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,, Inteligenza nu Tnseamna sa nu faci gregeli,
ci sa vezi repede cum pori sa le indrepyi ”

,, Intelligence is not to make no mistakes,
but quickly to see how to make them good ”

B. Brecht!
(10 feb. 1898 — 14 aug. 1956)
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! Nascut Eugen Berthold Friedrich Brecht (de profesie dramaturg, poet si regizor german), a fost unul dintre cei care au revolutionat arta
teatrala Tn prima parte a secolului al XX-lea, promovand o noua teorie si practica a teatrului, bazata pe efectul distantarii epice — nota
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Born Eugen Berthold Friedrich Brecht (by profession German playwright, poet and director), he was one of those who revolutionized
theatrical art in the first part of the twentieth century, promoting a new theory and practice of theater, based on the effect of epic distance —
the author's note;



INTRODUCERE

Trecerea n secolul al XXI-lea a insemnat si 0 modificare atat a comportamentului angajatilor, cat
si al angajatorilor. Comportamentul angajatilor este determinat de anumite motive, constientizate — de
fiecare individ — ca scopuri. Sarcina unui bun manager, unui bun lider, este de a identifica si activa
motivatiile angajatilor si de a le indrepta catre o activitate performanta.

Daca, in trecut, angajatii munceau mult si dadeau dovada de loialitate fata de angajator, cariera
lor urménd o cale sigura si oarecum previzibila, la sfarsitul secolului al XX-lea motivatia a Tnceput sa fie
tot mai mult considerata cruciala Tn succesul privit nu doar la nivelul organizatiei, dar si la nivelul fiecarui
departament sau proiect. Rolul motivatiei nu se limiteaza doar la a Ti face pe angajati sa munceasca, ci
merge pana la a 1i face sa munceasca bine, lucru care implica utilizarea integral a resurselor fizice si
intelectuale de care dispun.

Oamenii sunt cea mai important categorie de active de care se poate folosi o organizatie, niciuna
dintre acestea neputand exista fara resursele umane care o alcatuiesc. Paradoxal Tnsa, tot ei sunt si singurul
activ care poate actiona mpotriva scopurilor organizatiei. Din acelasi punct de vedere, in momentul de
fata oamenii pot alege unde si lucreze sau sa plece daca nu le mai face placere. Cei care vor sa Tsi
Tmbunatateasca nivelul de trai si sa ajunga la un echilibru n viata profesionala, vor decide si paraseasca
locul de munca daca acesta nu mai este satisfacator.

Organizatiile se adapteaza si se schimba intr-un ritm mai rapid ca niciodata, atat in ceea ce
priveste structura, cat si modul in care opereaza pentru a Tsi atinge tinta. Fara a da prea multa importanta
personalului din cadrul organizatiei, conducerea este adesea orbita de beneficiul obtinut, scapand din
vedere sau nestiind cd profitul organizatiei se poate majora substantial doar daca motivatia si satisfactia
personalului se dezvolta permanent. Cheltuielile acestui obiectiv sunt reduse considerabil comparative cu
pierderile determinate de insatisfactia personalului. Comportamentul defensiv, conflictul si/sau sabotajul
sunt doar cateva dintre modurile de exteriorizare ale insatisfactiei angajatilor. De asemenea, fluctuatia
intensiva si concedierile permanente sunt solutii costisitoare. Organizatiile de renume care au Tnviatat de-a
lungul timpului cum pot face din angajatii avuti o fortd, Tn prezent se afla laapogeul dezvoltarii
economice, aplica strategii antreprenoriale in managementul si lideriatul resurselor umane, numarandu-se
—an de an — printre organizatiile (atat publice, cat si private) performante.

O problema deosebit de importanta in derularea activitatii de fiecare zi a omului o reprezinta
motivarea pe care el o resimte Tn legatura cu ceea ce face sau urmeaza sa intreprinda.

Motivarea este un termen general ce descrie procesul Tnceperii, orientarii si mentinerii unor
activitati fizice si psihologice, este un concept larg ce cuprinde o serie de mecanisme interne, cum ar fi:
preferinta pentru o activitate fata de alta, entuziasmul si vigoarea reactiilor unei persoane, persistenta unor
modele (tipare) organizate de actiune pentru indeplinirea unor obiective relevante.

Motivarea constituie o notiune complexa, continutul acesteia neputand fi analizat minutios si
evidentiat, deoarece motivele de actiune ale individului sunt doar cele deduse din comportamentul lui,
neputdnd fi observate si masurate direct. Evaluarea continua a performantelor si a posibilititilor de
crestere a valorii unei organizatii, analiza pozitiei sale financiare, supravegherea si neutralizarea factorilor
de risc, cotarea la bursa, propunerea unor investitii eficace si pastrarea unor relatii contractuale echilibrate
cu investitorii constituie provocari continue pentru managerii si liderii organizatiilor care urmaresc sa se
mentina viabil pe o piatd concurential din ce Tn ce mai internationalizata.

Scopul oricarei organizatii este stabilizarea pozitiei sale pe piatd, aceasta putdndu-se concretiza
prin prestarea de servicii sau oferirea de produse de o calitate ireprosabila, practicarea unor preturi
competitive si prin diferite avantaje acordate clientilor. Calitatea serviciilor prestate ori produselor oferite
Tsi are esenta Tn sarguinta activitatilor desfasurate de personalul angajat. Pentru desfasurarea unor servicii
sau oferirea unor produse de calitate trebuie si existe factori motivatori care Ti impulsioneaza pe salariati
sia presteze foarte bine activitatea, Tnsa suprasolicitarea acestora este contraproductiva. Existenta
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motivatiei din partea angajatorului conduce la realizarea, in cat mai scurt timp, a unor activitati de calitate,
dar suprasolicitarea determina angajatii sa se simta pedepsiti pentru performantele avute. Este foarte
important ca factorului uman sa i se acorde o atentie deosebita, adica sa fie motivat, sa fie sistematizat in
asa mod Tncat nu doar personalul, ci si organizatia sa Tsi ndeplineasca obiectivele propuse.

