%

0.028 0.208

Small 33% 31% 53% 33% 37%
Medium-sized enterprises 6% 15% 13% 0% 8%

Large company 7% 8% 20% 0% 9%
Total 100% 100% 100% 100% 100%

How long has the company (represented by you) been operating?
less than 5 years 29% 0% 17% 0% 24%

0.006 0.249

between 6-10 years 19% 8% 7% 33% 16%
between 11-20 years 25% 38% 13% 33% 24%
between 21-30 years 21% 23% 30% 0% 22%

over 31 years 7% 31% 33% 33% 15%
Total 100% 100% 100% 100% 100%

How many is the annual turnover of your company?
under 5 million HUF 23% 0% 0% 33% 16%

0.001 0.335

between 5-10 million HUF 14% 8% 3% 0% 11%
between 10-50 million HUF 17% 38% 17% 67% 20%
between 50-100 million HUF 16% 8% 7% 0% 13%
between 100-500 million HUF 7% 8% 3% 0% 6%

between 500 million and 1 billion HUF 5% 8% 10% 0% 6%
between 1-5 billion HUF 7% 0% 27% 0% 10%
between 5-10 billion HUF 3% 15% 0% 0% 3%

over 10 billion HUF 10% 15% 33% 0% 15%
Total 100% 100% 100% 100% 100%

The role of export
In the followings we examined the organizational unobserved latent variables with 
the context of the export activities, supposing if a company could export their final 
product, then its performance was over the average on the market anyway. For that 
question if the organization had any export activity 49 respondents gave yes as an 
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answer, so 33.1% of the examined companies. 91 (61.5%) companies do not export 
at all and the number of those who have already started the organizing of the export 
activities are infinitesimal – 2 companies (1.4%) have started it and 6 more (4.1%) 
have been thinking about it. Overall we can see, that in the highest turnover categories 
the export activities are characteristic in any case.

Analysis of the occupied position on the market (positioning)
As an important factor of the excellence, we tried to examine the occupied position 
on the market with the following question. In the questionnaire we did not give any 
separated explanation what kind of totality of indices we meant by the answers and 
because of the diversity of the respondent’s professional background, we analysed the 
ensemble of the three indices in wide interpretation during the connection-examina-
tions. We asked the answer classified in 5 categories, which were as follows (Table 2).

Table 2 

Analysis of the occupied position on the market (n=148)

Distribution, %

We are market leaders with decisive influence 7.4

We belong to the defining actors 42.6

Probably average performance is characteristic of us 40.5

We are lagging. 5.4

We are loss-making, we are fighting for survival 4.1

Total 100.0

Merging the categories, our opinion is that the number of prominently efficient 
companies is 74 (50%) and the lagging and the loss-making ones are only 14 (9.5%). 
The leaders of the remaining 60 companies (40.5%) attributed to their organizations 
an average performance. The conclusions of the connection-examinations with using 
unobserved latent variables are: 
 - the strength of the market position is increasing in line with the number of employees;
 - the quantity of the market contest-power is closely related to the size of the company;
 - the more heightened the growth rate is, the more the company belongs to the market 

leaders, or to the defining actors – and reverse.
 - all in all, those whose annual turnover is over 500 million HUF, represent bigger 

rate between the excellencies (market leaders and defining organizations).

Opportunities and limitations of personal leadership
Size of the organization
Despite the national economic importance of the smaller companies, they are still lag-
ging behind the large companies concerning the aspects of quality and excellence – ac-
cording to research (Demirbag et al., 2006; Herzallah et al., 2014; Sternad et al., 2017). 
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The reason for this, according to Sternad et al. (2017), is that the SMEs still hesitate 
to consider comprehensive managerial systems, which help to monitor the quality and 
support the organizational and managerial excellence, because of their limited finan-
cial, time and human resources. The lack of awareness and understanding contribute 
to this, as well as the attitudes of the leaders and the concept fears, too – according to 
Murphy and Leonard (2016).

In the questionnaire we asked the question: how much do they think themselves 
excellent on a 1-5 Likert scale? The average was 3,9 (the standard distribution = 0.754), 
so the respondents find themselves capable of being a leader, but only 16.2% qualified 
themselves as excellent. On Figure 1 it can be seen that the leaders of medium-sized and 
large enterprises find themselves excellent, as long as the leaders of small and micro-si-
zed enterprises find themselves excellent to a much smaller rate.

Figure 1 

Managerial excellence depending on the size of the organization (n=148)

We can conclude from this the following: the micro- and small-sized enterprises have 
real backwardness in the field of management compared to the multinational compa-
nies. The reasons which lead to this would be worth examining, henceforth directed 
help, consultation could be provided for the leaders of micro- and small-sized enter-
prises in order to develop their efficiency, because they have significant impact on 
every country’s national economy. It causes more difficulties that only 10-15 percent 
of the leaders receive training and even fewer of them (5-10%) avail themselves of 
coaching. It would be suggested to support the trainings centrally, the leading de-
velopment programs and to share the good practices in wider circles for free. As in 
qualification they do not have any backwardness in proportion to the leaders of large 
companies, further education and adult education could be suggested, too. 
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Level of the profit
Comparing the claim how much the leaders think themselves excellent with the 
profit, the growth-rate and the market influence, we are able to draw more conclu-
sions. We discovered that it showed significant connection with the profit (n=148, 
p=0.001, Cramer=0.354). It means, that 17.54% of the leaders of the long-term 
profitable organizations describe themselves as an excellent leader; 65.78% of them 
as absolutely competent and there is no one, who find themselves less competent or 
incompetent. The leaders of the non-profitable companies gave the following answers 
for this question: 20.54% of them do not, 55.88% of them find themselves „just” 
competent to be a leader. 

