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Abstract: Organizational outcomes are increasingly recognized as being shaped not only by formal governance
structures and institutional arrangements, but also by the individual characteristics of those entrusted with
managerial authority. Despite extensive research on leadership and decision-making, limited theoretical
integration has been achieved regarding how multidimensional managerial attributes systematically influence
organizational functioning within a governance context. To address this gap, a conceptual framework is developed
in which managerial profiles are positioned as critical antecedents of organizational outcomes through the lens of
behavioral governance. It is proposed that managerial profiles are constituted by four interrelated dimensions:
sociological characteristics, professional competencies, psychological dispositions, and cultural orientations.
Sociological attributes—including social background, age, gender, and value systems—are argued to shape
cognitive schemas, interpersonal perceptions, and role expectations within organizational settings. Professional
characteristics, such as educational attainment, occupational experience, domain expertise, and leadership
capability, are considered essential in determining information processing capacity, strategic judgment, and
adaptive managerial behavior. Psychological dimensions, including cognitive style, emotional regulation, risk
perception, and motivational orientation, are further suggested to influence decision quality, conflict management,
and behavioral consistency under conditions of uncertainty. In parallel, cultural orientations are expected to affect
communication patterns, authority relationships, collective coordination, and the interpretation of organizational
norms. Through the integration of these dimensions, managerial behavior is conceptualized as a central mechanism
through which governance systems are enacted, interpreted, and transformed in practice. It is argued that a deeper
understanding of managerial profiles can contribute to the design of more effective governance mechanisms, the
mitigation of cognitive and behavioral biases, and the enhancement of organizational adaptability, strategic
coherence, and long-term performance. A behavioral governance perspective is therefore advanced as a
theoretically robust foundation for explaining the micro-level origins of macro-level organizational outcomes.

Keywords: Managerial profiles; Organizational behavior; Sociological factors; Psychological dimensions;
Decision-making; Leadership style; Organizational performance

1.Introduction

Corporate governance has traditionally been shaped by agency theory, which portrays managers as potentially
self-interested actors who may prioritize their own goals over those of shareholders, often due to differences in
information and conflicting objectives (Meckling & Jensen, 1976). This approach has led to the development of
disciplinary mechanisms, such as board composition, the separation of executive and supervisory roles, and
financial incentives, aimed at aligning the interests of managers and stakeholders (Shleifer & Vishny, 1997).
However, this perspective remains focused on a contractual and rationalist view, often overlooking the cognitive
and behavioral dimensions of managerial decision-making.

In contrast, Hambrick and Mason’s (1984) Upper Echelons Theory posits that executives’ personal and
professional characteristics, such as age, education, experience, values, and psychological traits, play a decisive
role in shaping strategic decisions and, ultimately, organizational performance. Leaders interpret and act upon
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organizational challenges through the lens of their experiences, beliefs, and competencies, thereby embedding a
human and cognitive dimension at the heart of performance analysis (Carpenter et al., 2004).

It is within this context that the notion of behavioral governance has gained prominence. This perspective seeks
to incorporate cognitive, emotional, and cultural factors directly into governance mechanisms (Bodolica &
Spraggon, 2011). Instead of treating cognitive biases merely as sources of error, behavioral governance
acknowledges that, when effectively managed, these biases can serve as catalysts for innovation, creativity, and
strategic foresight (Bosse & Phillips, 2016). In this context, the leader is not simply an agent to be monitored but
a pivotal actor whose personal and professional attributes actively influence the organization’s ability to adapt,
innovate, and generate sustainable value ((Finkelstein & Hambrick, 1996).

Despite these advances, the literature remains somewhat fragmented. Agency theory emphasizes control and
discipline, Upper Echelons Theory stresses managerial discretion, and behavioral governance seeks to reconcile
these perspectives. This underscores the need for an integrative conceptual framework that links leaders’ personal
attributes, such as age, gender, values, and cognitive styles, with their professional characteristics, including
education, experience, and skills, to behavioral governance mechanisms and organizational performance. Such a
framework would provide deeper insight into how the cognitive and professional diversity of leaders shapes
strategic decision-making, fosters innovation, and enhances organizational competitiveness (Nielsen, 2014).

This study contributes to the literature on intelligent management decision-making by positioning managerial
profiles as foundational antecedents of intelligent, data-informed, and human-centered decision processes. Beyond
traditional governance mechanisms, the paper argues that sociological, professional, psychological, and cultural
traits of managers shape how information is perceived, processed, and translated into strategic choices. From a
behavioral governance perspective, these traits influence managers’ ability to mitigate cognitive biases, leverage
decision-support systems, and balance analytical rationality with contextual judgment. By explicitly linking
managerial profiles to intelligent decision-making processes, this study advances understanding of how
governance effectiveness and decision quality emerge from the interaction between individual-level characteristics
and organizational decision structures.

Methodologically, this paper adopts a conceptual and theory-building approach. Rather than testing hypotheses
empirically, it develops an integrative conceptual framework that synthesizes contributions from behavioral
governance, Upper Echelons Theory, and decision-making research. The proposed framework explains how
managerial profiles influence governance mechanisms and, in turn, shape intelligent decision-making processes
and organizational outcomes. By structuring and connecting fragmented theoretical perspectives, this study offers
a coherent analytical model that can serve as a foundation for future empirical research and decision-support
system design.

2. Literature Review
2.1 Agency Theory

Agency theory (Fama & Jensen, 1983; Jensen & Meckling, 1976) has long served as the foundation of traditional
corporate governance. It posits that managers (agents) may pursue their own interests at the expense of
shareholders (principals), largely due to information asymmetries and conflicting objectives. To mitigate this
potential for opportunistic behavior, the theory advocates for disciplinary mechanisms such as board oversight,
financial transparency, and performance-based incentives (Shleifer & Vishny, 1997). Nevertheless, this approach
remains primarily centered on control, largely overlooking the individual traits of managers and their cognitive
processes, which are treated as secondary factors in the creation of organizational value.

New empirical evidence has continued to indicate the application of agency theory in the study of governance,
where, as shown through numerous investigations into working capital management and firm performance, agency
theory has significant explanatory power through its relationship between the corporate governance mechanism
and the financial performance outcome (Naz et al., 2022).

Recent syntheses of agency theory continue not only to develop the principal-agent relationship, but also to
emphasize the ethical and professional implications of agency problems in the governance of organizations
(Shailer, 2023).