Motivarii angajatului trebuie sa i se acorde o importantd deosebita, constatandu-se ca personalul
angajat, atunci cand este motivat la serviciu, are tendinta realizarii sarcinilor mult mai repede si cu o
calitate ridicatd, ceea ce conduce la cresterea performantelor, la scaderea fluctuatiei de personal si a
absenteismului. Tn majoritatea organizatiilor particulare sistemul de motivare este destul de util, dar Tn
organizatiile publice acest sistem si, in special, sistemul de remunerare al angajatilor, este stabilit de lege,
fiind astfel dificil si se realizeze motivarea personalului. La data realizarii prezentei lucrari erau
ntreprinse numeroase actiuni care vizau atat Tmbunatatirea sistemului de motivare, cét si pentru realizarea
obiectivele organizatiilor publice intr-un timp favorabil, insa trebuie sa ne asteptam si la compromisuri in
relatia dintre angajator si angajat.

Managerii si liderii sunt Tn permanenta preocupati de motivare in munca, cu atat mai mult cu cét
angajatii doresc tot mai multd interactiune, recunoastere si implicare in satisfacerea nevoilor, in aceste
conditii fiind necesar sa se puna la punct, in functie de domeniul de activitate al fiecarei organizatii, un
sistem de salarizare (in care s-au stabilit criterii clare de acordare), posibilitatile de promovare n functie
de performante, un sistem de bonusuri si recompense in functie de calitatea, cantitatea si conditiile muncii
depuse. Este imposibil sa mearga intotdeauna totul ca pe roate; vor exista si scapari, dar tot raul e spre
bine.

Motivarea si performanta se afla intr-o relatie controversata care, avand in vedere multitudinea de
variabile ce pot interveni Tn legatura dintre ele, necesita a fi studiata pe un lot reprezentativ de subiecti
care sa permita generalizarea rezultatelor. Se va constata ca investitia Tn oameni se dovedeste a fi cea mai
sigura cale de supravietuire a organizatiei sau de asigurare a competitivitatii si viitorului acesteia, doar
motivarea suficienta a resurselor umane, pecuniara sau nepecuniara, insotitd de o politica de marketing
bine gandita, poate asigura succesul afacerilor in perspectiva.

O cale de deschidere de noi perspective, care la Tnceputul anilor 80 atragea interesul
cercetatorilor din consiliere si psihoterapie, este Programarea Neuro-Lingvistica (acronim international:
NLP, dupa denumirea din limba engleza: Neuro-Linguistic Programming). Creata prin anii *70 de R. W.
Bandler si J. T. Grinder cu scopul de a descoperi structura excelentei umane, NLP este si in prezent
consideratd a fi una din caile spre succes, oferind instrumentele practice necesare pentru atingerea
scopurilor. Desi analizele de cercetare de la mijlocul anilor 80 au pus o lumina slaba asupra ideilor de
baza din NLP, scazind interesul specialistilor in psihologie de a mai cerceta aceasta zona, un grup de
colegi si studenti consacrati din acea perioada — dintre care ii amintim pe L. Cameron-Bandler, J.
DeLozier, R. B. Dilts, D. Gordon, F. Pucelik, A. L. Byron, J. Eicher, M. Myers-Anderson, S. G. Gilligan,
S. Andreas si C. Andreas, T. A. Epstein, T. Hallbom, S. Smith, E. J. Reese si M. Reese, T. JAMES, W.
Woodsmall, S. Jacobson, S. R. Lankton sau T. Epstein (lista putdnd continua) — au adus o contributie
relevanta la dezvoltarea si extinderea NLP de atunci si pana in zilele noastre.

NLP constituie o abordare aparte Tn intelegerea procesului de comunicare, declansand o atitudine
de curiozitate, pasiune si dedicare in studiul modalitatilor de Tmbunatatire si dezvoltare personala a
comportamentului fiintei umane, fiind nu doar un sistem eficient pentru stimularea evolutiei spirituale si
cresterea armoniei sufletesti, ci si un bun impuls de schimbare a mentalitatilor la nivel social. De
asemenea, ofera numeroase mijloace utile n a face fatd problemelor reale ale managementului si
lideriatului de astizi. Cu toate acestea, informatiile despre NLP prezentate n lucrare nu trebuie
interpretate ca fiind indicatii terapeutice, dar asta nu inseamna ca pot fi considerate inutile.

Aceasta lucrare cerceteaza modul in care personalul angajat permanent percepe si raspunde la
preocuparile organizatiilor in ceea ce priveste cresterea satisfactiei in munca, relatia NLP-motivare avand
un rol important in stimularea initiativei, a efortului si reusitei. Desi pare usor ca managerii si liderii sa



Tnceapa sa vorbeasca despre corelarea necesitatilor, aspiratiilor si intereselor organizatiilor si de a initia
diverse campanii Tn acest sens, devine o provocare — chiar dificila — punerea in aplicare a practicii si
politicii Tn ceea ce priveste motivarea personalului, pentru a-I determina sa Tsi imbunatateasca propria
activitate, obtinand in final performante ridicate. Lucrarea Tsi propune sa scoatd Tn evidenta relatia dintre
motivare, programarea neuro-lingvistica si performantele efective ale unui individ si si creeze conditii
astfel incat telurile personale ale angajatilor si ale organizatiei s poatd fi monitorizate, relatia NLP-
motivare avand un rol important in stimularea initiativei, a efortului si reusitei.

