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IMPORTANTA, ACTUALITATEA SI NOUTATEA TEMEI

Societatea bazata pe cunoastere este o societate care invata (,,learning society”), fondata pe invatamant
si chiar, din anumite perspective, condusa prin invatamant. In lumea contemporani, cunoasterea si invatimantul
devin doua fatete ale aceleiasi realitdati fundamentale: o economie mondializata in care NTIC au devenit
principalul vector de comunicare si interactionare intre diferitii actori/parteneri din lumea afacerilor. In acest
context, apare necesard preocuparea la nivel de institutii de Invatdmant superior pentru formarea noilor
generatii de lideri, capabile si declanseze mecanismele de management al schimbarii, prin excelenta
profesionala, cunoastere, competente ,,soft” (munca in echipa, comunicare). De aici nevoia de a reinventa actul
pedagogic, pentru a depasi doud ,deficite critice” In economia romaneasca: absenta leadershipului si a
demersului proactiv in organizarea si dezvoltarea afacerilor.

Mai mult ca niciodata, liderul joaca un rol important astazi cand turbulenta si schimbarea complexa din
mediul economic si social au devenit de acum, dupa cum afirma Kotler, stari de normalitate. Liderul trebuie,
drept consecinta, sa fie inainte de toate un vizionar si un agent de schimbare. Vizionar, pentru ca trebuie sa aiba
o idee precisa despre schimbarile de facut si despre ceea ce este susceptibil sa se produca mai degraba, decét o
idee despre schimbadrile reale. Agent de schimbare, pentru ca el nu trebuie doar si amorseze schimbarea, Ci
trebuie in egalda masura sa implanteze o cultura a schimbarii, ceea ce este o sarcind grea si plina de riscuri.

Ca urmare, astazi, din ce in ce mai mult pe toate palierele comunitatilor umane ,,liderul” a devenit un
concept emergent, in particular in randul tinerilor care au inceput sa constientizeze ca leadershipul este o
problema deopotriva complexa si indispensabila dezvoltarii sociale, economice si culturale. Acest argument 1-
am avut $i noi atunci cand am ales ca sfera de investigatie a problemelor legate de dezvoltarea leadershipului,
tema tezei noastre de doctorat, sd se delimiteze la mediul universitar, cadrul indispensabil din perspectiva
formarii tinerilor ca potentiali viitori promotori ai leadershipului la locul lor de munca.

Cat priveste reformarea Invatamantului superior, nu trebuie minimalizate provocarile majore cu care se
confrunta acesta ca vector principal in schimbarea pozitiva a conditiei umane, in dezvoltarea valorilor spirituale
si materiale ale societatii. Lepoivre’ a conturat aceste provociri majore la care universitatile pot si raspunda
prin dezvoltarea leadershipului, atat in randurile corpului academic, cat si in randurile studentilor, indeosebi a
celor aflati in ciclurile superioare de formare — master si doctorat:

e nevoile pietei muncii, aceasta din urma devenind una dintre primele exigente pentru invatamantul
superior ale carui performante sunt deseori evaluate ca insuficiente de cétre guvern, angajatori, studenti
si opinia public;

e exigentele noi ale societitii cunoasterii, expuse mai sus;

e imposibilitatea crescinda pentru institutiile de invatimant superior de a acoperi tot spectrul

cunostintelor, precum si necesitatea de a dezvolta noi domenii de studii si filiere multidisciplinare;

! Lepoivre, P. (2007), Le réforme de I'Espace Européen de I'Enseignement Supérieur. Quelques clés d'analyse pour les universitaires
des pays tiers participant aux programmes européens de l'enseignement supérieur, Agence universitaire de la Francophonie (AUF),
Bureau Europe de 1'Ouest et Maghreb, www. Auf.org., pp. 11-12.



e competitia internationald intre universititi, care s-a ascutit odata cu emergenta clasamentelor
internationale, printre care clasamentul de la Shanghai; aceastd competitic este reflectatd si de

dezvoltarea unei ,,piete a formarii” care s-a consolidat prin NTIC.

STRUCTURA TEZEI DE DOCTORAT

Constructia tezei noastre de doctorat s-a bazat pe o structuri clasici care departajeazi capitolele in doui
parti. Prima parte, cuprinzand capitolele un si doi, are ca axa de cercetare cadrul epistemologic al
leadershipului, interconectat cu valentele create, astazi, de emergenta unui nou concept: ,societatea care
invata”. A doua parte, formata din capitolele trei, patru si cinci, are o vocatie exclusiv practici, aducand in
atentie: provocarile si mizele leadershipului universitar; reprezentarile dimensiunilor sale, folosind o analiza
empirica a rezultatelor unor cercetari de teren (sondaje de opinie) pe un esantion de cadre didactice academice
din cinci universitati; mizele dezvoltarii leadershipului pentru a sustine cresterea competitivitatii invatdmantului
Superior romanesc.

Capitolul 1 — ,,Cadrul epistemologic al leadershipului” — abordeaza din perspectiva epistemologica
exigentele definirii leadershipului intr-o viziune integratoare (subcapitolul 1.2.) si in consens cu nucleul
paradigmatic al managementului (subcapitolele 1.3. si 1.4.). In esenta, definitia leadershipului releva ansamblul
comportamentelor liderilor, aceste comportamente reprezentand rezultatele interactiunii intre mai multe
elemente de baza ale exercitiului leadershipului: a) o situatie de interactiune; b) un lider; ¢) subordonati sau
dependenti; d) un proces de comunicare. In incercarea de a sintetiza esenta leadershipului, Gandz si
colaboratorii* au pus in evidenta existenta a trei elemente definitorii — cadrul celor trei ,,C” - : caracterul
(trasaturile de caracter), competentele si angajarea (,,commitment”). Leadershipul se situeaza, intr-0 Vviziune
integratoare, la intersectia celor trei ,,C”. Problema raportului de forte dintre manageri si lideri a fost in
numeroase lucrari de specialitate subiect de dezbateri, printre care cinci teoreticieni (Zaleznik, Kotter, Bennis &
Nanus si Bennis &Biederman), reprezentdnd nume de notorietate, au argumentat convingator ca leadershipul si
managementul, intr-o masurd similard pentru ca au in vedere ,,decizii in legatura cu ceea ce trebuie facut”,
numai impreuna dau forta procesului de schimbare organizationala. In partea finald, respectiv in subcapitolul
1.5, atentia cercetarii noastre a fost indreptatd asupra evolutiei teoriilor leadershipului in decursul ultimului
secol, incepand cu trasaturile de personalitate i ale comportamentelor liderilor, pentru ca , apoi, sa fie abordate
teoriile leadershipului situational si teoriile neo-carismatice. Numeroasele teorii ale leadershipului, din
perspectiva epistemologica, pot fi grupate in cinci curente de giandire: (1) abordarea axata pe trasaturile
(calititile) managerului (liderului); (2) abordarea axata pe comportamente ale managerilor (liderilor);

(3) abordarea contingentelor; (4) abordarea tranzactionala; (5) abordarea transformationala.

! Gandz, J., Crossan, M., Seyts, G. & Stephenson, C. (2010), Leadership on Trial: A manifesto for Leadership Development, London,
ON: Richard Ivey Schol of Business, citati in Mazutis D. Diana si colab. (2011), Le leadership aux cycles supérieurs et au
postdoctorat, Etude présentée au: Programme de bourses d'études supérieurs du Canada Vanier, Conseil de recherches en sciences
humaines (CRSH), Gouvernement du Canada, par le: lan O. lhnatowycz Institute for Leadership, Richard Ivey School of Business,
University of Western Ontario, p.2.



Capitolul 2 — ,,Leadershipul si organizatia care invati” — se situeaza, din perspectiva tematica, in
campul epistemologic al invatarii organizationale, concept emergent, care aduce in dezbatere necesitatea de: a
sti - ,,savoir - nivelul instrumentelor de invatare; de a putea - ,, pouvoir” - invata, respectiv de a avea capacitati
de invatare; de a vrea - ,,vouloir”-, respectiv de a avea un nivel al vointei de invatare. In acest context, rolul
leadershipului este de neinlocuit. Pe scurt, in prima parte a capitolului (subcapitolul 2.1.), sunt prezentate
diferitele teorii Si concepte privind invatarea organizationald, organizatia care invata, schimbarea
organizationald. In partea a a doua sunt abordate aspecte legate de stilul de leadership si rolul sau in demersul
de nvatare organizationald, pornind de la postulatul potrivit caruia leadershipul este cheia de bolta a oricarei
organizatii care reugeste intr-un mediu aflat in permanentd schimbare (subcapitolul 2.2.). In esentd, se retine ca
schimbarea, pentru a fi o reusita, trebuie sa se sprijine pe capacitatea interna a organizatiei - capacitatea sa
manageriald, cultura, resursele si oamenii - , ludnd 1n seama si ceea ce se intampla in mediul exterior. in acest al
treilea mileniu, leadershipul transformational va trebui sd aibd o viziune multidisciplinara, principalele
caracteristici ale liderilor in viitor fiind: formare diversificata; curiozitate faira margini; entuziasm fara
margini; valorizare a persoanelor si a muncii in echipa; vointi de a infrunta riscuri; dedicati cresterii pe
termen lung mai degraba decat centrati pe profiturile pe termen scurt; virtuosi; vizionari; ,,cautitori’’
de ocazii.