2.2 Upper Echelons Theory

Introduced by Hambrick and Mason (1984), the Upper Echelons Theory posits that organizations are, to a large
extent, a reflection of their leaders’ personal and professional characteristics. Attributes such as age, gender,
education, experience, values, and psychological traits shape how executives perceive their environment, interpret
information, and make strategic decisions (Carpenter et al., 2004). For instance, leaders with diverse educational
backgrounds or international experience tend to foster innovation and strategic openness, whereas long tenure can
sometimes contribute to greater risk aversion. This perspective places the leader at the heart of the organization,
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underscoring how their cognitive lenses and managerial choices directly influence organizational performance.

More recent upper echelons research expands from a focus solely on demographic proxies to identify CEO's
complete psychological profiles and how they interact with firm context and gender and/or racial diversity. Data
is being generated that provides insight into the impact of psychological characteristics and gender dynamics on
executive decision-making and ultimately firm performance (McHugh & Duane, 2025).

2.3 Behavioral Governance

Behavioral governance refers to an approach to corporate governance that integrates the psychological,
cognitive, and emotional aspects of managers, executives, and stakeholders into organizational decision-making.
Unlike traditional governance approaches, which focus primarily on formal structures, legal rules, and institutional
mechanisms, behavioral governance emphasizes how human behavior, cognitive biases, and perceptions influence
the quality, transparency, and effectiveness of governance decisions.

Behavioral governance aims to bridge the gap between the control-oriented logic of agency theory and the
managerial discretion emphasized by Upper Echelons Theory. Drawing on findings from cognitive and behavioral
sciences, it views value creation as stemming not only from oversight, but also from managers’ capacity to learn,
innovate, and leverage the organization’s cognitive and social resources (Charreaux & Wirtz, 2007). Cognitive
biases, long regarded merely as sources of error, can, when properly managed within governance frameworks,
serve as drivers of creativity and strategic differentiation (Busenitz & Barney, 1997). This perspective thus
underscores the critical role of managers’ psychological and cultural characteristics in shaping organizational
performance.

Van Ees et al. (2009) develop a behavioral theory of corporate governance by shifting the focus from formal
structures and agency assumptions to the actual behavior of boards of directors. They argue that board effectiveness
is shaped by cognitive limitations, social interactions, group dynamics, trust, communication, and power relations
among directors. Rather than viewing boards as purely rational decision-making bodies, the article shows that
governance outcomes emerge from complex behavioral processes and contextual influences.

The work of Kahneman & Tversky (2013) provided a fundamental behavioral framework for understanding
decision-making under uncertainty by challenging the assumptions of expected utility theory. The authors show
that individuals evaluate outcomes relative to a reference point rather than in absolute terms and exhibit loss
aversion, whereby losses are perceived more strongly than equivalent gains. In addition, probabilities are
subjectively weighted, with a tendency to overweight low probabilities and underweight high ones. These
cognitive biases lead to systematic patterns such as risk aversion in gains and risk-seeking behavior in losses. In
the context of behavioral governance, this theory helps explain why managers and board members may make
suboptimal or irrational decisions, thereby emphasizing the importance of incorporating psychological factors into
governance mechanisms to improve decision quality and organizational performance.

2.4 Resource-Based View Theory

The resource-based view (RBV) theory (Barney, 1991) emphasized that strategic resources and organizational
capabilities are fundamental sources of sustainable competitive advantage. Within this framework, the leader’s
profile emerges as a critical strategic resource. Personal traits, such as values, cognitive characteristics, biases, and
diversity, and professional attributes, such as education, experience, and managerial or technical skills, constitute
distinctive human capital that directly shapes the organization’s ability to exploit its resources and pursue strategic
opportunities. For example, a leader with international experience and strong analytical abilities can identify
untapped markets or high-potential innovations, thereby generating sustainable competitive advantages (Kor &
Mahoney, 2005).

RBV further stresses that resources must be rare, valuable, difficult to imitate, and non-substitutable to
contribute to lasting performance (Barney, 1991). Applied to leadership, this suggests that executives with unique
experiences, skills, or networks represent a major strategic asset, influencing not only economic outcomes but also
the organization’s adaptability and capacity for innovation.

The RBV is used by Lubis (2022) to explain how businesses use their internal resources and capabilities to
improve their strategic performance. Because of the combination of the RBV and behavioral governance, the
decisions made by managers impacted by cognitive biases or organizational culture were important for
successfully utilizing the resources to improve the firm’s performance.

By integrating RBV with behavioral governance, the manager can be conceptualized as an internal strategic
resource whose cognitive, emotional, and professional characteristics shape decision-making quality, innovation
potential, and the creation of sustainable value. This perspective complements agency theory and Upper Echelons
Theory by accentuating the leader’s active and creative role in mobilizing organizational resources to achieve
competitive advantage.
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3. Managerial Profiles and Their Influence on Organizational Decision-Making

Managers occupy a central position in corporate governance and organizational performance, not only because
of their decision-making authority but also due to their personal and professional characteristics. Their behavior
within the organization, leadership style, and capacity to mobilize resources are shaped as much by their
experiences and skills as by the sociocultural factors that influence their worldview and attitudes toward risk.
Accordingly, analyzing a manager’ s profile requires a multidimensional approach that encompasses sociological
aspects — such as social background, gender, religion, and age — as well as professional factors, including education,
experience, and specific competencies. This comprehensive perspective enhances our understanding of how
leaders impact behavioral governance and, in turn, organizational performance, by considering the diversity of
individual traits and contextual influences that guide their decision-making (Finkelstein et al., 2009; Hambrick &
Mason, 1984).

3.1 Definition of a Manager

A manager can be defined as an individual entrusted with the responsibility of making strategic and operational
decisions within an organization and of mobilizing available resources to achieve the company’s objectives
(Finkelstein et al., 2009). Managers occupy a central position in the organizational hierarchy and exert a decisive
influence on the organization’s vision, culture, governance practices, and, ultimately, its performance.

In literature, the term “manager” covers several dimensions:

1. Functional dimension: The manager has decision-making power and legal responsibility for the organization,
whether they are the CEO, president and CEO, executive director, or any member of senior management with
strategic authority (Mintzberg, 1973).