Prezenta lucrare este structurata n sase capitole ce pot fi sintetizate astfel:

(1) Capitolul 1, intitulat ,,Programarea Neuro-Lingvistica”, contine o analiza conceptuala si
contextuala a ceea ce inseamna si implica cunoasterea aspectelor legate de ceea ce NLP Tnglobeaza
sistematic, respectiv epistemologie (un sistem de cunoastere si valori), metodologie (procese si proceduri
pentru punerea in practica a cunostintelor, valorilor si principiilor) si tehnologie (instrumente care
nlesnesc punerea n aplicare a cunostintelor si principiilor). Am pornit de la denumirea din limba engleza:
Neuro-Linguistic Programming, care isi are originea din disciplinele care au exercitat o puternica
influentd asupra Tnceputurilor acestui domeniu, totul incepand cu cercetarea relatiei dintre neurologie,
lingvistica si pattern-uri (modele) de comportament (intitulate programe), acestea fiind practic chintesenta
de la care s-a pornit in dezvoltarea NLP — modelarea excelentei — respectiv analizarea oamenilor de mare
succes din diferite domenii, elicitarea (definirea si extragerea) mijloacelor folosite pentru asigurarea
succesului acestor oameni si implementarea acestor strategii In propria viata, pentru obtinerea succesului.

(2) Tn Capitolul 11 sunt prezentate principalele influente ale programirii neuro-lingvistice asupra
motivarii, Tn cadrul acestui capitol fiind cuprinsa si cercetarea preliminara aferenta relatiei NLP-motivare,
NLP continand un set de principii si distinctii care sunt special zamislite pentru identificarea si analiza de
pattern-uri primejdioase de conduita, valori, procese cognitive si relatia dintre acestea, in asa fel Incat din
prezenta cercetare preliminara sa rezulte metode, tehnici, instrumente, procedee, teorii si modele NLP de
motivare. Tn special in primii ani de evolutie, majoritatea metodelor, tehnicilor, instrumentelor,
procedeelor, teoriilor si modelelor specifice NLP au fost dezvoltate printr-o atentd observarea a pattern-
urilor (strategiilor) de excelentd ale unor experti din domeniul clinic, educational si organizational.
Totodata, existd numeroase puncte comune intre NLP si alte stiinte deoarece programarea neuro-
lingvistica este desprinsa din stiintele neurologice, lingvistice si cognitive, in plus existand numerosi
termeni si multe principii din IT si teoria sistemelor.

Unul din numeroasele scopuri ale NLP este aducerea in motivare de diferite abilititi din aceste
metode, tehnici, instrumente, procedee, teorii si modele intr-o singura structurd, coerenti si foarte
eficienta atunci cand este pusa n aplicare. Majoritatea metodelor, tehnicilor, instrumentelor, procedeelor,
teoriilor si modelelor specifice NLP au fost create prin procesul numit modelare, care, in principiu,
necesita descifrarea modului in care mintea si cum gandim (neuro) opereaza prin analizarea pattern-urilor
de limbaj (lingvistic) si comunicare non-verbala, rezultatele analizei fiind integrate apoi pas cu pas intr-o
strategie (programare) care poate fi utilizatd in vederea transferarii abilitatii altor indivizi. Aspectul
practic-pragmatic este, poate, cel mai important al NLP, programele de training si conceptele programarii
neuro-lingvistice punand accentul pe latura interactiva si invatarea experientiala, intocmai pentru ca aceste
concepte si principii sa fie corect si complet percepute si intelese.

(3) Capitolul Il este consacrat descrierii cadrului conceptual, epistemologic si metodologic al
demersului stiintific, facdnd cunoscute celor interesati conceptele principale cu care se actioneaza,
respectiv. motivarea angajatilor, cuantificarea nivelului de motivare si particularitatile relatiei NLP-
motivare. Tn continuare este abordati pozitionarea epistemologici a demersului stiintific, cercetarea
intreprinsa Tn cadrul lucrdrii fiind abordata din perspectiva pozitiva, precum si cea post-pozitiva,
cunoasterea realitatii presupunand un rationament inductiv si deductiv. Prin rationamentul inductiv sunt
facute previziuni, Tnsa discontinuitatile nu au fost luate in calcul, inductia putdnd conduce la erori.
Rationamentul deductiv are drept obiectiv formularea celor mai bune ipoteze sau inferente care sa se



potriveasca cu situatii ce nu pot fi in alt mod explicate, abductia fiind folosita pentru explicarea
fenomenelor disparate si pentru a face inferente cu privire la viitor; ca si inductia, identifica un adevar
posibil, punand in joc mai multe ipoteze concurente.

Revenind la obiectivele capitolului, demersul stiintific preconizat, din punct de vedere al
finalitatii, este unul ameliorativ, deoarece este avuta in vedere propagarea unor instrumente manageriale
operationale Tn scopul eficientizarii practicii manageriale in stimularea personalului pentru realizarea
obiectivelor organizatiei si dezvoltarea angajatilor sai. Abordarea cantitativa sta la baza metodologiei de
cercetare si investigheaza analiza statistica a datelor numerice colectate, in cazul de fata, prin intermediul
chestionarului si interviurilor semi-structurate, ca instrumente pentru culegerea datelor; explorarea
teoretica, cea empirica si cea hibrida sunt principalele cai de explorare folosite, cea din urma combinandu-
le pe primele doua.

(4) Capitolul 1V, intitulat ,, Analiza tipologiilor de motivare pe categorii de metaprograme ”, are
ca scop observarea legaturii dintre toate categoriile de motivare (descrise in capitolul metodologic, atat per
total, cét si pe subcategoriile gen si status) si influenta atitudinii organizatiei asupra motivarii personalului,
a creativitatii lui, a lideriatului si a perceptiei asupra responsabilitatii, avand la baza calcularea scorurilor
medii pe categorii de metaprograme si pe tip de motivare, evaluand opinia angajatilor cu privire la
afirmatiile utilizate. Cercetarea preliminara tratata in cadrul capitolului Il si cea empirica realizata Tn acest
capitol sunt conectate Tntre ele si sunt complementare, intrucét repondentii au fost invitati si completeze
un chestionar exhaustiv referitor la modelul de asociere-disociere al angajatilor de locul de munca,
capacitatea acestora de a-si Tndeplini obiectivele de munca, raportarea la loc si timp, raportul intre
motivatia intrinseca si extrinseca, orientarea si directia motivarii, nivelul de integrare si nevoia de
feedback etc.