Capitolul 3 — ,,Provociri si mize ale leadershipului universitar”. Pentru conturarea unor aspecte care
pun in evidentd imaginea actuald a sistemului de Invatamant superior romanesc am avut ca materiale
documentare de inspiratie deosebit de utile, cu date concrete edificatoare despre sfera de interes a cercetarii
noastre, studiile ARACIS privind ,,Barometrul Calitatii Tnvé‘;émﬁntului roménesc”l, precum si studiul
coordonat de profuniv.dr. Gh. I. Rosca’. Subliniem cele mai agravante puncte slabe in domeniul
invatimantului Superior romanesc care au impact direct asupra calititii leadershipului universitar,
astfel:

Referitor la procesul educational propriu-zis:

e un numar excesiv de specializari, indiferent de dinamica pietei muncii,

e proces educational preponderent teoretic;

e insuficienta orientare spre student a programelor de invatdmant;

e prelucrarea necritica a manualelor internationale, fara adaptarea lor la realititile mediului de afaceri

romanesti;

e un absenteism accentuat al studentilor de la cursuri si seminarii, in special in ultimul an de licenta sau la

masteratele aprofundate;

e un numadr redus de programe de studii i de cercetare inter si transdisciplinare;

e rezultate relativ scazute ale activitatii de cercetare stiintifica din invatdmantul superior (comparativ cu

alte tari europene).

! Studiile ARACIS 2010 si 2011.
? Rosa, I. Gh. (coord.) si al. (2009). Analiza diagnostic “Universitaile si dezvoltarea capitalului uman™. Panelul nr.1 din
proiectul strategic “Calitate si Leadership pentru Invatamantul Superior Romanesc”, pp.33-37.
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Referitor la relatiile cu piata muncii

e colaborare slaba cu mediul de afaceri din perspectiva consultantei din si spre mediul de afaceri, dar si a
practicii studentilor;

e preocupare timidd a managementului universitar de a sesiza §i a reactiona la cererile formulate de piata
muncii, generand astfel un grad redus de angajabilitate a absolventilor in domeniile de activitate pentru
care s-au pregatit;

e insuficienta dezvoltare a unei culturi a invatarii permanente la nivelul populatiei;

e un interes redus din partea partenerilor sociali de a se implica in implementarea politicilor de dezvoltare
a capitalului uman.

Capitolul 4 — ,, Leadershipul universitar romanesc: reprezentari ale dimensiunilor sale” — este o
continuare a procesului diagnosticarii sistemului de invatamant superior romanesc ce a facut obiectul analizei
din capitolul anterior, al treilea, al tezei noastre de doctorat, pornind de la ideea ca pentru a putea exercita un
leadership universitar eficace trebuie sa aibd loc si un proces de autoevaluare a acestuia, care sd reflecte
posibilele abordari, sub formd de actiuni ce se impun a fi intreprinse asupra universitatii, ca sistem
organizational in care se actioneaza. Prin urmare, intr-o succesiune logica, in capitolul al patrulea am proiectat
doua cercetari de teren avand ca scop tematic identificarea elementelor de cunoastere empirica referitoare la
intelegerea originii asteptarilor in materie de leadership, concept relativ putin documentat de catre cercetarea
romaneasca in domeniul managementului organizational. Cele doui cercetari de teren, de tipul sondajelor de
opinie, s-au realizat simultan si au vizat: 1) autoevaluarea leadershipului cadrelor didactice cu functii de
conducere — decani, prodecani, directori de scoli doctorale, directori de departament ai facultatilor de stiinte
economice dintr-un esantion de cinci universitati; 2) cunoasterea reprezentirilor (perceptiilor) cadrelor
didactice (universitarilor) asupra dimensiunilor leadershipului decanilor facultatilor de stiinte economice
din acelasi esantion de universitati.
invatamantului superior roméanesc” — are ca {intd punerea in dezbatere a importantei si oportunitatii
dezvoltarii leadershipului din invatamantul superior romanesc pe cele doud paliere specifice acestui sector de
activitate (subcapitolul 5.2.), si anume leadershipul universitar (la nivelul unei institutii — universitate) si
leadershipul pedagogic (la nivelul cadrului didactic in relatia sa cu beneficiarul procesului educational —
studentul). Pentru ca procesul de dezvoltare a leadershipului este deosebit de vast si de complex, problemele ce
le ridica un asemenea demers au fost integrate in campul de interes global al asigurarii calitatii invatdmantului
superior (subcapitolul 5.1.). Un loc bine conturat a fost acordat oportunitasii aplicarii ,,Modelului EFQM de

A

Excelenta” in institutiile de invatamant superior (5.1.2.).



REPERE ALE METODOLOGIEI PE CARE SE SPRIJINA TEZA DE DOCTORAT

Metodologia de elaborare proiectatd pentru constructul nostru stiintific, capacitatea si competenta de a
realiza o munca de cercetare stiintifica, precum si crearea unui banci de informatii si date valoroase, relevante,
de referinta pentru a putea cunoaste esenta si specificitatea domeniului investigat, constituie o garantie solida in
sustinerea valorii contributiilor pe care le aducem la cunoasterea problematicii aflatd in studiu. Aceste
contributii pot fi regasite pe trei planuri:

e pe planul teoretic: realizarea unei sinteze coerente si relevante despre conceptul de leadership, care
constituie, in fapt, o panorama a curentelor de gandire asupra acestuia, ceea ce a permis largirea
cunoasterii, definirea multiparadigmaticd intr-o abordare sistemicd si1 a altor concepte conexe:
organizatia care Invata, invatarea organizationald, schimbarea organizationala, rezistenta la schimbare;

e pe planul empiric: culegerea unor informatii deosebit de utile, in economia lucrarii noastre stiintifice
folosind ca metoda cercetarea de marketing reprezentatd de sondajul de opinie pe baza de chestionar;
rezultatele acestei cercetari de marketing au fost corelate cu indicatorii privind calitatea invatdmantului
superior romanesc desprinsi din Barometrul ARACIS, ceea ce a facut posibild o cunoastere mai buna a
fenomenului studiat, intr-o optica de sistem, integratoare;

e pe planul practic: punerea in evidentad a legaturilor intre auto-evaluarea propriului leadership de catre
top managementul facultatilor de stiinte economice — decanii - din esantionul de sondaj si reprezentarea
dimensiunilor acestui leadership de catre colaboratori, respectiv esantionul de universitari; prin aceasta
analiza incrucisata s-a dorit a invita liderii-manageri ai facultatilor de stiinte economice sa-si evalueze

randamentul lor propriu al practicilor actuale de leadership.

CONCLUZII GENERALE

Mai mult ca niciodatd, liderul joaca un rol important astazi cand turbulenta si schimbarea complexa din
mediul economic si social, marcat de presiunea a doi factori majori — globalizare si NTIC - , au devenit, dupa
cum afirma Kotler!, de acum stari de normalitate. Liderul trebuie, drept consecintd, si fie inainte de toate un
vizionar si un agent de schimbare. Vizionar, pentru ca trebuie sa aibd o idee precisa despre schimbarile de facut
si despre ceea ce este susceptibil sd se producd mai degraba, decét o idee despre schimbarile reale. Agent de
schimbare, pentru ca el nu trebuie doar sa amorseze schimbarea, ci trebuie in egald masura sa implanteze o
culturd a schimbdrii, ceea ce este o sarcina grea si plina de riscuri.

Ca urmare, astazi din ce in ce mai mult pe toate palierele comunitatilor umane, ,,liderul” a devenit un
concept emergent, in particular in randul tinerilor care au inceput sd constientizeze ca leadershipul este o
problema deopotriva complexa si indispensabila dezvoltarii sociale, economice si culturale. Acest argument -

am avut si noi atunci cand am ales ca sfera de investigatie a problemelor legate de dezvoltarea leadershipului sa

! Kotler, Ph., Casilione, A.J. (2009), Chaotics: Management si marketing in era turbulentelor, Bucuresti: Publica, p.9.



se delimiteze la mediul universitar, cadrul indispensabil din perspectiva formarii tinerilor ca potentiali viitori
promotori ai leadershipului la locul lor de munca.

Constructia tezei noastre de doctorat s-a bazat pe o structura clasica care departajeaza capitolele in
doua parti. Prima parte, cuprinzand capitolele unu si doi, are ca axa de cercetare cadrul epistemologic al
leadershipului, interconectat cu valentele create, astizi, de emergenta unui nou concept: ,societatea care
invata”. A doua parte, formata din capitolele trei, patru si cinci, are o vocatie exclusiv practica, aducand in
atentie: provocarile si mizele leadershipului universitar; reprezentarile dimensiunilor sale, folosind o analiza
empirica a rezultatelor unor cercetari de teren (sondaje de opinie) pe un esantion de cadre didactice academice
din cinci universitati; mizele dezvoltarii leadershipului pentru a sustine cresterea competitivitafii invatamantului
superior romanesc.