2. Personal dimension: The manager is also an actor with individual characteristics, such as values, personality,
cognitive and emotional traits, which influence their decision-making style and approach to governance (Hambrick
& Mason, 1984).

3. Professional dimension: Their skills, experience, and training shape their ability to analyze the environment,
assess risks, and effectively mobilize the company's resources to create value (Barney, 1991).

Thus, managers are not limited to administrative or hierarchical functions; they are strategic actors whose
personal and professional profiles determine how organizations function and adapt to the demands of the economic
and social environment. In the context of behavioral governance, this definition takes on particular importance, as
the behavior, cognition, and experiences of the leader become essential levers for guiding decision-making and
influencing the overall performance of the company (Peni, 2014).

3.2 The Sociological Aspects of a Manager’s Profile

The analysis of a manager’s profile cannot be limited to their professional skills and experience alone, it must
also take into account the sociological aspects that influence their perceptions, values, and behaviors within the
organization. Factors such as social background, gender, religion, and age shape the way leaders interpret
information, make decisions, and interact with their employees. These sociological dimensions influence not only
leadership style, but also the way governance is exercised and organizational performance is achieved.

As noted by Martinez (2023), sociological factors influence managerial behavior through social norms, culture
within organizations, and the relationships between various individuals who work for an organization when
making decisions. Using this framework implies that managers' decisions are influenced by both formal rules and
the dynamics of their social and/or cultural environments and, thus, can impact how well an organization performs
overall.

3.2.1 Origin

A manager’s social origin plays a pivotal role in shaping their perceptions, values, and decision-making
behaviors within the organization. It encompasses the family environment, socioeconomic status, cultural
background, and social networks experienced during their education and socialization. These elements influence
how managers assess risks, prioritize objectives, and mobilize organizational resources (Hofstede, 1987).

Family characteristics and the environment in which a child grows up play a decisive role in shaping a leader’s
personality, skills, and outlook. The values transmitted by parents, early experiences within the family, and social
interactions during childhood and adolescence all contribute to forming attitudes toward risk, problem-solving
abilities, and decision-making style. For instance, a leader encouraged from an early age to act independently and
take initiative is more likely to develop autonomous, solution-oriented leadership skills, which can positively
impact governance and organizational performance.

Furthermore, social background affects a manager’s social capital, including relational networks and access to
external strategic resources, thereby enhancing their capacity to identify opportunities and create sustainable
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competitive advantage (Bournois & Roussillon, 1998).

As observed by Fourot (2024), the social origins and class habitus of top management team members influence
their behaviors and decision-making processes. This study underscores the importance of behavioral governance
by showing that managers’ social backgrounds shape strategic choices, risk preferences, and interactions within
the corporate elite, ultimately affecting organizational performance and governance effectiveness.

3.2.2 Religion

Religion is a determining factor in shaping a leader’s profile, influencing their values, beliefs, and, consequently,
their strategic decisions within the company. These beliefs, derived from religious teachings, can shape their
ethical perception, worldview, and priorities in decision-making. Indeed, religion can be a source of fundamental
moral and ethical principles for a leader, prompting them to question certain company practices or decisions that
conflict with these values (Hofstede, 2001; Tribou, 1995).

In certain contexts, such as that of Muslim entrepreneurs, religion can guide economic and decision-making
behavior by promoting principles such as integrity, fairness, prudence, and social responsibility. These religious
values then become guidelines for governance style and managerial practices, promoting transparency,
organizational cohesion, and stakeholder trust (Tribou, 1995).

Kargarkamvar et al. (2023) emphasized that financial managers’ religious orientation can strongly shape their
decision-making approaches. Their findings show that personal values and belief systems influence managerial
judgments and risk assessments, illuminating the importance of behavioral governance in accounting for how
individual and cultural factors affect organizational decisions and overall performance.

Commitment to work is considered a religious duty in Islam, and Muslim leaders are encouraged to be diligent,
responsible, and committed in the performance of their professional duties. This can translate into exemplary
leadership, effective resource management, and a commitment to excellence in achieving organizational goals.

Similarly, religion extends beyond being a personal attribute, serving as a socio-cultural factor that shapes
organizational behavior. It influences how leaders perceive opportunities and constraints, make decisions, and
engage with employees, thereby exerting a direct impact on corporate governance and organizational performance.

3.2.3 Gender

Gender is a significant sociological aspect of a manager’s profile, as it can influence leadership style, decision-
making, and interactions with employees and stakeholders. While leadership style is not strictly determined by
gender, research has identified certain tendencies. For example, female managers often adopt a more collaborative
and participatory approach, emphasizing open communication and teamwork, whereas male managers may be
more directive or hierarchical in their style (Eagly & Carli, 2007). These tendencies can affect organizational
dynamics and the implementation of corporate strategies.

Gender can also influence risk-taking and strategic decision-making. Studies in behavioral finance and corporate
governance suggest that female executives may approach investments and risk management more cautiously,
which can impact the long-term performance and sustainability of organizations (Adams & Funk, 2012). This
cautiousness should not be seen as a limitation, but rather as a variation in strategic approach that can enrich
decision-making within governing bodies.

The relationship between gender diversity and organizational performance is well documented. The presence of
women in leadership positions or on boards of directors is often associated with stronger governance and more
inclusive management practices, which enhance overall company performance. Piscopo (2020) noted that
organizations with higher female representation in management teams generally exhibit better organizational
culture and superior financial outcomes, largely due to a more balanced and thoughtful approach to decision-
making.

Gender also shapes social perception and professional networks. Stereotypes can affect recognition, access to
positions of power, and influence in decision-making processes, although these barriers are gradually diminishing
as awareness of diversity and equal opportunities grows (Claes, 1999). Therefore, gender should not be considered
in isolation but as an interacting factor with other dimensions of a manager’s profile, such as experience, education,
and cultural background, influencing their organizational behavior and leadership style.

Heilman et al. (2024) showed that gender stereotypes can lead to bias and discrimination in the workplace,
shaping managerial decisions and affecting interactions, opportunities, and career advancement. Their study
illustrates the pathways through which social and cognitive perceptions influence organizational practices and
outcomes.

Understanding the impact of gender helps identify potential differences in strategic decision-making and
underscores how diversity can serve as a lever for innovation and enhanced organizational performance.