(5) Capitolul V, intitulat ,,Analiza comparativa a motivarii prin utilizarea instrumentarului
programarii neuro-lingvistice Tn evaluarea si autoevaluarea personalului” este in strdnsa legatura cu
capitolul anterior, care a permis identificarea modelelor de metaprogramare existente la nivelul angajatilor
luati ca studiu de caz. Tn cadrul acestui capitol s-a ncercat compararea informatiilor obtinute cu harta
metaprogramelor realizata prin autoevaluarea si cu harta metaprogramelor realizata prin evaluarea
departamentului de resurse umane. Analiza s-a realizat pe departamente si a permis fundamentarea
masurilor de interventie Tn sporirea motivarii la locul de munci. Analizele comparative vor lua in
considerare Profilul motivational al departamentului, harta nevoilor realizata prin autoevaluare, harta
nevoilor realizata de prin evaluare institutionala, beneficiilor obtinute Tn viziunea angajatului si satisfactia
la locul de munca.

(6) Tn Capitolul VI se propune ,, Tmbundtdsirea climatului motivaszional prin intervensia asupra
metaprogramelor specifice programarii neuro-lingvistice ”, cercetarile din capitolele anterioare
permitandu-ne sa surprindem nivelul de motivare la nivel de departamente, pe status de personal si pe gen.
Tmbunatatirea climatului motivational in cadrul organizatiei luate Tn studiu porneste de la metaprogramele
predominante identificate (factorii motivationali auto-declarati) si are drept scop cresterea performantei
angajatilor prin masuri strategice de dezvoltare motivationald a resurselor umane, per ansamblu
propunandu-ne elaborarea unei serii de masuri necesar a fi implementate pentru a determina cresterea
gradului de motivare in cadrul departamentelor. Altfel spus, cum se poate interveni in cadrul
departamentelor astfel incat sia se realizeze motivarea ntregii echipe de lucru. Privind la nivel de
departament, procesul de motivare trebuie sa ia Tn considerare mai multe aspecte, precum nivelul de
incredere, angajamentul membrilor departamentului, nivelul de socializare, comunicarea etc., adica toate
elementele necesare fundamentarii unui mediu motivant, colaborativ, structurat si comunicativ.

Capitolele sunt precedate de prezenta introducere, in care am urmarit sa pun accentul pe
actualitatea si oportunitatea tematicii lucrarii, ultima parte a acesteia fiind dedicata concluziilor,
contributiilor personale, limitelor demersului stiintific si directiilor viitoare de cercetare, referintele
bibliografice, listele si anexele integrandu-se n structura lucrarii ca fundament solid de informatii al
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demersului stiintific realizat. Rezultatele cercetarii se regasesc in articolele/lucrarile stiintifice elaborate pe
masura ce am avansat in studierea bibliografiei si derularea cercetarii empirice — in conformitate cu
standardele impuse de Institutia Organizatoare de Studii Universitare de Doctorat (IOSUD) prin
programul de studii universitare de doctorat — si publicate, ulterior prezentarii rezultatelor partiale obtinute
n cadrul unor conferinte internationale, in reviste de specialitate indexate BDI si/sau cotate ISI.

Tn incheiere, declar pe proprie raspundere ci aceasta lucrare este rezultatul activitatii intelectuale
rezultate din cercetarile mele si pe baza informatiilor obtinute din surse care au fost citate, In textul
lucririi, si in bibliografie. Tn realizarea tezei de doctorat am apelat la numeroase lucrari de referintz,
aparute la edituri de prestigiu si, de fiecare data cand am stiut sigur ca anumite idei sau concluzii apartin
unor autori consacrati, am consemnat explicit in lucrare cui Ti sunt indatorat. Totusi, Th eventualitatea in
care am omis sa precizez cui 7i apartine ideea, imi cer mii de scuze si le comunic ca orice informatie care
m-ar ajuta sa rectific greseala este binevenita. De asemenea, mai declar pe proprie raspundere ca lucrarea
nu a mai fost prezentata, de mine sau de catre un alt candidat, in fata unei alte comisii de doctorat.
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ANEXE

CADRUL CONCEPTUAL, EPISTEMOLOGIC SI METODOLOGIC
AL DEMERSULUI STIINTIFIC

Scopul cercetarii este de a prezenta cadrul conceptual, reperele epistemologice si metodologia
aplicata. Cadrul conceptual teoretic permite decalarea problematicii abordate, respectiv contextul si
tematicile care determini efectuarea cercetarilor’. Acesta reprezinti sinteza cercetitorului privind
literatura specifica care explica fenomenele abordate si care prezinta punctele de vedere ale altor
cercetatori si cercetari care au abordat aceeasi problematica. Acest cadru permite cercetatorului
identificarea variabilelor necesare in investigatia de cercetare si contureaza drumul de urmat in
investigatiile proprii. ,, Perspectiva epistemologica formuleaza legatura dintre cercetator si obiectul
cercetarii sale™® si prezintd succint etapele demersului stiintific. Reperele metodologice ilustreazi

2 McGaghie, W. C., Bordage, G., Shea, J. A. - ,, Problem statement, conceptual framework, and research question” in ,, Academic Medicine,
76(9) ", 2001, pp. 923-924;
3 Alexa, E., Sandu, A. - , New directions in epistemology of social science” in ,, International Conference Knowledge and Action”, Dec.
2010, pp. 9-12;
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aspectele cantitative utilizate in cercetare, precum si principalele metode si tehnici de analiza.