In continuare, in aceasta sectiune finald destinata conturarii Concluziilor generale desprinse din paginile
tezei noastre de doctorat, ne-am propus sa prezentam in sinteza problemele de interes major abordate prin
demersul stiintific intreprins, iar in final sa subliniem contributiile personale ale autorului.
1.Leadershipul: concept si importanta pentru organizatia moderna

Leadershipul este asociat cu pozitia liderului insd numai a aceluia care este judecat ca fiind
,democratic”. De la Inceput trebuie facutd aceasta precizare pentru ca, in sensul anglo-american, este abuziv sa
se vorbeasca de leadership autocratic sau sa se identifice acest termen cu hegemonia cum apare, de exemplu, in
dictionarele limbii franceze (in Larouse, leadershipul inseamna ,comandament; hegemonie”). Asadar,
,conceptul de leadership se inscrie intr-un cadru cultural, ideologic si identitar care are caracteristici
particulare: cel al omului ,,liber”, al drepturilor individuale bine definite, al unei reglementari sociale limitate,
al comunitatilor ,,locale” relativ autonome si al unui aparat guvernamental sau birocratic relativ slab” £

Studiile despre arta de a conduce o organizatie sunt numeroase, diversificate si termenul de leadership
se inscrie in aceastd miscare. In general, se defineste leadershipul ca fiind capacitatea de a suscita participarea
voluntara a persoanelor si a colectivelor la indeplinirea obiectivelor stabilite. Se retine ca leadershipul se
fondeaza pe notiunea de ,,participare voluntarda”, distingandu-se de notiunea de autoritate. Iar daca autoritatea
este delegata prin instanta ierarhica in functie de postul ocupat, leadershipul se refera la procesul de atribuire,
respectiv la mecanisme de identificare pozitiva, pe care unele persoane le realizeaza in privinta alteia.

Intr-o incercare foarte sintetica de definire, comportamentele leadershipului sunt:
e afincuraja”, semnificind ca liderul sprijind subordonatii sdi sd-si dezvolte competentele;

e ,a comunica”, insemnand ca liderul informeaza subordonatii sai despre asteptarile sale si 1i implica

in luarea de decizie;

e _a raspunde”, semnificind cd liderul transmite subordonatilor sai feedback-ul (o retroactiune)
referitor la performantele lor.
Pentru ca aceste comportamente ale liderului sa 1si gaseasca tinta, lidershipul acestuia trebuie sa se

bazeze pe utilizarea urmaitoarelor parghii:
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- viziune strategica clar;
- un climat de munca deschis si favorizdnd munca 1n echipa;

- organizare a muncii in care disciplina si controlul sunt importante;

conditii de securitate in munca.

Numeroasele teorii ale leadershipului, prezentate in primul capitol al lucrarii noastre din perspectiva
epistemologica, pot fi grupate in cinci curente de gandire.

a) Abordarea axata pe trasaturile (calitatile) managerului (liderului). Cercetarile intreprinse, de-a lungul
anilor (primele studii au fost realizate dupa cel de al doilea rdzboi mondial) pentru identificarea
principalelor trasaturi ale cadrelor de conducere, pe diferite paliere de management, au meritul de a fi pus in
valoare dimensiunea personald, chiar informald, prin care acestia reusesc sa aiba un ascendent important
asupra colaboratorilor si subordonatilor lor. Un portret-tip singular al unui manager (lider) nu poate fi
realizat, numerosi autori, printre care se remarca prin notorietatea lucrarilor sale Bass®, semnaland cd un
manager nu atinge un nivel de leadership performant din cauza trasaturilor particulare, ci in primul rand
pentru ca, intr-o situatie datd, configuratia caracteristicilor sale personale se adapteaza la nevoile, la
caracteristicile si la proiectele persoanelor influentate (followers).

b) Abordarea axati pe comportamente ale managerilor (liderilor). Pornind de la limitele resimtite in
abordarea axata pe trasaturi, unii cercetatori, printre care amintim pe cei de la Universitatea Ohio, au
acordat o atentie prioritard raporturilor intre comportamentele managerilor (cadrelor de conducere) si
satisfactia si randamentul subordonatilor lor. Printre lucrarile finalizate in acest curent de gandire cea mai
des si mai usor de uzitat este grila manageriald a lui Blake si Mouton care permite conturarea a cinci
stiluri dominante de manager (conducator): ,,anemic”, in care se investeste putin atat in centrarea pe sarcini,
cat si In centrarea pe relatii; ,,social”, care nu se intereseaza decat de dimensiunea relatiilor; ,, autocrat”,
orientat in exclusivitate pe sarcini; ,,intermediar”’, care cautd sa stabileasca un echilibru intre cele doua
orientari; ,,integrator”, care cauta sa concilieze cele doua orientari. Cei doi autori ai grilei sustin ideea ca
leadershipul nu poate sa fie asociat decat ultimelor doua tipuri de conducatori, iar tipul ideal ar fi stilul
., integrator”.

c) Abordarea contingentelor. Aceasta abordare cauta sa tind scama deopotriva de caracteristicile personale
ale managerului, de cele ale subordonatilor si de tipul de situatie, definit prin natura muncii, structura
organizationald si constrangerile de mediu. In spiritul aceastei abordari, se remarcia modelul teoretic al lui
Hersey si Blanchard, care completeaza grila lui Blake si Mouton printr-o componentd denumitd gradul de
maturitate a subordonatilor. Astfel, acest model, in functie de patru niveluri de maturitate a subordonatilor,
contureaza patru stiluri majore de conducere: ,, stilul directiv”, care pune accent pe definirea si realizarea
sarcinilor acordandu-se putind atentie relatiilor interpersonale; ,,stilul de motivare”, care constd in centrarea

interventiilor conducatorului atat pe relatia cu subordonatul (sustinere si incurajare), cat si pe sarcind

! Pelletier, G. (1999). Le leadership au sein des organisation: Un regard d’Amérique, article paru dans le numéro
thématique Comprendre les organisations de la revue Sciences Humaines, Hors série nr.20, février.
? Bass, B.M. (1985). lucr. cit. in Pelletier, G.,p. 4.
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(instrumentare si formare); ,,stilul participativ”, prin care sunt indicate munca in echipa si angajamentul
subordonatilor in noi proiecte; ,, delagarea”, care se manifestd printr-o interventie minima a conducerii in
realizarea sarcinilor de catre subordonati. Cei doi autori ai acestui model mentioneaza ca nu exista un stil
ideal, ci mai degraba stiluri apreciate mai mult sau mai putin adecvate situatiilor de munca.

d) Abordarea tranzactionali. Aceasta abordare se bazeaza, de regula, pe dependenta puterii de contexte si de
natura reactiilor potentiale ale persoanelor supuse acesteia. Cu alte cuvinte, intereseaza dinamica
raporturilor intre indivizi, fie ei conducatori sau subordonati, prin care se stabilesc relatii de
reciprocitate, fiecare actor ciutind beneficii. In alti termeni, este vorba de capacitatea unui conducitor
de a-si manifesta leadershipul asupra colaboratorilor sai si subordonatilor, avand o deschidere personala de
a accepta influenta acestora., o abilitate de a-si arata deschiderea la cererile colaboratorilor sai.

e) Abordarea transformationala. Este abordarea care suscita cel mai mare interes, datorita unor factori legati
de importantele transformari organizationale si sociale ce apar sub presiunea schimbarilor complexe din
mediul intreprinderilor. Bass® a identificat trei dimensiuni majore ale acestui tip de leadership:

e Carisma: liderul stie sa interpeleze colaboratorii, sa creeze un mediu uman convivial propice
identificarii si apartenentei, sa detecteze ceea ce este important §i sa exprime o viziune articulata.

e Recunoasterea individuala: liderul deleaga proiecte pentru a favoriza situatii de invatare, este atent la
situatia subordonatilor si 1i abordeaza ca persoane distincte.

e Stimularea intelectuala: liderul promoveaza idei noi, pune intrebari, invita la regandirea metodelor
traditionale, este deschis la maniere diferite de a aborda problemele ivite si de a realiza procesele.
O concluzie generala trebuie retinuta: Multiplicarea punctelor de vedere si a contributiilor referitoare

la tema leadershipului este o dovada a interesului continuu pentru acest concept.
2.Tendinte in dezvoltarea viitoare a leadershipului
Sursa documentarad pentru conturarea tendintelor de maine in dezvoltarea leadershipului a constituit-o

,Cartea alba” realizatd de citre Petrie?, profesor senior in cadrul Centrului pentru Leadershipul Creativ (Centre

for Creative Leadership — CCL)%, avand argumente de sprijin infornatiile culese printr-un interviu dirijat cu 30

de experti din acest domeniu. De retinut este faptul ca tendintele in dezvoltarea leadershipului identificate de

catre expertil intervievati au fost percepute ca raspunsuri pertinente la provocarile de astazi aflate in atentia

formatorilor in dezvoltarea leadershipului intr-0 lume din ce in ce mai complexa si incerta.

! Bass, B.M.(1985), sursa citata in Pelletier, G., lucr. cit., p. 8.

% Petrie, N. (Version: décembre 2011). Développement du leadership: les tendances de demain, Livre blanc, Center for
Creative Leadership, www.ccl.org.