3.2.4 Age

Age is a key dimension of a manager’s profile. Older managers generally possess extensive professional
experience, having accumulated knowledge in crisis management, organizational strategy, and interpersonal
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relations. This experience often fosters cautious and thoughtful decision-making grounded in a deep understanding
of market dynamics and internal organizational processes (Hambrick & Mason, 1984).

However, age can also pose challenges, particularly regarding openness to change. Older managers may prefer
traditional approaches and be hesitant to adopt new technologies or management practices, which can sometimes
impede innovation and the organization’s ability to adapt in a rapidly evolving business environment.

Conversely, younger managers can bring fresh energy and agility to the organization. They are often more
willing to embrace change and experiment with new ideas, thereby stimulating innovation and growth. Their
creative thinking and propensity for risk-taking can be valuable assets in dynamic business contexts (Kahneman,
2011).

Han & Jo (2024) examine the impact of CEO age on corporate performance in dynamic environments. Their
findings indicate that younger CEOs tend to pursue more innovative and risk-taking strategies, which can enhance
adaptability under rapidly changing conditions, whereas older CEOs often rely on experience and established
routines to guide decision-making.

Age also shapes stakeholder perceptions and professional relationships. Older managers may enjoy greater
credibility and legitimacy in certain cultural contexts, whereas younger managers may be seen as more dynamic
and open to change. This interplay between age and social perception underscores the importance of considering
age as a multidimensional factor when analyzing a manager’s profile.

These traits influence managers’ cognitive frames, openness to information, and interaction with governance
mechanisms such as monitoring, transparency, and control. Consequently, sociological dimensions condition how
managers interpret strategic signals and respond to organizational constraints, thereby affecting decision rationality
and governance effectiveness. Understanding these implications allows governance systems to be better aligned
with managerial profiles in order to enhance intelligent and context-sensitive decision-making.

3.3 The Professional Aspects of a Manager’s Profile

The professional dimensions of a manager’s profile encompass their education, experience, skills, and potential.
These attributes directly shape their capacity to make strategic decisions, process and manage information
effectively, and lead the organization toward achieving its objectives.

3.3.1 Education and qualifications

Education and qualifications are a fundamental component of a manager’s professional profile, directly shaping
their ability to analyze information, make strategic decisions, and guide corporate governance. A manager’s
academic level and area of specialization determine their theoretical knowledge, analytical skills, and credibility
with stakeholders, which can translate into more informed strategic choices and improved organizational
performance. Wang & Yin (2018) demonstrated that a CEO’s education and specialization directly influence the
selection of acquisition targets, emphasizing the role of education in corporate strategy.

Similarly, Gottesman & Morey (2010) found a positive correlation between executives’ educational
backgrounds and the financial performance of their companies, confirming the importance of training for
organizational success. Moreover, the reputation and type of institution attended by a CEO significantly affect
both their compensation and company performance, emphasizing the impact of the quality of education received
(Jalbert et al., 2002).

Yahaya (2025) investigated the relationship between CEO education and firm performance in Nigeria, finding
that higher levels of formal education are positively associated with better organizational outcomes. The study
shows that educated CEOs are more likely to adopt effective strategic practices, make informed decisions, and
navigate complex business environments successfully.

Beyond formal qualifications, the relevance and specialization of training are crucial. Sector-specific education
equips managers to better assess risks, identify opportunities, and integrate innovations into the company’s strategy.
Additionally, continuous professional development throughout their careers enhances managers’ capacity to adapt
to evolving economic and technological environments. Therefore, education and training extend beyond academic
credentials, serving as a strategic lever that contributes to corporate performance, governance, and long-term
sustainability.

3.3.2 Professional experience

Professional experience is a central element of a manager’s profile, as it shapes their capacity to oversee the
organization, make strategic decisions, and anticipate potential risks. The knowledge and skills acquired over time
enable managers to develop practical expertise, gain a deeper understanding of market dynamics, and enhance
their organizational judgment. Hambrick and Mason (1984) argue that executives’ professional characteristics,
including experience, directly influence strategic choices and business performance, reflecting the interplay
between their perceptions, values, and understanding of complex issues.

Diverse experience, including responsibilities in different sectors or functions, promotes cognitive flexibility
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and the ability to manage complex and uncertain situations. Managers with extensive experience in management
or corporate leadership are better able to make balanced decisions and mobilize their networks and resources to
support organizational strategy (Finkelstein, Hambrick, & Cannella, 2009). In addition, professional experience
influences how leaders manage the company's intellectual capital and leverage talent within the organization,
thereby enhancing innovation and overall performance (Quinn et al., 2009).

Furthermore, managers' previous experiences, particularly in international contexts or in foreign direct
investment projects, have an impact on strategic choices such as the mode of entry into foreign markets (Herrmann
& Datta, 2006). Professional experience, therefore, plays a key role in the legitimacy and credibility of managers
among employees and external partners, and determines the company's ability to achieve its strategic objectives.

Peng & Chiu (2022) explored how CEOs’ international work experience, functional backgrounds, and career
concerns influence their investment decisions. Their study finds that CEOs with international exposure and diverse
functional experience are more likely to pursue innovative and growth-oriented investments, while career concerns
can temper risk-taking.

Professional experience plays a crucial role in establishing a manager’s legitimacy and credibility with both
employees and external stakeholders, while also shaping the organization’s capacity to achieve its strategic
objectives.

3.3.3 Skills and potential

Skills and potential are fundamental components of a manager’s professional profile, as they determine their
capacity to make strategic decisions, lead teams, and ensure the sustainable development of the organization. Skills
include technical knowledge, mastery of management tools, analytical abilities, and interpersonal competencies,
while potential reflects a manager’s capacity to grow, adapt to change, and guide the long-term evolution of the
organization (Finkelstein, Hambrick, & Cannella, 2009).

The combination of technical and managerial skills allows managers to process information efficiently and
implement innovative strategies. Managers with high potential can mobilize their teams, foster creativity, and
strengthen organizational culture, thereby enhancing overall company performance (Quinn et al., 2009). Lee &
Phan (2000) pointed out that in multinational corporations, managerial skills are critical for recruiting and
evaluating executives, stressing the importance of strategic and decision-making abilities for global organizational
success.

Moreover, skills and potential shape the relationship between a manager’s personal power and organizational
performance. Amedu & Dulewicz (2018) demonstrated that managers with advanced skills, combined with
legitimate authority, tend to achieve superior financial and operational outcomes. A manager’s potential also
encompasses the ability to anticipate changes in the economic environment and adjust strategic decisions
accordingly, which is essential for organizational sustainability.