n cartea , Cercetarea in economie si management. Repere epistemologice si metodologice ”,
publicata n 2006, D. Zait si A. Spalanzani arata ca ,, metodologia cercetarii este un sistem de metode,
procedee, tehnici, reguli, postulate, principii si instrumente, precum si know-how-ul aferent angajate Tn
procesul cunoasterii stiinzifice. Dintr-o asemenea definisie nu rezulta aspectul cel mai important pe care-|
vizeaza metodologia cercetarii. Ea confera cercetarii caracterul de acriune eficienta tocmai prin aceea ca
propune un mod de utilizare, un know-how potrivit pentru metodele, tehnicile, instrumentele etc. ce pot fi
folosite, acesta din urma fiind, de regula, cunoscute. Ceea ce nu se cunoaste sau nu se stie suficient de
bine este aplicarea lor n situayii noi ”*.

1. Cadrul conceptual

Motivarea Tn cadrul unei organizatii a devenit foarte importanta pentru asigurarea avantajului
competitiv si planificarea strategica a mediului de lucru, iar cercetarile din ultimele decenii au fost
orientate pe diferite aspecte ale masurarii acesteia prin metode si indicatori specifici. De asemenea,
cercetarile privind motivarea prezinta particularitati specifice in contextul aplicarii abordarilor NLP in
managementul resurselor umane.

1.1 Cercetari privind motivarea angajatilor

Arta motivarii personalului ncepe cu stiinta de a 7i influenta comportamentul. Odata Tnteles acest
lucru, pot fi obtinute rezultatele asteptate atat de ansamblul organizatiei, cét si de fiecare membru al sau.
La locul de muncs, solutia este influentarea personalului cu scopul de a le armoniza motivatiile personale
cu necesitatile organizatiei. Pentru organizatie, motivarea personalului Thseamna munca eficienta, iar
pentru angajat motivatia personala inseamna satisfactie profesionala.

Tn cadrul activitatii umane, munca reprezinta aria centrali a acesteia nu doar din punct de vedere
al rolului ei in geneza istorica a fiintei umane, ci si prin rolul avut in ontogeneza personalitatii mature.
Conform definitiei unanim recunoscute si acceptate, motivarea personalului expune, asadar, faptul ca
existenta umana este conditionata de o multime de trebuinte, tendinte, efecte, interese, intentii, idealuri
care determind atingerea anumitor scopuri sau obiective. Motivarea rimane motorul conduitei angajatului,
ratiunea care declanseaza faptele, actele si reactiile, fiindca 1i accentueaza comportamentul.

Tn contextul muncii, motivarea este definiti ca fiind gradul de disponibilitate a angajatului de a se
implica si a depune un efort sustinut in vederea atingerii obiectivelor profesionale. Tn acelasi context,
motivarea este considerata ca fiind mai degraba un rezultat al tranzactiei intre angajat si mediul
organizational Tn care acesta Tsi desfasoara activitatea, decat un rezultat al dominantelor motivationale
individuale, performanta profesionala apardnd atunci cand existd o suprapunere justa Tntre asteptarile
individuale si solicitarile organizationale. Cu toate acestea, trebuie sa se faca distinctia Tntre motivarea
prin identificare si cea prin utilizare; prima 7l conduce pe angajat sa Tsi interiorizeze scopurile n
concordanta cu cele ale organizatiei, In timp ce a doua Tl determina sa utilizeze organizatia in serviciul
propriilor sale finalitati.

Cercetarile din cadrul prezentei lucrari se axeaza pe cele doua clasificari ale motivarii: intrinseca
si extrinsecd. Radicinile teoretice ale acestei clasificari se regasesc in lucrarile lui B. F. Skinner® si A. H.
Maslow® din anii *50. Axarea pe cele doui dimensiuni s-a realizat incepand cu anii 90, cand T. M.
Amabile, K. G. Hill, B. A. Hennessey si E. M. Tighe’ au definit pentru prima oara motivatia intrinseca ca
fiind implicarea Tn muncad deoarece aceasta este ,,interesantd, captivanta si, ntr-o anumita mdasura,
satisfacatoare” si motivarea extrinseca ca fiind implicarea n munca datorita ,,recompenselor,

4 Idem;

5 Skinner, B. F. - ,, Science and human behaviour ”, New York: Simon & Schuster, 1953;

§ Maslow, A. H. - ,,Motivation and Personality ”, New York: Harper, 1954;

7 Amabile, T. M., Hill, K. G., Hennessey, B. A., Tighe, E. M. -, The Work Preference Inventory: Assessing Intrinsic and Extrinsic
Motivational Orientations” Journal of Personality and Social Psychology, 66 (november), 1994, pp. 950-967;



recunoasterii sau comenzilor altor persoane ”. Au urmat lucriri precum E. L. Deci si R. M. Ryan®, care au
analizat orientirile motivatiei intrinseci si extrinseci, M. Gagné si E. L. Deci®, care au demonstrat faptul ca
un mediu de lucru interesant si provocator conduce la cresterea creativitatii si implicarii angajatilor, P.
Spector'® care a analizat legatura dintre comportament si motivatie, S. M. Elias, W. L. Smith si C. E.
Barney™, care au demonstrat importanta motivatiei intrinseci fata de cea extrinseca sau J. Arnold, J.
Silverster, F. Patterson, 1. Robertson, C. Cooper si B. Burnes'?, care au demonstrat relevanta motivatiei
extrinseci Tn contextul locului de munca.