® Centrul pentru Leadership Creativ este un prestatar renumit de anvergura internationala specializat in formarea de cadre
superioare vizand accelerarea obtinerii de rezultate strategice si comerciale prin dezvoltarea potentialului de leadership al
persoanelor si al intreprinderilor. Organism cu scop non lucrativ, fondat in anul 1970, cu sediul in Carolina de Nord
(SUA) in localitatea Greensboro, se claseaza printre cei mai buni zece prestatari din lume in formarea de cadre superioare,
in topul stabilit de Bloomberg Business Weck si Financial Times. CCL poseda filiale In SUA (Colorado si California) si
in Europa (Bruxelles, Moscova), Africa (Addis-Abeba in Etiopia), Asia-Pacific (Singapore, Pune-India). Activitatea
desfasurata in reteaua CCL este sustinutd de peste 500 de profesionosti din invatimantul universitar.
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Astfel, printre provociarile de astizi la care programele de dezvoltare a leadershipului trebuie sa
rispundi sunt de retinut®;
a) Rapiditatea schimbarii mediului citre o complexitate crescanda si provacari mai numeroase. Expertii

intervievati au descris noul mediu de munca de astazi ca fiind:

instabil: schimbarea intervine rapid si la scara mare;
- incert: imposibil de a stabili previziuni cu precizie;
- complex: dificultatea de a releva provocarile ce apar rezultd din numerosi factori si cauze, care
deseori genereaza solutii multiple;
- ambiguu: semnificatia evenimentelor si posibilele lor consecinte raman incerte.
b) O profunda mutatie a competentelor cheie, care reclama o capacitate de reflectie superioari. Cele mai
citate competente, capacitati si caracteristici de catre expertii intervievati sunt urmatoarele:

- adaptabilitatea;

cunoasterea de sine;

capacitatea de a colabora in echipa;
- gandirea 1n retea.

c) O cerinta de a dirija cu creativitate intr-o perioadia de turbulenti. Interviul dirijat a conturat cele mai

utilizate metode de dezvoltare a leadershipului:
- formarea;
- atribuirea de misiuni;
- Invatarea prin actiune;
- coaching-ul cadrelor de conducere;
- mentoratul.

Multi experti sustin asertiunea potrivit careia prin programele de dezvoltare a leadershipului nu este
suficient a arata cadrelor ceea ce ele trebuie sa faca, ci automat trebuie invatate sa stie sa practice un leadership
eficace. In dezvoltarea leadershipului s-au profilat patru tendinte? identificate de catre expertii intervievati,
precum si confirmate prin practicile emergente care pot sd constituie un punct de plecare posibil pentru
programele de dezvoltare a leadershipului de maine:

a. Tendinta 1: importanta crescinda a dezvoltarii verticale (etapele dezvoltarii). Exista doua tipuri de
dezvoltare: dezvoltarea orizontald si dezvoltarea verticald. Dezvoltarea orizontala corespunde dobandirii de
competente, capacitdti si comportamente noi, fiind vorba de o invatare tehnica. Aceastd metoda este foarte
utild in cazul unei probleme clar definite, pentru care exista solutii cunoscute. Dezvoltarea verticald se
raporteaza la abordarea acestui demers pe etapele pe care trebuie sa le traverseze o persoand pentru a
progresa in acest domeniu. Chiar daca dezvoltarea orizontald (si metodele de competente) continua sa aiba
importanta lor In dezvoltarea cadrelor, este nevoie de apelarea la tehnici de dezvoltare verticala care se

dobandesc printr-un proces in trei etape:

! Petrie, N., lucr. cit., pp. 7-10.
2 Petrie, N., lucr. cit., pp. 10-27.
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- Constientizare: individul ajunge sa {ind seama ca exista alte perceptii ale lumii si alte moduri de
actiune.

- Dezvat si discernamant: individul analizeaza si reconsidera ipotezele pe care se baza pana atunci.
El experimenteaza si accepta alte ipoteze care sunt noi posibilitdti de a actiona in sfera privata ca si
in viata profesionala.

- Progres: evolutia devine posibila prin practica si eforturi; noua conceptie se consolideaza si incepe
sa domine conceptiile precedente. Noul nivel de dezvoltare permite o infelegere care corespunde mai
bine asteptarilor.

b. Tendinta 2 : optimizare a insusirii principiilor dezvoltarii la nivelul individului. Cand cineva se simte
responsabil de progresul sdu propriu, se dezvoltd mai rapid. In prezent, suntem tentati de a impinge aceasta
responsabilitate in sarcina altora, fie ca este vorba de compartimentul de resurse umane, de superiorul
nostru sau de formator. Cercetarile relevd urmatorii factori de interes inerenti coaching-ului care
urmareste dezvoltarea leadershipului pentru toti:

- punctele de dezvoltare sunt alese de catre fiecare cadru, si nu de catre coach;

- procesul este adaptat fiecaruia;

- persoana antrenatd tine sa se implice direct in procesul propriei sale dezvoltari; rolul coach-ului se
limiteaza la a ghida procesul;

- coach-ul asista, el nu face oficiul de expert;

- coaching-ul nu implica niciun program obligatoriu de acoperit;

- procesul de dezvoltare este privit ca fiind un demers de duratd, nu ca o perioadda de formare
punctuala.

Cc. Tendinta 3: declin al leadershipului individual in favoarea leadershipului colectiv. Se observa o
tranzitie de la vechea paradigma potrivit careia leadershipul este o chestiune de individ sau de functionare la
un model in care leadershipul este un proces colectiv care se exprima prin mijlocirea unei retele de
persoane. Problema nu mai este ,,cine sunt liderii?”’; problematica se ataseaza de acum definirii conditiilor
necesare unui leadership in retea si unei maniere de a-1 desfasura in toata intreprinderea. Leadershipul in
retea este facilitat atunci cand anumite conditii sunt indeplinite:

- deschiderea fluxurilor de informatie;

- flexibilitatea structurii ierarhice;

- distributia resurselor;

- repartizarea deciziilor de luat;

- descentralizarea conducerii.

d. Tendinta 4: o0 mai mare influenta a inovirii in metodele de dezvoltare a leadershipului. Nu exista
niciun model simplu sau program considerat a fi suficient pentru dezvoltarea nivelurilor de leadership
colectiv necesare unui mediu de complexitate crescandd. Dimpotrivd, intreprinderile vor trebui sa fie
reactive 1n termeni de inovare, precum si de a experimenta noi abordari asociind mai multe concepte de
maniera inedita.
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3.Provocari si mize ale leadershipului universitar

> Sinteza privind starea actuali a invatamantului superior romanesc

Pentru conturarea unor aspecte care pun in evidentd imaginea actuald a sistemului de invatamant

superior romanesc am avut ca materiale documentare de inspiratie deosebit de utile, cu date concrete

edificatoare despre sfera de interes a cercetarii noastre, studiile ARACIS privind ,,Barometrul Calitatii

invatamantului roméanesc™, precum si studiul coordonat de prof.univ.dr. Gh. I. Rosca?. In aceasta sectiune a

Concluziilor generale, subliniem cele mai agravante puncte slabe in domeniul invitimantului Superior

romanesc care au impact direct asupra calitatii leadershipului universitar, astfel:

Referitor la procesul educational propriu-zis:

un numar excesiv de specializari, indiferent de dinamica pietei muncii;
proces educational preponderent teoretic;
insuficienta orientare spre student a programelor de invatdmant;

prelucrarea necritica a manualelor internationale, fara adaptarea lor la realitatile mediului de
afaceri romanesti;

un absenteism accentuat al studentilor de la cursuri si seminarii, in special in ultimul an de
licenta sau la masteratele aprofundate;

un numar redus de programe de studii si de cercetare inter si transdisciplinare;

rezultate relativ scazute ale activitatii de cercetare stiintifica din Tnvatamantul superior

(comparativ cu alte tari europene);

Referitor la relatiile cu piata muncii:

colaborare slaba cu mediul de afaceri din perspectiva consultantei din si spre mediul de afaceri,
dar si a practicii studentilor;

preocupare timidd a managementului universitar de a sesiza si a reactiona la cererile formulate
de piata muncii, generand astfel un grad redus de angajabilitate a absolventilor in domeniile de
activitate pentru care s-au pregatit;

insuficienta dezvoltare a unei culturi a invatarii permanente la nivelul populatiei;

un interes redus din partea partenerilor sociali de a se implica in implementarea politicilor de

dezvoltare a capitalului uman.

» Coordonate ale unui demers de dezvoltare a lesdershipului universitar

Intr-un demers de reformare a invatdmantului superior, nu trebuie minimalizate provocarile majore cu

care se confruntd ca vector principal in schimbarea pozitivd a conditiei umane®, in dezvoltarea valorilor

! Studiile ARACIS 2010 si 2011 citate.
®Rosca, |. Gh. (coord.) si al. (2009). Analiza diagnostic “Universitatile si dezvoltarea capitalului uman”. Panelul nr.1 din
groiectul strategic “Calitate si Leadership pentru Invatamantul Superior Romanesc”, pp.33-37.

Rosca Gh. I., lucr.cit., p.10.
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spirituale si materiale ale societatii. Lepoivre' a conturat aceste majore provociri la care universititile pot si
raspunda prin dezvoltarea leadershipului, atit in randurile corpului academic, ciat si in randurile
studentilor, indeosebi a celor aflati in ciclurile superioare de formare — master si doctorat:

e nevoile pietei muncii, aceasta din urma devenind una dintre primele exigente pentru
invatamantul superior ale carui performante sunt deseori evaluate ca insuficiente de catre
guvern, angajatori, studenti si opinia public;

e cxigentele noi ale societatii bazate pe cunoastere, expuse mai sus;

e imposibilitatea crescanda pentru institutiile de invatdmant superior de a acoperi tot spectrul
cunostintelor, precum si necesitatea de a dezvolta noi domenii de studii si filiere
multidisciplinare;

e competitia internationald intre universitdfi, care s-a ascutit odatd cu emergenta clasamentelor
internationale, printre care clasamentul de la Shanghai; aceasta competitie este reflectata si de
dezvoltarea unei ,,piete a formarii” care s-a consolidat prin NTIC.