Mitan (2023) proposed strategies to enhance managers’ decision-making skills, emphasizing the importance of
training, analytical tools, and structured frameworks. The study shows that strengthening managerial competencies
improves the quality and consistency of decisions, enabling organizations to respond more effectively to complex
and dynamic environments. These findings underscore the value of deliberate skill development in fostering better
strategic and operational outcomes.

In sum, beyond individual capabilities, a manager’s skills and potential influence their ability to lead teams,
drive innovation, and steer strategic decisions, making a decisive contribution to organizational performance and
adaptability in a constantly changing environment.

4. The Psychological and Cultural Approach to The Manager's Profile

The psychological and cultural approach to executive profiling focuses on the deeper factors that shape strategic
behavior, management style, and ultimately organizational performance. From a psychological perspective,
research points to the importance of personality traits such as locus of control, risk tolerance, self-confidence, and
openness to change in influencing how managers perceive and interpret complex situations (Peterson et al., 2012).
For instance, managers with a high tolerance for ambiguity are often more willing to embrace bold, innovative
strategies, whereas those with lower risk tolerance tend to favor caution, stability, and incremental change
(Nadkarni & Herrmann, 2010).

Beyond personality traits, emotions and cognitive biases also play a significant role in shaping managerial
decision-making. Studies in behavioral governance indicate that biases such as overconfidence, excessive
optimism, and anchoring can strongly influence strategic choices and risk management practices (Kahneman &
Tversky, 1984; Malmendier & Tate, 2005). For instance, an overconfident manager may overestimate
organizational capabilities, leading to overly ambitious or risky projects that could jeopardize long-term
performance. In contrast, managers who recognize their own cognitive biases and regulate their emotional
responses are better positioned to adopt a more balanced and rational approach to strategic decisions (Bazerman
& Moore, 2012).
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The cultural dimension plays a crucial role in shaping the norms, values, and behaviors that are considered
acceptable within organizations. As Hofstede (2001) demonstrates, factors such as power distance, collectivism,
and long-term orientation directly influence how managers exercise authority, interact with employees, and make
decisions. For instance, in cultures characterized by low power distance, managers are more likely to adopt a
participatory and collaborative approach to decision-making. In contrast, in cultures with high power distance,
leadership tends to be more hierarchical and centralized, often resulting in a top-down decision-making style
(House et al., 2004).

The interplay between psychological traits and cultural dimensions is particularly important in shaping
managerial effectiveness. A manager with strong emotional intelligence and high intercultural sensitivity is better
equipped to adapt their leadership style to diverse cultural contexts, fostering cohesion, trust, and performance in
multicultural teams (Dickson, Den Hartog, & Mitchelson, 2003). This perspective underscores that organizational
performance and governance depend not only on technical expertise or professional experience but also on
personality traits, emotional regulation, cognitive biases, and cultural values that collectively shape strategic
decisions and leadership approaches.

Kitayama & Salvador (2024) examined how cultural contexts shape psychological processes, decision-making,
and social behavior across diverse populations. Their study emphasizes that cognitive patterns, values, and social
norms vary significantly across cultures, influencing individual and group choices.

Along with cognitive biases, motivating and self-determining processes have been shown to impact managers’
decisions by using causal agency theory to explain how individuals are involved in their intention by self-
controlling how they act within an organizational context (Shogren & Raley, 2022).

Psychological traits, including cognitive biases, risk perception, and emotional regulation, play a critical role in
shaping managerial decision-making under uncertainty. From a behavioral governance standpoint, these
characteristics affect how managers process information, evaluate alternatives, and engage with decision-support
systems. Governance mechanisms that acknowledge and mitigate such biases, through transparency, structured
decision processes, and analytical tools, are more likely to foster intelligent decision-making. Thus, psychological
dimensions represent a key explanatory link between individual cognition and the quality of governance-driven
organizational decisions.

To provide a structured overview of the key dimensions shaping managerial profiles and their implications for
behavioral governance, Table 1 summarizes the main sociological, professional, psychological, and cultural
variables and their influence on decision-making processes. The sociological dimension emphasizes the role of
demographic and social characteristics in shaping values and behaviors, while the professional dimension
underscores the importance of education, experience, and skills in enhancing analytical and strategic capacities.
The psychological dimension captures the effects of personality traits, cognitive biases, and emotions on judgment,
whereas the cultural dimension reflects how shared values and norms influence perceptions and leadership styles.

Table 1. Key dimensions of managerial profile

Implications for
Influence on P

Dimension Variables Description .. . Behavioral
Decision-Making
Governance
Reflects the social and Influences risk Requires adaptive
demographic perception, ethical governance
. . Age, gender, religion, background shaping orientation, mechanisms that
Sociological . g . . . o
social origin values, beliefs, and leadership style, and consider diversity,
social identity of interpersonal social norms, and value
managers relations systems
. . Represents the formal Enhanc?es analy‘ugal Supports the design of
Education, experience, S capacity, strategic competence-based
. . . and experiential o
Professional skills, managerial . . thinking, and governance systems
. qualifications of . . ..
potential problem-solving and informed decision
managers o
abilities processes
. . . N itat
Personality traits, . Affects judgment eeesstates
.. . Captures internal . . . governance tools to
cognitive biases o quality, rationality, o X
. cognitive and o mitigate biases (e.g.,
Psychological (overconfidence, . and susceptibility to S .
o - emotional processes . - . monitoring, decision
optimism), emotions, . . . biases in decision- .
. influencing behavior . frameworks, behavioral
risk tolerance making
controls)
. Shapes interpretation .
Values, norms, beliefs, Reflects the broader ; . Implies context-
. . . of information, o
cultural orientation cultural environment . ; sensitive governance
Cultural . . . . authority perception,
(e.g., power distance, influencing managerial . structures adapted to
. . and leadership .
collectivism) behavior cultural environments
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5. The Manager’s Profile as a Determining Factor in Organizational Behavior

Organizational behavior within a company is shaped not only by its formal structures and governance
mechanisms but also by the individual characteristics of its managers, who influence strategic vision, leadership
style, and internal relationships (Hambrick & Mason, 1984). Drawing on Upper Echelons Theory, research
suggests that strategic decisions and organizational dynamics are deeply rooted in the experiences, values, and
personality traits of executives. Consequently, the manager’s profile emerges as a critical factor for understanding
organizational behavior and, by extension, overall corporate performance.