De asemenea, cercetarile au fost axate si pe diferentele de gen in motivarea la locul de munca.
Astfel, tin sa amintesc ca referinta primul studiu din domeniu, cel al lui J. Veroff, C. Depner, R. Kulka si
E. Douvan®. Pe langa acestia Ti mentionez si pe R. Kanfer, P. Ackerman® si P. Warr'®, care au demonstrat
ca persoanele de gen masculin dau o mai mare importanta realizarilor la locul de munca, initiativei
proprii, responsabilitatilor si sanselor de promovare, in timp ce femeile apreciaza mai mult un mediu de
lucru placut, cu program flexibil si contactul cu alte persoane.

Al treilea palier al cercetarilor a fost orientat pe legatura dintre manageri si angajati. Managerii si
liderii trebuie motivati dar, totodata, acestia trebuie si motiveze angajatii. Stilul de manager/lider si de
management/lideriat influenteaza nivelul acestei motivari. Inca din 1966, M. S. Mayers'® mentiona trei
elemente necesare pentru asigurarea motivarii personalului:

o competenta interpersonala a managerului de a creste motivarea, auto-determinarea si inovarea;

o stabilirea de obiective importante pentru organizatie care si Tnglobeze si obiectivele
personale ale angajatilor;

o un sistem de management care sa influenteze pozitiv comportamentul angajatilor.

Studiul lui M. S. Mayers a concluzionat urmatoarele idei importante:

o managerii sunt mult mai motivati, demonstrand o mai mare satisfactie In ceea ce priveste
acoperirea nevoilor de dezvoltare personala, asumarea responsabilitatilor si recunoasterea
profesionalg;

o exista trei stiluri de management — dezvoltator, reductiv si traditional — care stimuleaza sau
inhiba exprimarea initiativei si creativitatii la locul de muncg;

o angajatii motivati asociaza managerului elemente precum: deschidere la idei noi, asteptari
mari, Tncurajare performants;

o angajatii nemotivati asociaza managerului elemente precum: autoritar (tratarea angajatilor ca

subordonati), intolerant, invinovatire, stres.
n acest context, trebuie si intelegem rolul managerului si liderului in sprijinirea motivarii.
Acestia trebuie sa fie integrati cu obiectivele companiei, sa stabileasca obiective de lucru realiste, sa
permita angajatilor atingerea obiectivelor personale si sa prezinte o gandire progresista. Toate acestea pot
conduce la crearea unui mediu de lucru motivational. De asemenea, la nivelul organizatiei sistemul de
management trebuie sa urmareasca aplicarea unei strategii de motivare care sa evite crearea de grupuri
privilegiate prin: distribuirea realistd a responsabilitatilor la nivelul angajatilor prin asigurarea unui proces

-

8 Deci, E. L., Ryan, R. M. -, The ‘what’ and ‘why’ of goal pursuits: Human needs and the self-determination of behaviour. Psychological
inquiry ”,11(4), 2000, pp. 227-268;
9 Gagné, M., Deci, E. L. - ,, Self determination theory and work motivation. Journal of Organizational behaviour ”, 26(4), 2005, pp. 331-362;
10 Spector, P. - ,, Industrial and Organisational Behaviour ”, 5th Edition, New Jersey: John Wiley & Sons Inc., 2008;
1 Elias, S. M., Smith, W. L., Barney, C. E. - ,Age as a moderator of attitude towards technology in the workplace: work motivation and
overall job satisfaction ”, Behaviour & Information Technology, 31(5), 2012, pp. 453-467;
2 Arnold, J., Silverster, J., Patterson, F., Robertson, 1., Cooper, C., Burnes, B. - ,, Work psychology: Understanding human behaviour in the
workplace ”, 4th ed, London, UK: Financial Times Management, 2005;
13 Veroff, J., Depner, C., Kulka, R., Douvan, E. - ,,Comparison of American motives: 1957 versus 1976, Journal of Personality and Social
Psychology, 39(6), 1980, p. 1249;
4 Kanfer, R., Ackerman, P. - ,, Individual differences in work motivation: Further explorations of a trait framework ", Applied Psychology,
49(3), 2000, pp. 470-482;
5 Warr, P. - ,,Work values: Some demographic and cultural correlates ”, Journal Of Occupational & Organizational Psychology, 81(4), 2008,
pp. 751-775;
16 Myers, M.S. -, Conditions for manager motivation ”, Harvard Business Review, 1966;
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de delegare bazat pe calitatile acestora; asigurarea unui mediu de lucru axat pe persoana si obiectivele
acestora; aprecierea managerilor si liderilor in functie de capacitatea acestora de a atinge obiective si
implicarea n activititile organizatiei; recunoasterea performantelor; evaluarea managerilor de catre
angajati; crearea conditiilor necesare pentru simplificarea activitatilor de lucru etc.

Motivarea managerilor si angajatilor este, astfel, in fapt, o consecinta si un simptom al satisfactiei
la locul de munca. Comparatia ntre nivelul de motivare si gradul de satisfactie la locul de munca permite
identificarea problemelor din cadrul sistemului de management aplicat. T. Mbah®’ concluziona, in urma
cercetarilor sale, ca angajatul este motivat atunci cand nevoile acestora banesti si nefinanciare sunt
Tndeplinite. Daca din punct de vedere financiar, In general, managerii asigurd o recompensa baneasca
adaptata performantelor angajatilor care stimuleaza competitivitatea, s-a observat ca recompensele
nefinanciare sunt mult mai motivatoare. Astfel, managerii trebuie sa se concentreze pe crearea unui climat
de lucru placut si prietenos, sa asigure recunoasterea profesionala si sa ofere oportunitati de avansare in
cariera.

Al patrulea palier al cercetarilor a fost orientat pe legatura dintre motivatie si satisfactia la locul
de munca. Satisfactia la locul de munca reprezinta ,, totalul sentimentelor si atitudinilor pe care le are o
persoana in privinza locului de munca. Toate aspectele unui anumit loc de munca bune si rele, pozitive si
negative, contribuie la dezvoltarea sentimentului de satisfactie (sau dezamdagire) 8.