In acest context, dezvoltarea leadershipului universitar induce un proces de transformare, de
influentare, de favorizare a schimbarii pozitive a celor doi principali actori ai procesului educational:
cadrul didactic academic si studentul. Leadershipul universitar trebuie sa aiba capacitatea de a transcede
situatia, impunand o viziune, si de a modifica, in consecintd, comportamentul colaboratorilor (studentilor, de
exemplu) pentru a face din ei veritabili agenti de schimbare. Autoritatea cadrului didactic se fondeaza, astfel, pe
o serie de factori care descriu comportamentele sale in calitate de leadership ,, serviteur”: carisma, viziunea,
inspiragia motivarii, stimularea intelectuala si consideratia individualizata.

Raportat la domeniul educatiei si al formarii, leadershipul cadrului didactic se distinge de liderul
transformational in privinta obiectivului sau final. Fara respectul si recunoasterea demnitatii persoanei, nu se
poate vorbi de leadership. De aceea, leadershipul cadrului didactic trebuie sa fie calificat ca leadership etic,
care pune in centrul dimensiunii echitatii valorile umane si sensul vietii si al respectului uman. El este in
serviciul persoanei (studentul) si urmareste inainte de toate ameliorarea bunastarii morale a persoanelor unei
comunitati. Liderul etic nu cauta sa fie servit de catre altcineva, dimpotriva el este acolo pentru a servi
persoanele din jurul sau.

Gendron® propune un model tridimensional — ,,3S: Savoirs, Savoir-faire et Savoir-étre” — pentru a
defini ,,competentele”. Esenta leadershipului se fondeaza pe aceastd combinare complexa si personala de
cunostinte (savoirs), indemanare (savoir-faire), eruditie (savoir-éfre) care nu este acordata cu obtinerea unui

post, cirelevda competenta persoanei.

! Lepoivre, P., lucr.cit., pp. 11-12.

16



CONCLUZII PERSONALE

1.Contributii ale tezei de doctorat la cunoasterea domeniului investigat

Metodologia de elaborare proiectata pentru constructul nostru stiintific, capacitatea si competenta de a

realiza o munca de cercetare stiintifica, precum si crearea unei banci de informatii si date valoroase, relevante,

de referina pentru a putea cunoaste esenta si specificitatea domeniului investigat, constituie o garantie solida in

sustinerea valorii contributiilor pe care le aducem la cunoasterea problematicii aflatd in studiu. Aceste

contributii pot fi regasite pe trei planuri:

pe planul teoretic: realizarea unei sinteze coerente si relevante despre conceptul de leadership, care
constituie, in fapt, o panorama a curentelor de gandire asupra acestuia, ceea ce a permis largirea
cunoasterii, definirea multiparadigmaticd intr-o abordare sistemicd si a altor concepte conexe:
,,organizatia care invatd”, ,,invatarea organizationala”, ,, schimbarea organizationala”, , rezistenta la
Schimbare”’;

pe planul empiric: culegerea unor informatii deosebit de utile in economia lucrarii noastre
stiintifice folosind ca metoda cercetarea de marketing reprezentata de sondajul de opinie pe baza
de chestionar; rezultatele acestei cercetari de marketing au fost corelate cu indicatorii privind calitatea
invatamantului superior romanesc desprinsi din Barometrul ARACIS? ceea ce a facul posibild o
cunoastere mai buna a fenomenului studiat, intr-o optica de sistem, integratoare;

pe planul practic: punerea in evidenta a legiturilor intre auto-evaluarea propriului leadership de
citre top managementul facultitilor de stiinte economice — decanii - din esantionul de sondaj si
reprezentarea dimensiunilor acestui leadership de citre colaboratori, respectiv esantionul de
universitari; prin aceasta analiza incrucisata s-a dorit a invita liderii-manageri ai facultatilor de stiinte

economice sa-si evalueze randamentul propriu al practicilor actuale de leadership.

2.Perspectivele de cercetare

Rezultatele puse in evidenta prin cercetarea de teren intreprinsa (prezentate in capitolul al patrulea)

sufera de cel putin doua limite:

e mai intii, faptul cd sondajele de opinie au fost realizate pe doua esantioane reduse (48 de cadre
didactice cu functii de conducere si 46 de universitari din doar cinci universitafi) nu ne permite sa
pretindem o validitate externd a rezultatelor. Totusi, reiteram mentiunea facuta in capitolul aferent
cercetarilor de teren cd obiectivul cercetirii noastre a fost o testare-pilot a modelelor de
chestionar preluate din dou studii de referinta din literatura de specialitate3,4, dar adaptate

specificitatii domeniului pe care il reprezinta invatdmantul universitar;

' Gendron, B. (2007). Les competences émotionnelles de leadership éthique de I’enseignement: Un capitol émotionnel
essentiel pour un dynamique de réusitte et de socialisation citoyenne et professionnelle, Acte du Colloque Cerfee-Lirdef,
competences et socialisation, Montpellier, 2007, septembre.

? Studiile ARACIS 2010 si 2011 citate.

® Petit, Valérie, lucr. cit.

¢ Dussault, M., Valois, P. et Frenette, E., lucr. cit.
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o altd limitd se referd la capacitatea relativ redusa de a descrie si explica dimensiunile
leadershipului dezvoltat de palierul de top management — decan - de catre colaboratorii sai,
universitarii pe care ii coordoneaza, care au fost inclusi in esantionul de sondaj.

Aceste limite trebuie acceptate ca piste de cercetdri viitoare ample. Ne gandim la un demers de marire a

esantionului de sondaj si de inlocuire a tehnicii de culegere pe care am folosit-o ( posta electronicd) cu interviul

semi-dirijat.
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Engleza
intelegere Vorbire Scriere
Ascultare Citire Participare la Discurs oral Exprimare scrisa
conversatie
| B1 | B2 B B B

(*) Nivelul Cadrului European Comun de Referinta Pentru Limbi Straine

Initiativa

Flexibilitate si adaptare rapida la schimbari

Bune competente de a comunica si de a lucra in echipa

e Persoand practica cu simt de rdspundere si buna capacitate de organizare

Buna cunoastere:
e a instrumentelor Microsoft Office (Word, Excel, Power Point)
e Internet
e Photoshop

Fotografia

Dansurile

Sporturile de echipa
Tenisul

Categoria B (2005)
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THE IMPORTANCE, ACTUALITY AND NOVELTY OF THE THEME

The society based on knowledge is a learning society, founded on education and even, from certain
perspectives, led by education. In the contemporary world, knowledge and education become two facets of the
same fundamental reality: a globalized economy in which NTIC have become the main communication and
interacting vector between different partners/actors in the business world. Within this context, there occurs the
necessary preoccupation at the level of superior education institutions in order to form new leader generations,
able to launch the change management mechanisms, par excellence professional,, knowledge, “soft”
competences (team work, communication). From here it comes the need to reinvent the pedagogical act, to
overpass two “critical deficits” in Romanian economy: the absence of leadership and proactive approach in the
business organizing and development.

More than ever, the leader plays an important role nowadays when turbulence and complex change in the
economic and social environment have become, since now, according to Kotler, normality states. As a
consequence, the leader must be, above all, a visionary and a change agent. Visionary, because he must have a
precise idea about the changes to be made and about what is liable to happen, more than an idea about the real
changes. A change agent, because he must not only set in the change, but also to implant a change culture,
which is a difficult and risky task.

As a consequence, today, the leader has become an emergent concept, on more and more human
communities’ floors, especially among the youth, who have started to become aware of the fact that leadership
is a problem, both complex and indispensable for the cultural, economic and social development. We had the
same argument when we chose that the investigation field of the problems concerning the leadership
development, our doctor’s degree theme, to be confined to the university environment, the indispensable frame
from the perspective of educating the young people as leadership future potential promotors at their working
place.

Regarding reformation of superior education, they mustn’t minimize the major challenges, which it
confronts, as main vector in the positive change of the human condition, in the development of society’s
material and spiritual values development. Lepoivre has outlined these major challenges at which m can
respond by leadership management, both within the academic bodies and among students, especially among the
ones at superior education levels — master and doctorate

e The needs of the labour market, this becoming one of the first requirements for the superior
education system, whose performances are often assessed as being insufficient by the Government,
employers, students and public opinion;

e New society requirements, above mentioned;

e Raising impossibility of superior education institutions to cover all knowledge spectre, and
also the necessity to develop new study fields and multidisciplinary stages;

e International competition among universities, which has increased along with the international
classifications emergence, among which Shanghai classification; this competition is reflected also
by the development of a “formation market, which got consolidated by NTIC.

THE STRUCTURE OF THE DOCTOR’S DEGREE THESIS

The construction of our doctor’s degree thesis is based on a classical structure, which divides
chapters in two parts. The first part, containing chapters one and two, has, as research axis, the
leadership epistemological frame, interconnected with the valences created today by the emergence of a new
concept: “learning society”. The second part, made up of chapters three, four and five, has an exclusively
practical vocation, bringing to attention the following: challenges and stakes of university leadership;
representations of its dimensions, using an empirical analysis of some field research results (opinion surveys)
on a sample of professors from five universities; the stakes of leadership development in order to sustain the
increase of competitiveness of Romanian superior education.