5.1 The Manager’s Profile and Relationships Within the Firm

The manager’s profile plays a pivotal role in shaping the quality and dynamics of relationships within the
organization. Individual attributes such as leadership style, communication skills, personality traits, and emotional
intelligence largely determine how managers interact with employees, peers, and external stakeholders. Managers
with strong emotional intelligence and an open communication style often foster a climate of trust and
collaboration, enhancing organizational cohesion and facilitating the smooth flow of information (Boyatzis et al.,
2021).

Emotional intelligence, in particular, is widely recognized as a critical asset for managing professional
relationships effectively (Goleman, 1998). It enables managers to understand and regulate emotions, anticipate
employee reactions, and address conflicts constructively. Recent research shows that managers with high
emotional intelligence tend to strengthen organizational commitment, reduce turnover, and enhance employee
satisfaction and motivation (Abuzaid et al., 2024).

Moreover, the sociological and cultural background of managers shapes their values, attitudes, and social
perceptions, influencing how they manage interpersonal dynamics. For instance, studies emphasize that cultural
diversity and intercultural sensitivity among managers facilitate the effective management of heterogeneous teams
and support conflict resolution in complex, multicultural environments (Groves & Feyerherm, 2011).

Professional experience and academic training also play a crucial role in shaping strategic interpersonal skills.
Managers with diverse professional backgrounds are often better equipped to build constructive relationships with
both internal and external stakeholders, enhancing the organization’s capacity for adaptation and innovation
(Hamori & Koyuncu, 2015; Lee & Phan, 2000).

Research further indicates that leadership style, whether transformational, transactional, or participative, directly
affects the quality of interpersonal relationships within organizations. Transformational leadership, for instance,
is typically associated with open, inclusive, and motivating interactions that foster collaboration and positively
influence collective performance (Bass & Riggio, 20006).

Moreover, the way managers exercise power has profound implications for organizational culture and the
overall work climate. Authoritarian leadership marked by excessive control, favoritism, or abuse of authority often
generates tension, conflict, and employee dissatisfaction, ultimately undermining motivation, productivity, and
retention. In contrast, managers who delegate responsibilities, share decision-making power, and encourage
employee participation tend to promote stronger commitment, greater accountability, and higher job satisfaction
across the organization (Goetschy, 1981).

Ghorbani (2023) reviewed the competencies and leadership profiles of successful construction project managers,
focusing on key skills such as strategic planning, risk management, communication, and team coordination. The
study shows that these managerial capabilities directly influence project outcomes, decision-making quality, and
overall organizational effectiveness. It demonstrates the importance of developing a well-rounded skill set and
leadership approach to achieve high performance in complex and dynamic project environments.

5.2 The Manager’s Profile and the Processing of Information

In today’s economic environment, marked by growing complexity and constant uncertainty, a manager’s ability
to collect, process, and interpret information becomes a critical determinant of organizational performance. The
decision-making process relies on two essential steps: Acquiring relevant information and interpreting it
effectively. Both steps are influenced by the manager’s individual characteristics, including cognitive style,
experience, and personal biases, meaning that information processing is never entirely neutral.

Junge et al. (2023) investigated how organizational structure shapes senior managers’ selective information
processing, with a particular focus on CEOs. They argue that organizational structure operates as an informational
filter that influences how managers perceive, interpret, and prioritize environmental signals. A central contribution
of their study is the concept of “perception gaps,” defined as the discrepancy between managers’ subjective
perceptions and objective environmental conditions. Based on a sample of 281 CEOs from 216 firms, their findings
show that functional organizational structures tend to amplify cognitive biases by increasing perception gaps, while
divisional structures are associated with more accurate and integrated information processing. This difference is

75



explained by variations in information flows within organizations: Functional structures often create siloed and
fragmented information, whereas divisional structures facilitate more diversified and context-rich information
exchange.

5.2.1 Obtaining information

A curious manager challenges the status quo, prompting the organization to reconsider existing approaches and
adopt innovative solutions to emerging challenges. This mindset encourages the exploration of diverse information
sources, including areas that may initially appear unrelated but can offer valuable insights for the business. By
fostering an inclusive environment in which all employees are encouraged to contribute, curiosity and open-
mindedness help cultivate a culture that supports creativity and innovation.

Diversifying information sources is a key aspect of an open-minded managerial approach. Managers who are
receptive to new ideas actively seek insights from a wide range of disciplines, industries, and cultural contexts.
This strategy not only broadens perspectives but also enhances the manager’s understanding of complex
organizational challenges, enabling more informed and strategic decision-making.

Wilson (1999) proposed a classification of information behavior models into three main categories:

* Models focusing on user interaction with information retrieval systems, which examine search strategies and
tactics (information search behavior);

* Models addressing information access and utilization practices, exploring how individuals seek and use
information in their decision-making processes (information search and use behavior);

* Models adopting a holistic perspective, which studies all aspects of information practices within a broader
organizational or social context (information behavior).

Albaum et al. (1995) and Junge et al. (2023) jointly underlined that managerial information processing is shaped
by both individual and organizational determinants. On the one hand, Albaum et al. (1995) emphasized the role of
individual decision-making styles, showing that managers differ in how they value and use information, with some
adopting a more analytical and systematic approach while others rely more on intuition and subjective judgment.
On the other hand, Junge et al. (2023) focused on the organizational level, demonstrating that structural
configurations influence senior managers’ selective information processing by shaping information flows and
generating perception gaps. Taken together, these studies suggest that managerial cognition is not only a function
of personal behavioral tendencies but is also structurally embedded within the organization.

5.2.2 Interpretation of information

The interpretation of information is heavily influenced by the context in which it is presented. Managers
interpret data through their own frames of reference, shaped by past experiences, beliefs, values, and cultural
background.

Filtering and processing information are critical skills for managers, who must navigate large volumes of data
from both internal and external sources. The challenge lies in distinguishing relevant and meaningful insights from
the surrounding noise, a task that can be highly complex. Skilled managers are able to identify key signals that
point to important trends or potential risks, while filtering out less pertinent information. This ability allows them
to concentrate on what is truly essential for effective strategic decision-making.