Tn 1959, F. I. Herzberg!® a creat teoria celor doi factori ai motivarii: (1) factorii igienici
(extrinseci; de context) si (2) factorii motivatori (intrinseci; de continut). Conform acesteia, factorii
intrinseci conduc sigur la satisfactia la locul de munca, pe cand cei extrinseci nu au Tntotdeauna aceasta
finalitate. Tn acest context, Tncepand cu anii ’80%°, majoritatea studiilor s-au axat pe aplicarea de
chestionare privind satisfactia la locul de munca, acestea reliefand deseori ca personalul este amotivat in
organizatii care ofera conditii foarte bune de munca si multe beneficii materiale (motivatie extrinseca), dar
ca motivatia intrinseca este in fapt mai importanta.

Tn ultimele decenii, lucrarile din domeniu arata din ce Tn ce mai mult ca organizatiile care sustin
angajatii si asigura satisfactii personale acestora tind spre o performanta mai ridicata. Astfel, in 2011, S.
Achor? identifica pentru prima oard legatura dintre fericire si potentialul uman (ancheti pe bazi de
chestionar la nivelul a 1600 de studenti) si subliniazd importanta pozitivismului Tn Tmbunatatirea
performantei si asupra comportamentului oamenilor (creativitate, reducere stres, productivitate), pe cand,
n 2008, D. Gilbert?? demonstrase legatura dintre nefericire si sciderea puterii de concentrare. J. Ifcher, H.
Zarghamee?® si D. Benjamin, O. Heffetz, M. S. Kimball, A. Rees-Jones?* continua pe aceleasi idei si tipuri
de analize. Tn 2015, A. J. Oswald, E. Proto si D. Sgroi?® au mers mai departe cu studiile si au demonstrat
legatura dintre fericire si productivitate printr-o ancheta pe baza de chestionar aplicata la peste 700 de
persoane. Tn 2017, A. Kjerulf® argumenteaza ca angajatii fericiti iau decizii mai bune, Tsi gestioneaza mai
bine timpul si prezinta abilititi de leadership. S. Son?” mentiona, in 2015, ci angajatii multumiti sunt cu
12% mai productivi, iar reteaua Gallup mentiona, Tn 2013, ca 63% din angajati sunt amotivati la locul de
munca. Altfel spus, motivarea la locul de munca este o consecinta si 0 cauza a multumirii salariatilor locul

17 Mbah, T. - ,, Assessing motivation as a tool to enhance employee performance ”, Entria University of Applied Sciences, 2015;
18 Riggio, R. E. -, Introduction to Industrial/Organizational Psychology ”, 6th Edition, New Jersey: Pearson Education Inc., 2013;
19 Herzberg, F. I. -, Work and the nature of man ", Cleveland, OH: World Publishing Co., 1966;
20 Hise, P. - ,, The motivational Employee — satisfaction Questionnaire ”, https://www.inc.com/magazine/ 19940201/2768.html;
2L Achor, S. -, Happiness Advantage: The seven principles that fuel success and performance at work ”, Ebury Publishing, London, 2011;
2 Gilbert, D. - ,, A wondering mind is an unhappy mind ”, Science, vol. 330, 2010;
2 |fcher, J., Zarghamee, H. - ,,Happiness and time preference: The effect of positive affect in a random-assignment experiment”, American
Economic Review 101, no. 7, 2011, pp. 3109-3129;
24 Benjamin, D., Heffetz, O., Kimball, M. S., Rees-Jones, A. - ,,What do you think would make you happier? What do you think you would
choose? ”, American Economic Review 102, no. 5, 2012, pp. 2083-2110;
25 Oswald, A. J., Proto, E., Sgroi, D. - ,, Happiness and productivity. Journal of Labor Economics ”, 33 (4), 2015 (versiune din 2008
republicata), pp. 789-822;
26 Kjerulf, A. -, Leading with happiness: How the best leaders put happiness first to create phenomenal business results and a better world ”,
ISBN 978-87-994513-6-4, 2017;
27.80n, S. -, 11 mind-blowing statistics on employee happiness”, TINYcon Engineering employee experience, 2015;
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de munca, iar acest nivel de satisfactie conduce la cresterea nivelului de performanta. Studiile din
domeniu au mai evidentiat si alte aspecte importante, precum legatura dintre satisfactia la locul de munca,
performanti, motivare, absenteism si venituri (C. Ostroff?, T. A. Judge, C. J. Thoresen, J. E. Bono, G. K.
Patton® si F. Cetin®®). Pornind de la toate aceste idei, D. Lavinsky®! propune 16 metode de motivare a
salariatilor, dintre care mentionez: crearea sentimentului de importanta a muncii (implicare), comunicare
eficienta intre angajati (comunicare), feedback, autonomie n luarea deciziilor (recunoastere initiativa),
recunoastere a performantelor (recunoastere, recompensa), incurajarea inovarii, implicarea angajati in
luarea deciziilor, incurajarea muncii in echipa, oportunitati de training adaptate nevoilor (dorinta de a
nvata) etc.

Ultimul palier al cercetarilor a luat in considerare legatura dintre motivatie si respectul de sine.
Conceptul de respect de sine se refera la aprecierea unui individ asupra propriilor competente®? pornind de
la gandurile, relatiile si experientele personale. Perceptia pozitiva de sine conduce la o satisfactie mai
ridicata la locul de munca si implicit la un nivel de motivare mai ridicat.