Chapter 1 — “The leadership epistemological frame” — it approaches, from the epistemological
perspective, the requirements of leadership definition in an integrating vision (subchapter 1.2) and in agreement
with the management paradigmatic core (subchapters 1.3 and 1.4). In essence, the definition of leadership
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points out all the leaders’ behaviours, these behaviours representing the results of interaction between more
basic elements of the leadership exercise: a) an interaction situation; b) a leader; c) subordinates and
dependents; d) a communication process. In the attempt to synthetize the leadership essence, Gandz and
collaborators emphasized the existence of three defining elements — the three “C” frame - : character,
competences and commitment. Leadership is situated, in an integrating vision, at the crossroads of the three
“C”. The problem of force report between managers and leaders has been debated in numerous speciality
works, among which, five theoreticians ( Zaleznik, Kotter, Bennis& Nanus and Bennis & Biederman),
representing notoriety names, have brought convincing arguments supporting that leadership and management,
to a similar extent, since they consider “decisions about what needs to be done”, only together provide the
process force of the organisational change. In the final part, in subchapter 1.5., the attention of our research was
headed upon the evolution of leadership theories during the last century, starting with leaders’ personality
features and behaviours, and then, to approach the situational leadership theories and neo-charismatic theories.
Numerous theories of the leadership, from epistemological perspective, can be grouped in five thinking
currents: (1) approach based on manager’ (leader’s) features (qualities); (2) approach based on
managers’ (leaders’) behaviours; (3) contingents approach; (4) transactional approach; (5)
transformational approach.

Chapter 2 — “Leadership and learning organisation” — is situated, from theme perspective, in the
epistemological field of organisational learning, emergent concept, which brings to debate the need to: know —
“savoir”- the learning instruments level; want — “vouloir”-, to have a level of the learning will. Within this
context, the leadership role is irreplaceable. Briefly, in the first part of the chapter (subchapter 2.1), they
present different theories and concepts regarding organisational learning, learning organisation, organisational
change. In the second part they approach aspects regarding the leadership style and its role in the organisational
learning steps, starting from the postulate according to which leadership is the keystone of any organisation that
remembered that change, in order to be a success, needs to be supported by the inner capacity of organisation —
its managerial capacity, culture, resources and people - , also considering what is happening in the external
environment. In this third millennium, transformational leadership will have to have a multidisciplinary vision,
main characteristics of the future leaders being the following: diversified formation; endless curiosity,
revaluation of people and team work; will to face risks; dedicated to growing on long term, rather than
concentrated on short term profits; virtuous, visionary; opportunity “seekers”.

Chapter 3 — “Challenges and stakes of university leadership”. In order to outline some aspects
which emphasize the present image of the Romanian superior education system, | had, as very useful
inspirational documentary materials, with real convincing data, about the interest field of our research,
ARACIS studies, regarding “the Quality Barometer of Romanian Education”, and also the study coordinated by
professor doctor Gh.l.Rosca.

We are outlining the most serious weak points in the Romanian Superior Education system, which have
direct impact on the quality of university leadership, as follows:
Regarding the educational process itself:

e An excessive number of specializations, irrespective of the labour market dynamics;

e Educational process predominantly theoretic;

e Insufficient student orientation of the education programmes;

e Uncritical stylization of international manuals, without their adaptation to the reality of Romanian
business environment;

e A striking absenteeism of students at classes and seminars, especially in the last licence year or
elaborate master degree;

e A reduced number of programmes of studies and inter and transdisciplinary research;

o Relatively low result of scientific research activity within superior education system (comparing to other
European countries)

Referring to relations with labour market:

e Weak collaboration with the business environment from the consultancy perspective from and towards
the business environment, but also from the students ‘practice perspective;

e Shy preoccupation of university management to discern and react at the requirements on labour market,
thus generating a reduced employing degree of the graduates in the activity fields in which they have
been trained;
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e Insufficient development of a permanent learning culture at the population level;
e A reduced interest of the social partners to involve in the implementation of the development policies of
human capital.

Chapter 4 — “Romanian university leadership: representations of its dimensions” — iS a process
continuation of the Romanian superior education system diagnosing, which made the analysis object of the
previous chapter, the third, of our doctor’s degree thesis, starting from the idea that, in order to be able to
pursue an efficient university leadership, there should also exist its self-assessment process, which can reflect
possible approaches, under the form of actions, which are to be taken on university, as acting organisational
system. Consequently, in a logical succession, in the fourth chapter, we planned two field researches, having as
a theme aim the identification of empiric knowledge elements relating to the understanding of expectations’
origin in the leadership area, a concept relatively insufficiently documented by the Romanian research in the
organisational management field. The two field researches, such as opinion surveys, were achieved
simultaneously and they aimed the following: 1) self-assessment of leadership of professors holding high
positions — deans, vice-deans, doctoral schools principles, department managers of economical sciences
faculties, from a five — university sample; 2) knowledge of professors’ perceptions upon dimensions of
economical sciences faculties deans of the same university sample.

Chapter 5 — “Leadership development: challenge and stake for the increasing of Romanian superior
education competitiveness” — goals to debate the importance and opportunity of leadership development in the
Romanian superior education system on the two floors specific to this activity area (subchapter 5.2), such as
university leadership (at the level of an institution — university) and pedagogical leadership (at the level of
professor in their relationship with the beneficiary of educational process — student). Since the leadership
development process is extremely vast and complex, the issues which such approach raises have been
integrated in the global interest field of superior education quality assurance (subchapter 5.1). A well-defined
place was awarded to the opportunity of “Excellence EFQM Model” application in the superior education
institutions (5.1.2)

METHODOLOGY MARKS WHICH TE DOCTOR’S DEGREE THESIS IS BASED ON

The elaboration methodology planned for our scientific construct, the capacity and competence to
achieve scientific research work and also the foundation of an information and valuable, relevant data bank, in
order to be able to know the essence and specificity of the investigated field, represents a solid guarantee in
sustaining the contributions value which we bring to the knowledge of the problems which are being studied.
These contributions can be found on three levels:

e Theoretical level: the achievement of a coherent and relevant synthesis on the leadership
concept, which represents, in fact, a panorama of the thinking currents upon it, which allowed
the knowledge widening, the multi-paradigm definition in a systemic approach of other
connected concepts: learning organisation, organisational learning, organisational change,
change resistance;

e Empirical level: picking up of very useful information, in our scientific paper economy, using
as a method the marketing research represented by the opinion survey based on questionnaire;
the results of this marketing research were correlated with the indicators regarding the quality of
the Romanian superior education system, resulted from ARACIS Barometer, which made
possible a better knowledge of the studied phenomenon, in an integrating system view;

e Practical level: emphasising the connections between self-assessment of its own leadership by
top management of economical sciences faculties — the deans — from the survey sample and the
dimensions representation of this leadership by collaborators, respectively the university
professors sample; the goal of this crossed analysis was to invite the manager — leaders of
economical sciences faculties to assess their own output of the leadership actual practices.
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GENERAL CONCLUSIONS

More than ever, the leader plays an important role today, when the turbulence and complex change from
the social and economic environment, marked by the pressure of two major factors — globalisation and NTIC -,
have become, according to Kotler, normal states. As a consequence, the leader must be, above all, a visionary
and a change agent. Visionary because he needs to have a definite idea about the changes to be made and about
what it is liable to occur, more than to have an idea about the real changes. A change agent, because he does not
need only to induce the change, but he needs, to the same extent, to implant a change culture, which is a
difficult and risky task.

Consequently, nowadays, more and more on all human communities floors, the “leader” has become an
emergent concept, especially among the youth, who have started to be aware of the fact that leadership is a
problem, both complex and indispensable for the cultural, economic and social development. We ourselves had
this argument when we chose that the investigation area of the problems connected to the leadership
development to be confined to the university environment, an indispensable frame from the perspective of
educating the young people as potentially future promotors of leadership at their working place.

The construction of our doctor’s degree thesis was based on a classical structure, which divides
chapters in two parts. The first part, comprising chapters one and two, has as a research axis the
leadership epistemological frame, interconnected with valences, created nowadays, by the emergence of a
new concept: “learning society”. The second part, made up of chapters three, four and five, has an
exclusively practical vocation, bringing to attention the following: challenges and stakes of university
leadership; representations of its dimensions, using an empirical analysis of certain field research (opinion
surveys) results on a sample off academic professors from five universities; stakes of leadership development in
order to sustain the increase of competitiveness of Romanian superior education.

Further on, in this final section meant to outline the general conclusions of our doctor’s degree thesis,
we intended to present the problems of major interest, approached by the undertaken scientific steps, and finally
to emphasize the author’s personal contributions.

1. Leadership: concept and importance for modern organisation

Leadership is associated with the position of the leader but not only of that leader who is seen as being

“democratic”. This specification needs to be done from the beginning because, in the Anglo-American

sense, it is abuse to speak about autocratic leadership or to identify this term with hegemony, as it is

shown in the dictionaries of French language (in Larousse, leadership means “commandment;
hegemony”). Therefore, “the concept of leadership finds itself within an identity, ideological and
cultural frame, which has particular features: the feature of “free” man, of well-defined individual

rights, of a limited social regulation, of “local” communities relatively autonomous and of a

Government or relatively weak bureaucratic machinery”.