Information interpretation plays a central role in the decision-making process, directly affecting the quality and
relevance of strategic choices. It is shaped not only by the quantity and complexity of available information but
also by the individual characteristics of the manager, including knowledge, experience, values, and cognitive style
(Lescaetal., 2012). Managers do not simply receive information; they actively filter, classify, and evaluate it using
pre-existing mental models, beliefs, and prior experiences, which can sometimes introduce cognitive biases or
subjective interpretations (March & Simon, 1993). Therefore, a manager’s capacity to analyze, contextualize, and
make sense of information is a key determinant in guiding strategy, managing risk, and seizing opportunities.

Furthermore, the organizational environment and corporate culture play a complementary role by shaping
communication channels, promoting transparency, and influencing the flow of information, which in turn affects
how managers interpret and use data in decision-making.

Junghans (2017) emphasized the central role of managers in collecting, analyzing, and applying information to
guide strategic decisions. His research emphasizes the interplay between information management, strategic
thinking, decision-making, and leadership, demonstrating that a manager’s ability to process information
effectively is a critical determinant of organizational performance, adaptability, and long-term success.

5.3 The Manager’s Profile and Decision-Making
The decisions made by a company’s managers have a profound impact on its performance, competitiveness,
and long-term sustainability. Yet, the process through which these decisions are made is strongly shaped by the

manager’s profile, a complex combination of personal characteristics and professional experiences.
Sadler-Smith & Burke-Smalley (2015) critically examined how managers make important decisions and argue

76



that existing knowledge remains incomplete regarding the actual cognitive processes involved. They emphasize
that managerial decision-making is not purely rational or fully systematic, but rather a complex interplay between
analytical reasoning and intuitive processes. The authors stress that intuition plays a significant and often
underexplored role in managerial judgment, particularly in situations characterized by uncertainty, ambiguity, and
time pressure. At the same time, they underline that analytical approaches remain essential for structuring problems
and evaluating alternatives. Overall, the study calls for a more integrated understanding of decision-making that
acknowledges the coexistence and interaction of both intuitive and analytical modes of thinking.

5.3.1 Selecting decision priorities

The process of setting decision-making priorities involves several interconnected steps, each of which is crucial
for effective organizational governance. It begins with the identification of priorities, during which the manager
determines the most critical strategic issues for the company, taking into account its mission, vision, and overall
objectives.

The next step involves analyzing the factors that influence these priorities, including available resources,
organizational context, external constraints, and potential risks. This analysis enables a careful assessment of the
feasibility and potential impact of each priority, supporting informed decision-making.

The third step is the prioritization of actions, which establishes the order of importance and urgency for the
initiatives to be undertaken. This prioritization is complemented by aligning priorities with the company’s overall
strategic objectives, ensuring coherence and effectiveness in decision-making.

Once priorities are defined and aligned, the manager communicates and implements them with the relevant
teams. This step is essential for ensuring coordinated, transparent, and shared execution, fostering employee
engagement and effective resource mobilization.

Finally, the process includes continuous monitoring and adjustment of priorities based on results achieved and
changes in the internal and external environment. This phase ensures agile and adaptive governance, enabling the
organization to respond to evolving circumstances while maintaining the strategic relevance of its decisions
(Junghans, 2017).

5.3.2 The rationality of decisions

Rational decision-making is a fundamental pillar of governance and a core element of the managerial decision-
making process. It refers to the ability to select the most appropriate options based on available information,
strategic objectives, and organizational constraints (Simon, 1976). Within complex organizational contexts,
rationality allows managers to structure their thinking, evaluate alternatives, and choose those that maximize
benefits while minimizing risks.

However, managers’ rationality is often constrained by cognitive, emotional, and contextual factors, a concept
Simon (1976) describes as bounded rationality. In practice, this means that managers frequently make satisfactory
rather than optimal decisions, relying on heuristics, past experiences, and subjective perceptions of the issues at
hand. While this pragmatic approach helps manage uncertainty and complexity, it can also lead to biases or
suboptimal choices if information is incomplete or misinterpreted.

Pittenger et al. (2023) explored how bounded rationality affects managerial decision-making in the context of
data usage. The study shows that managers face cognitive limitations when processing large volumes of
information, which can lead to simplified or suboptimal decisions. Their findings indicate that effective data
management and decision-support tools are essential to help managers make more informed and accurate choices,
improving overall organizational performance.

Rational decision-making also entails anticipating both short- and long-term consequences, integrating diverse
perspectives, and assessing the risks associated with each alternative. In practice, this translates into a structured
approach that combines data analysis, strategic thinking, and stakeholder consultation, ensuring that decisions are
coherent, justified, and aligned with the organization’s overall objectives.

Thus, rationality extends beyond mere logical calculation; it is closely linked to a manager’s ability to interpret
information, prioritize effectively, and exercise power strategically to shape organizational outcomes.

5.4 The Manager’s Profile and Leadership Style

5.4.1 The autocratic style

This leadership style is characterized by centralized authority and decision-making that is tightly controlled by
the manager. It relies on strict guidelines and close supervision of employees. Managers who adopt this style often
have profiles oriented toward authority, discipline, and control. It can be effective in crisis situations, under high-
pressure conditions, or when rapid decisions are required. However, over the long term, this approach can reduce
employee motivation, stifle innovation, and lead to disengagement, as team members have limited opportunities
to participate in decision-making (Bergeron, 1979).

Ahmed & Simha (2023) examined the relationship between autocratic leadership and abusive behaviors in
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organizations. The study shows that highly centralized decision-making and lack of participative leadership can
increase the risk of unethical conduct, employee dissatisfaction, and reduced organizational effectiveness.

5.4.2 The democratic or participatory style

This leadership style emphasizes consultation and the active involvement of teams in the decision-making
process. Managers who adopt this approach prioritize communication, idea exchange, and collaboration, valuing
the skills and perspectives of their employees. It is often associated with higher levels of employee satisfaction
and engagement, stronger team cohesion, and more thoughtful decisions that are well-adapted to complex
organizational contexts. This style is particularly effective among managers with profiles oriented toward empathy,
sociability, and cognitive flexibility, enabling them to manage differences and build consensus effectively (Yukl
etal., 2013).

Damopolii et al. (2025) analyzed the participatory leadership style and its impact on organizational performance.
The study shows that involving team members in decision-making enhances collaboration, trust, and commitment,
leading to more effective outcomes. Their findings suggest that participatory approaches improve communication,
foster innovation, and support better alignment between leadership decisions and organizational goals.