Growth rate
Although the examination does not show any significant correlation between the 
growth rate and the managerial competence, the results are informative. All the leaders 
of the „rocket-mode soaring” companies find themselves competent to be a leader, 
respectively the excellent ones. The leaders of those companies which are growing 
significantly gave similar answers, only 3% of them do not find themselves competent 
to be a leader. In the “stagnant” and “decreasing” categories the rate is much smaller: 
in case of the stagnant companies 13.51% of the leaders, in case of the decreasing 
companies none of them think themselves to be an excellent leader. 36.36% of the 
leaders of the market leader companies find themselves excellent, 54.54% of them 
find themselves competent to be a leader and there is no one who would find him/
herself less competent or incompetent.

The rate is similar in case of the defining market actors. The results are well de-
monstrated on Figure 2:

Figure 2 

Market influence depending on managerial adequacy (n=148)
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One of my personal observation, based on these results, is that the self-assessment of 
the leaders is still fairly low, which is a very important element of emotional intelligen-
ce. An emotionally intelligent leader has high-level self-knowledge, which includes 
self-assessment, too. Those leaders who lead permanently profitable or „rocket-mode 
soaring” companies, should see themselves as excellent leaders, but somehow - accor-
ding to their self-assessment, they do not. All in all, there is significant correlation 
between the measurement tools of excellence and managerial excellence, although, 
the tightness of it is low or medium strong based on this sample.

Experiential years as a leader
There is not any significant correlation between managerial excellence and the num-
ber of experiential years as a leader based on this research. In my humble opinion 
is that  it is thanks to the fact that the younger, less experienced leaders have higher 
self-assessment, and the excellent qualified companies’ leaders were conservatively in 
this topic respectively.

Other cases from the other parts of the original survey

We have found important connections related to the managerial excellence in three 
other cases, depending on the company size. 
 - it is less characteristic of the large companies to focus only on the results, without 

considering the efforts. (n=148, p=0.030, Cramer=0.229), but it is very characte-
ristic of the micro-enterprises;

 - proportionate to the company size the number of those leaders increases, who 
ask for continuous feedback from their subordinates about themselves as leaders. 
(n=148, p=0.000, Cramer=0.249);

 - proportionate to the company size the time spent in the 3. time managerial quar-
ter – the quarter of the urgent, but not important activities decrease. (n=148, 
p=0.022, Cramer=0.426)

 - In one case, we have found important connection depending on the number of 
employees. Depending on the increase of the number of the employees the rate of 
those leaders increases, who ask for continuous feedback from their subordinates 
about themselves as leaders. (n=148, p=0.050, Cramer=0.277)

CONCLUSIONS AND LIMITATION OF THE RESEARCH

The comparisons with the applied independent(market) key performance indica-
tors to the measuring of the organizational excellence brought the following results  
(Table 3). 

As it can be seen, significant correlation can be found in case of three variables 
from the six, regarding the mentioned unobserved latent variables – appreciations, to 
be awarded, to be on a TOP-list and market influence. The export, the growth rate 
and the profitability are not dependent on the company size or on the number of the 
employees.
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Table 3 

Examination of the organizational excellence depending on the company size 
and the number of employees (n=148)

Variable
Company size according to the 

SME categories
Number of the employees

Awards, appreciations Generally, the most awarded 
was the micro and then small 
enterprises. They have got 
mostly personal appreciations 
from the employees, while the 
medium-sized enterprises and 
large companies have got as an 
organization, and personal app-
reciations from external sources.
(n=148, p=0.028, 
Cramer=0.208)

Significant correlation can be found 
in the examination according to the 
number of the employees, and simi-
larly according to the company size.
 (n=148, p=0.024, Cramer=0.249). 
As we can see, the most awarded 
people are in those companies, whe-
re the number of the employees was 
under 9 people, which was followed 
by the 10-49 category. 

Export No significant correlation No significant correlation
TOP-list Primarily the large compa-

nies and the medium-sized 
enterprises belong to the 
TOP-list companies. Our 
examination showed significant 
correlation between the two 
variables. (n=148, P=0.000, 
Cramer=0.375) 

81,82% of those companies which 
have more than 1500 employees are 
on a TOP-list and it is decreasing 
in proportion to the number of the 
employees. 
 (n=148, p=0.000, Cramer=0.431)

Market influence According to our examination, 
the market influence is increa-
sing in proportion to the size of 
the company.
(n=148, p=0.000, 
Cramer=0.312)

100% of those companies which 
have more than 1500 employees are 
market influencers, and it is decrea-
sing in proportion to the decreasing 
number of employees.
 (n=148, p=0.000, Cramer=0.314)

Growth rate No significant correlation No significant correlation
Profitability No significant correlation No significant correlation

We can conclude from this the following: the micro- and small-sized enterprises 
have real backwardness in the field of management in proportion to the multinational 
companies. 

As we could see in the examinations of the correlations between the examined 
variables, the Cramer’s V contingency coefficient test showed mostly a moderate as-
sociation, a strong relationship, the value being around 0.3. In the future it may be 
worthwhile to involve data mining, with bicluster procedure in the R program.

The limitation of this research is that it is a small, not representative sample, ba-
sed on the national data from 2018, our sample of 148 covers 2.01% of Hungarian 
corporates based on the number of staff (basic population = 3 121 thousand people, 
KSH, 2018). Instead, small businesses and large corporations are relatively overrepre-
sented to national data.
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In this way the result cannot be generalized, but can be a good foundation for 
further, national level research and represents progress in the field, because we have 
succeeded in validating some new independent variables which could measure orga-
nizational excellence.
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