The studies about the art of leading an organisation are numerous, diverse and the term of
leadership is found within this movement. In general, leadership is defined as being the capacity to
arouse the voluntary participation of people and communities in order to achieve the established goals.
It is noticeable that leadership is founded on “voluntary participation” notion, differing from authority
notion. And if authority is delegated by hierarchic resort, depending on the held position, leadership
refers to the assigning process, respectively to positive identification mechanisms, that some people
carry in the respect of others.

In a defining and very synthetic attempt, the leadership’s behaviours are:
e “to encourage”, meaning that the leader supports subordinates in order to develop competences;
e “to communicate’, meaning that the leader informs subordinates on their expectations and
involves them in taking decisions;
e “to respond”, meaning that the leader sends feedback to subordinates (a retroaction) regarding
their performances.

In order that these leader’s behaviours find their aim, the leadership needs to count on using the following
factors:

- Clear strategic vision;

- Open working environment, promoting team work;

- Work organisation, where discipline and control are important;
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Labour security conditions.

Numerous leadership theories, presented in the first chapter of our paper from epistemological perspective,
can be grouped in five thinking currents.

a)

b)

d)

Approach based on manager’s (leader’s) features (qualities). The engaged researches, along the
years (the first studies were carried after the second world war) to identify the main features of leading
people, on different management floors, have the credit of having emphasised the personal dimension,
even informal, by which they succeed to have an important ascendant upon their collaborators and
subordinates. A singular type-portrait of a manager (leader) cannot be made, and numerous authors,
among Bass is remarkable due to his works’ notoriety, point out that a manager cannot touch a
performant leadership level because of particular features, but firstly because, in a particular situation,
their personal features configuration adapts itself to the needs, features and projects of the followers.
Approach based on managers’ (leaders’) behaviours. Starting from the limits experienced in the
approach based on features, some researchers, among whom we remind the ones from Ohio University,
paid prior attention to the reports between managers’ (leaders’) behaviours and satisfaction and output
of their subordinates. Among the completed works in this thinking current the most often and easiest to
use is Blake and Mouton managerial grid, which allows the definition of five dominant manager
(leader) styles: “anaemic”, in which they invest little, both on tasks centring and also on exclusively
task-oriented; “intermediary”, aiming to establish a balance between the two orientations;
“integrating”, aiming to reconcile the two orientations.

The two authors of the grid support the idea that leadership cannot be associated only to the last types of
leaders, and the ideal type would be the “integrating” style.

The contingents approach. This approach aims to consider both the personal features of the manager
and of the subordinates and also the situation itself, defined by the nature of work, the organisational
structure and the environment constraints. In the spirit of this approach, Hersey and Blanchard
theoretical pattern is remarkable, since it completes Blake and Mouton grid, by a component named
the subordinates maturity degree. Thus, this pattern, depending on four maturity levels of the
subordinates, outlines four major leading styles: “directive style”, which emphasizes the definition
and achievement of tasks, paying little attention to interpersonal relations; “motivation style”, consisting
in centring of leader’s interventions on their relation with the subordinate ( support and encouragement),
and also on the task itself (instrumentation and formation); “participative style”, which indicates team
work and subordinates engagement in new projects; “delegation”, meaning a minimum intervention of
the leadership in the achieving of tasks by the subordinates. The two authors of this pattern mention that
there is no ideal style, but rather styles, appreciated more or less and proper to work situations.
Transactional approach. This approach is usually based on the dependence of the contexts power and
the nature of potential reactions of the people liable to it. In other words, the reports dynamics
between individuals, weather leaders or subordinates is a matter of interest and it establishes
mutuality relations, each actor pursuing benefits. In other terms, it’s about the capacity of a leader to
express leadership on their collaborators and subordinates, having a personal willingness to accept their
influence, an ability to show their willingness to their collaborators’ requests.

Transformational approach. It is the approach of the outmost interest, due to some factors connected
to the important social and organisational transformations, which occur under the pressure of complex
changes within institutions environment. Bass has identified three major dimensions of this
leadership:

e Charisma: the leader knows to interpellate the collaborators, to create a convivial human
environment proper to identification and affiliation, to detect what it is important and to express
an articular vision.

e Individual recognizing: the leader delegates projects in order to encourage learning situations,
they pay attention to the subordinates’ situation and approach them as distinct people.

e Intellectual stimulation: the leader promotes new ideas, asks questions, invites to reconsider
traditional methods, he’s open to different manners to approach occurred problems and to carry
out processes.
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A general conclusion shall be remarked: Increase of points of view and of contributions
relating to the leadership theme is a proof of continuous interest for this concept.

Tendencies in leadership future development

The documentary source for the outlining of tomorrow tendencies in the leadership development was
“The White book”, achieved by Petrie, senior professor within Centre for Creative Leadership — CCL),
having as supporting arguments the information picked from a conducted interview with 30 experts in
this field. It is to be remembered the fact that the tendencies in leadership development, identified by the
interviewed experts have been interpreted as pertinent answers to today’s challenges, which are for the
attention of trainers in leadership development in a more and more complex and changing world.

Thus, among today’s challenges to which the leadership development programmes shall respond,
are as follows:

a) Rapidity of environment changing towards an increasing complexity and more numerous
challenges. The interviewed experts have described the new today’s working environment as being:

Unstable: change occurs rapidly and at large scale;

Uncertain: impossible to set precise predictions;

Complex: the difficulty to point out the occurring challenges results from numerous factors and causes,

which often generate multiple solutions;

Ambiguous: the meaning of events and their possible consequences remain uncertain.

b) A profound mutation of key competences, which claims a superior reflection capacity. The
most quoted competences, capacities and features by the interviewed experts are the following:

Adaptability;

Self-knowledge;

Capacity to team collaborate;

Network thinking.

c) A requirement to conduct creatively in a turbulence period. The conducted interview outlined
the most used methods of leadership development:

Formation;

Mission assignment;

Learning through action;

Coaching of leaders;

Mentorship.

Many experts support the statement according to which, by the leadership development programmes, it is not
sufficient to show the leaders what they should do, but they shall be taught to know how to practice an efficient
leadership. In leadership development four tendencies were established, which were identified by the
interviewed experts and also confirmed by emergent practices that can represent a potential starting point for
tomorrow’s leadership development programmes.

a) Tendency 1: the increasing importance of vertical development (development stages). There are

two development types: horizontal development and vertical development. Horizontal development
corresponds to acquiring of new behaviours, capacities and competences, since it means technical
learning. This method is very useful in the case of a well-defined problem, for which there are known
solutions. Vertical development refers to the approach of these steps on the stages that a person should
go through, in order to make progress in this field. Even if horizontal development (and the
competences methods) continue to have their importance in the leaders’ development, it is necessary to
apply vertical development techniques, which can be acquired through a three-stage process:

Awareness: the individual considers the existence of other perceptions and acting ways of people;
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- Loss of habits and judgement: the individual analyses and reconsiders the assumptions on which he
had counted before. He experiments and accepts other assumptions, which represent new possibilities to
act both in private area and in professional life.

- Progress: evolution becomes possible through practice and efforts; the new concept is consolidated and
starts to dominate previous concepts. The new development level allows an understanding which
corresponds better to the expectations.

b) Tendency 2: optimization of acquiring the development principles at the individual level. When
somebody feels responsible by their own progress, they develop more rapidly. Nowadays, we are
tempted to push this responsibility towards others, whether it is about the human resources department,
our superior or our trainer. Researches point out the following interest factors, which are inherent to
coaching, that follows leadership development for all:

- Development points are chosen by each leader, not by the coach;

- The process is adapted to each of them;

- The trained person wants to get involved directly in the process of their own development; the coach’s
role is confined to guiding the process;

- The coach takes part, they do not play the expert;

- Coaching does not involve any compulsory programme to cover;

- The development process is regarded as being long-lasting steps, not a punctual training period of time.

c) Tendency 3: decline of individual leadership for collective leadership benefit. It is noticeable a
transition from the old paradigm according to which leadership is a matter of individual or functioning,
to a pattern in which leadership is a collective process, which express itself by mediation of a people
network. The problem is no more “who the leaders are?” ; the problem is by now the definition of
conditions necessary for network leadership and of a manner to develop it in the entire institution.
Network leadership is facilitated when certain conditions are fulfilled:

- Opening the information flows;

- Flexibility of hierarchical structure;

- Resources distribution;

- Assignment of decisions to be taken;

- Leadership decentralization.

d) Tendency 4: a bigger influence innovation in the leadership development methods. There is no
simple pattern or programme considered to be sufficient for the development of collective leadership
levels necessary to an increasing complexity environment.