5.4.3 The delegative style

This leadership style is characterized by granting employees a high degree of autonomy, with minimal
managerial intervention in daily operations, allowing teams to make decisions within established boundaries. It is
particularly effective in environments where employees are highly skilled, motivated, and self-directed. By
fostering independence, this approach encourages creativity, innovation, and the development of individual
competencies. However, when teams lack experience or objectives are not clearly defined, it can result in poor
coordination, errors, and a diffusion of responsibilities (Bass & Riggio, 2006). Managers who adopt this style
typically exhibit profiles marked by confidence, patience, and tolerance for uncertainty.

Mujiono et al. (2024) examined how delegative leadership and the work environment influence employee
performance through the mediation of job satisfaction. The study shows that allowing employees autonomy in
decision-making, combined with a supportive work environment, enhances engagement, motivation, and overall
performance. These findings indicate that leadership style and organizational conditions are key drivers of
employee outcomes and effectiveness.

5.4.4 The transformational style

This leadership style is defined by the manager’s ability to inspire and motivate employees through the
communication of a clear and ambitious vision. Managers who adopt a transformational approach focus on
developing their teams’ skills, encouraging initiative, and fostering innovation. This style is linked to strong
employee commitment to organizational objectives, higher engagement, and improved overall performance.
Managers with visionary, charismatic, and human-development-oriented profiles are particularly suited to this
style, as it requires high emotional intelligence and the ability to positively influence team behaviors (Dussault et
al., 2019).

Agazu et al. (2025) reviewed the impact of transformational leadership on firm performance. Their study shows
that leaders who inspire, motivate, and engage employees positively influence organizational outcomes, including
innovation, productivity, and long-term growth.

6. Managerial and Decision-Support Implications

The conceptual framework developed in this study offers several important implications for managerial practice
and the design of decision-support systems. First, it emphasizes the strategic role of managerial profiles in shaping
decision quality. Organizations can leverage this understanding by integrating behavioral and cognitive
dimensions into leadership selection, evaluation, and development processes. Rather than focusing exclusively on
technical competence or experience, decision-makers responsible for governance and human resource
management may benefit from assessing how managerial sociological and psychological traits influence
information interpretation, risk perception, and judgment under uncertainty.

Second, the findings suggest that governance mechanisms should be designed in alignment with managerial
characteristics. Behavioral governance implies that transparency, monitoring, and control systems are not
universally effective but depend on how managers perceive and respond to them. For instance, governance
structures that incorporate clear information flows, accountability mechanisms, and feedback loops can help
mitigate cognitive biases such as overconfidence or confirmation bias. By tailoring governance practices to
managerial profiles, organizations can improve the consistency, rationality, and strategic coherence of managerial
decisions.

Third, this study provides valuable contributions for the development of behavioral decision-support systems
(BDSS). Traditional decision-support tools often assume fully rational users and emphasize analytical optimization.

78



In contrast, the proposed framework accentuates the importance of designing decision-support systems that are
sensitive to human cognitive limitations and behavioral tendencies. Such systems may incorporate features that
enhance awareness of biases, structure complex information, and support reflective judgment rather than merely
automate decision outcomes. In this sense, intelligent decision-support systems should complement managerial
judgment by combining data analytics with behavioral considerations.

Fourth, the framework has implications for human-centered and Al-assisted decision-making environments. As
organizations increasingly adopt data-driven and Al-enabled tools, the interaction between managerial profiles
and intelligent technologies becomes critical. The study suggests that Al-based decision systems are most effective
when they are integrated into governance structures that recognize the behavioral characteristics of managers. This
includes ensuring transparency of algorithms, explainability of recommendations, and opportunities for managerial
oversight and learning. Such alignment can enhance trust in decision-support systems and promote more informed
and responsible managerial decisions.

From a broader organizational perspective, the proposed framework supports the development of sustainable
and adaptive decision-making capabilities. By acknowledging the behavioral foundations of governance and
decision-making, organizations can foster decision environments that are resilient to uncertainty and complexity.
This approach encourages continuous learning, ethical awareness, and strategic adaptability, thereby strengthening
long-term performance and organizational sustainability.

7. Conclusion

The manager’s profile is a central factor in understanding organizational dynamics and corporate governance.
Sociological and professional dimensions provide insights into how a manager’s experiences, environment, and
competencies shape their decision-making and leadership style. Sociological factors such as social background,
religion, gender, and age influence a manager’s worldview, values, and priorities, directly affecting internal
interactions, organizational culture, and the approach taken to both strategic and human challenges.

At the same time, professional aspects—including education, experience, technical skills, and managerial
potential—serve as strategic levers for the organization. These attributes determine a manager’s ability to analyze
information, anticipate risks, mobilize resources, and lead complex projects. The combination of professional
expertise and lived experience also contributes to a manager’s legitimacy and credibility, enhancing their capacity
to inspire teams and guide governance toward effective practices tailored to the organizational context.

The psychological and cultural dimensions further enrich this understanding by revealing the manager’s
motivations, attitudes, personality traits, and values. These factors influence not only how situations are perceived
and decisions are made but also how managers interact with employees and respond to change. Personal and
organizational culture together play a critical role in setting priorities, managing conflicts, and fostering a climate
of trust and collaboration.

The manager’s profile is closely linked to behavioral governance, as their traits, experiences, and values directly
shape control mechanisms, transparency, and decision-making processes. By integrating sociological, professional,
psychological, and cultural dimensions, behavioral governance helps explain how cognitive biases, individual
preferences, and managerial attitudes influence organizational practices. Consequently, analyzing the manager’s
profile is a key tool for anticipating organizational behavior, enhancing governance effectiveness, and improving
overall performance by adapting control and decision-making mechanisms to the human and contextual realities
of the organization.

Future research could extend this conceptual framework through empirical validation across different
organizational and institutional contexts. Quantitative and qualitative studies may examine how specific
managerial traits interact with governance mechanisms to influence decision quality and performance. Moreover,
future work could explore the operationalization of behavioral governance principles within decision-support
systems and data-driven governance tools, including Al-enabled decision technologies. Such research would
contribute to a deeper understanding of how intelligent decision-making systems can be designed to complement,
rather than replace, managerial judgment.
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