On the contrary, the institutions shall be reactive in terms of innovations, and also to experiment new
approaches associating more new concepts.

e) Challenges and stakes of university leadership
» Synthesis regarding the present state of the Romanian superior education
In order to outline some aspects which emphasize the present image of the Romanian
superior education system, we had, as very useful inspirational documentary materials,
with explanatory, real data about the interest area of our research, ARACIS studies
regarding “Romanian Education Quality Barometer”, and also the study coordinated by
professor doctor Gh. I. Rosca. In this section of general conclusions, we outline the most
aggravating weak points in the field of Romanian superior education, which have
direct impact on the quality of university leadership quality, as follows:
Related to the educational process itself:
e An excessive number of specializations, irrespective of the labour market dynamics;

e Educational process predominantly theoretic;
e Insufficient student orientation of the education programmes;
e Uncritical stylization of international manuals, without their adaptation to the reality of
Romanian business environment;
e  Astriking absenteeism of students at classes and seminars, especially in the last licence year or
elaborate master degree;
40



e Areduced number of programmes of studies and inter and transdisciplinary research;

e Relatively low result of scientific research activity within superior education system (comparing
to other European countries)

Referring to relations with labour market:

Weak collaboration with the business environment from the consultancy perspective from and towards
the business environment, but also from the students ‘practice perspective;

Shy preoccupation of university management to discern and react at the requirements on labour market,
thus generating a reduced employing degree of the graduates in the activity fields in which they have
trained,

Insufficient development of a permanent learning culture at the population level;

A reduced interest of the social partners to involve in the implementation of the development policies of
human capital.

» Coordinates of university leadership development steps

In the steps of superior education reformation, they shouldn’t minimize the major challenges
which are faced as main vector in the positive change of human condition, in the
development of society’s material and spiritual values. Lepoivre has outlined these major
challenges at which universities can respond by leadership development, both among
professors and also among students, especially the ones in superior formation cycles —
master degree and doctor degree:
e The needs of the labour market, this becoming one of the first requirements for the superior
education system, whose performances are often assessed as being insufficient by the Government,
employers, students and public opinion;

e New society requirements, above mentioned,;

e Raising impossibility of superior education institutions to cover all knowledge spectre, and
also the necessity to develop new study fields and multidisciplinary stages;

e International competition among universities, which has increased along with the international
classifications emergence, among which Shanghai classification; this competition is reflected also
by the development of a “formation market, which got consolidated by NTIC.

In this context, the university leadership development induces a process of transformation,
influence and favouring of positive change of the two main actors of the educational process:
professor and student. University leadership shall have the capacity to transcend the situation,
imposing a vision, and consequently to alter the collaborators ‘behaviour (for instance, of students), in
order to turn them into real change agents. Thus, the professor’s authority is founded on a series of
factors describing their behaviours as leadership “serviteur”: charisma, vision, motivation inspiration,
intellectual stimulation and individualized consideration.

Related to formation and education field, professor’s leadership is different from transformational
leader in respect of their final target. Without respect and acknowledgement of personal dignity, we
cannot speak about leadership. Therefore, the professor’s leadership shall be seen as ethical
leadership that places in the middle of equity dimension human values and sense of life and human
respect. They are in the person’s service (the student) and, above all, aim the improvement of moral
welfare of the people belonging to a community. The ethical leader does not want to be served by
others, on the contrary, he is there to serve the people around him.

Gendron proposes a three-dimension pattern — “3S: Savoirs, Savoir-faire et Savoir-etre” — in order
to define “the competences”. The leadership essence is founded on this complex and personal
knowledge combination (savoirs), skilfulness (savoir-faire), erudition (savoir-etre), which is not
awarded together with getting a position, but points out the person’s competence.
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PERSONAL CONCLUSIONS

1. Contributions of the doctor’s degree thesis to the knowledge of the investigated field

The elaboration methodology designed for our scientific construct, the capacity and competence
to carry out scientific research work and also to create a bank of information and relevant, valuable data
in order to know the essence and specificity of the investigated area, represents a solid guarantee in the
support of contributions’ value, which we bring to the knowledge of the problem under study. These
contributions can be found on three levels:

e Theoretical level: the achievement of a coherent and relevant synthesis about the leadership
concept, which represent, in fact, a panorama of thinking currents upon it, that allowed the
widening of knowledge, multiparadigm definition in a systematic approach “organisational
learning”, “organisational change”, “change resistance”;

e Empirical level: picking up information very useful in the economy of our scientific work,
using as method the marketing research represented by the opinion survey based on
questionnaire; the results of this marketing research were correlated with indicators regarding
the quality of the Romanian superior education, taken from ARACIS Barometer, which made
possible a better knowledge of the studied phenomenon, in an integrating system optics;

e Practical level: emphasizing the connections between their own leadership self-assessment
by the top management of the economical sciences faculties — the deans — from the survey
sample and the dimension representation of this leadership by collaborators, respectively the
university professors sample; by this crossed analysis it was desirable to invite the manager-
leaders of economic sciences faculties to assess their own output of present leadership practices.

2. Research perspectives

The results emphasized by field research (presented in the fourth chapter) have at least two
limits

¢ Firstly, the fact that the opinion surveys were made on two reduced samples (48
professors in leading positions and 46 university people from results. Though, we repeat the
mention we made in the chapter adherent to the field research that the object of our
research was a pilot test of the questionnaire patterns taken from two reference studies
in the speciality literature, but adapted to specificity of the field that the university
education represents;

¢ Another limit refers to the relatively reduced capacity to describe and explain the
leadership dimensions developed on top management floor — dean- by their collaborators,
university people that they coordinate, who were included in the survey sample.

These limits shall be accepted as paths of future vast research. We are considering to increase the survey
sample and to replace the picking technique that we used (e-mail) in our demi-conducted interview.
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Curriculum vitae
Europass

Personal Information

First name/ Name

Adress
Phone number
E-mail

Nationality
Date of birth

Sex
Professional experience

Period
Function/ Position
Main activities and responsabilities

Employer name and adress
Activity type or sector

Period

Function/ Position
Main activities and responsabilities

Employer name and adress
Activity type or sector

Period

Function/ Position

George Dinu

Padina street, number 2, postal code 100277, Ploiesti city, Romania
0727790326

dinu_george22@yahoo.com

Romanian
22.11.1986

Male

2014 - 2016
Transport agent

o Receipt and confirmation of transport orders

¢ Planning, organizing and controlling transport activities

o Coordinating the team that prepares the necessary documents for legal circulation on the
public roads

o Fleet management

o Establishment of activity report and costs

o The appointment and optimization of transport routes

SC Kris Flor Intermed Prest SRL — Pitesti, Garlei street, block P10A, Arges county
Transport

2011 -2014

Manager of environmental management systems

Assisting the Executive in meetings and negotiations

Promoting the company’s services and evaluation customer satisfaction
Team coordination and transport operations

Representation of the company in relation to ARR, RAR and Police
Analyzes the mode working of service cars and realize aims

SC Kris Flor Intermed Prest SRL - Pitesti, Garlei street, block P10A, Arges county
Transport

2010 - 2011
Reviewer Human Resource
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Main activities and responsabilities

Employer name and adress

Activity type or sector

Education and Training
2009 - 2011

2005 — 2008

2001 - 2005

Personal skills and
competences

Native language

Known foreign language
Auto evaluation
Nivel european (*)

English

Competences and social skills or
organisational skills

Computer skills

Hobbies

Drive license

Annexes

Draws statement for pay

Achieving record employees and update their data

Providing the documents requiered by the county council of Prahova or ITM

Participation in work meetings of County Museum of History and Archaelogy Prahova and
preparing the decisions of the meetings

County Museum of History and Archaeology Prahova — Ploiesti city, Toma Caragiu street, number 10,
Prahova county

Cultural

Master Courses - University of Oil - Gas Ploiesti
Specialization — International bussines strategy

College — University of Oil — Gas Ploiesti
Specialization — Quality Management and Commodities Science

High School — School Transport Group Ploiesti
Specialization — Electrical Engineering

Romanian
English
Understanding Speaking Writing
Listening Reading Conversation Oral speech Written expression
| B1 ' B2 B B B

(*) Common European Framework of Reference for Languages

Initiative
Flexibility and quickly adapt to changes
Good comunication and ability to work in team
Practical person with sense of responsibility and good organizational skills

Familiarity with:
o Microsoft Office (Word, Excel, Power Point)
e Internet
e Photoshop

Photography
Dance

Team games
Tennis

B Category (2005)

Graduation Certificate - ,,Diplomacy in public administration - National College of
Administration, Bucharest, 2013

Graduation Certificate - ,, Training program in international relations” - Romanian Diplomatic
Institute, Bucharest, 2011

Graduation Certificate - ,,Computer — PC” - Delos Consulting, Ploiesti, 2009

Graduation Certificate - ,,Secretary — Assistant manager” - Delos Consulting, 2009
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List of published articles

o «Une présentation en perspective épistémologique de I'étude des valeurs des sociétés et individus» - Revue Valaque D’etudes
Economiques - une revue internationale de theories et d’etudes appliquees en matiere de gestion de la performance , volume
3(17), no 2/2012, ISSN 2067-9459

. «Romanian higher education: an argument to apply EFQM excellence model» - Magazine Access to success, 2015

o «Leadership, the Engine of Changes in the Romanian Academic Environment, Current and potential practices to develop
leadership in the upper levels»

In process of publication:

o «The perspective of change as an organizational learning factor»
o «Romanian academic leadership: representation of its dimensions»
. «L’insertion des diplomés de I’enseignement supérieur roumain sur le marché du travail. Une radiographie sociologique réalisée

par I'intermede du projet stratégique ACADEMIS, ARACIS»

53



		2016-10-14T14:26:11+0300
	COLTUC DINU