1.2 Cercetiri privind cuantificarea nivelului de motivare

n elaborarea metodologiei prezentei lucrari au fost luate in considerare mai multe lucrari
importante care au elaborat metodologii de evaluare scalara a motivarii la locul de munca. Prima scala de
evaluare — Work Orientation and Values Survey (WOVS) — a fost fundamentata de R. P. Brady si B.
Reinink Tn 2001%. Tn anul 2007% aceasta a fost completatd cu itemi corelati cu motivatia la locul de
munca devenind Scala de masurare a motivarii (Work Motivation Scale — WMS). WMS contine 32 de
afirmatii relationate cu diferite situatii de munca si de mediu de lucru fundamentate pe scala Likert.
Aceste afirmatii pot fi grupate Tn patru categorii: siguranta (venituri, beneficii, conditii de lucru); afiliere
(relatiile cu colegii, relatii cu supervizorii), respect de sine (indeplinire activitati, coordonare activitati si
oameni), Implinire (misiune, succes). Metodologia propusa de WMS, completati de R. P. Brady Tn 2008%,
permite conturarea unor elemente specifice, respectiv:

o Afirmatiile relationate de sentimentul de Tmplinire profesionala surprind oportunittile
individului de a atinge maximul de potential. Se iau in considerare elemente precum
creativitatea, curiozitatea si competenta. Persoanele orientate spre succes urmaresc atingerea
obiectivelor de cariera, sunt pasionati de munca depusa si sunt dispusi si munceasca foarte
mult pentru a evolua. Persoanele orientate spre atingerea obiectivelor tind sa urmareasca
activitatea per ansamblu si sa acorde importanta redusa detaliilor.

o Afirmatiile relationate de respectul de sine subliniazd nevoia de realizare profesionala, de
asumare a responsabilitatilor si ducerea la indeplinire a activitatilor provocatoare. Se pot
contura personalititile persoanele cu capacitati de lider sau manager, dar si personalitati
orientate spre planificare si cu focus pe activititile specifice propriei munci.

o Afirmatiile relationate de afiliere identifica persoanele ce simt nevoia de cooperare cu colegii
si care apreciaza feedback-ul din partea sefilor.

o Afirmatiile relationate de siguranta iau in considerare opinia angajatilor asupra conditiilor de

28 QOstroff, C. -, The relationship between satisfaction, attitudes, and performance: An organizational level analysis”. Journal of applied
psychology, 77(6), 1992, p. 963;
2% Judge, T. A, Thoresen, C. J., Bono, J. E., Patton, G. K. - ,, The job satisfaction-job performance relationship: A qualitative and quantitative
review”, Psychological bulletin, 127(3), 2001, p. 376;
30 Getin, F. -, The effects of the organizational psychological capital on the attitudes of commitment and satisfaction: A public sample in
Turkey ", European Journal of Social Sciences, 21(3), 2011, pp. 373-380;
3! Lavinsky, D. -, Start at the End: Hoe Companies Can Grow Bigger and Faster by Reversing Their Business Plan”, ISBN 978-1-118-
41744-7, 2012;
32 Rosenberg, M. - ,,Rosenberg self-esteem scale (RSE). Acceptance and commitment therapy”, Measures package, 1965, p. 61;
33 Brady, R. P., Reinink, B. -, The use of vocational assessment in person-centered career planning & placement ”, program presented at the
annual Michigan Rehabilitation Conference, Traverse City, M, 2001;
34 Brady, R. P. - ,, The development and psychometric characteristics of the work motivation scale, a revision of the WOVS”, Unpublished
research paper, Siena Heights University, M, 2007;
35 Brady, R. P. - ,,Work Motivation Scale”, ISBN 978-1-59357-470-3, 2008;
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munca dar si a pachetelor de beneficii.

Alte instrument luate Tn calcul de prezenta lucrare au fost:

o lucrarea lui C. Armstrong® care propune o metodologie pe bazi de chestionar prin care
evalueaza motivatia intrinseca, motivatia extrinsecd, satisfactia la locul de munca si respectul
de sine;

o lucrarea lui K. Burton® care pune la dispozitie 0 metodologie de ancheti pe bazi de
chestionar adaptati dupi R. Ryan si E. L. Deci®.

Tn contextul lucrarilor interioare au fost fundamentate:

o Motivatia intrinsecd — determinarea angajatilor In implicarea si obtinerea de rezultate
pornind de la asteptarile acestuia, ce tin de personalitatea sa; acest tip de motivatie este
determinat de propria experienta, modul de géndire, tipul de comportament, nevoi etc.
Acestui tip de motivatie i se asociaza itemi, precum interes, placere, atractie etc.

o Motivatia extrinseca — motivarea este generata de elemente externe personalitatii individului
si poate fi sugerata sau impusa de alte persoane (beneficii, mustrare, pedeapsa etc.)

Teoria auto-determinarii (Self-Determination Theory — SDT) reprezinta o altd metodologie de
evaluare prin care se masoara motivatia intrinseca, motivatia extrinseca si amotivatia. Lucrarea lui M. A.
Tremblay, C. M. Blanchard, S. Taylor, L. G. Pelletier si M. Villeneuve® din 2009 demonstreaza aplicarea
instrumentului SDT intitulat WEIMS (Workplace Equity Information management System) format din 18
itemi pe scala Likert ce iau Tn considerare mai multe forme de motivare.

Pornind de la SDT pot fi identificare mai multe tipuri de motivatie extrinseca:

o reglarea externa — comportamentul angajatului este determinat de factori externi: obtinere de

recompense, evitarea unei pedepse etc. (control extern);

o reglarea prin introiectie — o parte din reglarea externa e preluata de interiorul individului,
motivarea fiind o consecinta directa a presiunilor interne autoimpuse: rusine sau vinovatie in
caz de esec, mandrie si respect de sine Tn caz de succes (control din interior);

o reglarea prin identificare — comportamentul este valorizat de individ prin sentimentele de
importanta sau relevanta pentru propria persoana: realizarea unei activitati dupa stabilirea
valorii acesteia n conformitate cu propria gandire;

o reglarea prin integrare — activitatea desfasurata la locul de munca devine parte integranti a
persoanei - activititile se realizeaza pentru a obtine rezultate in concordanta cu propriile
valori, dar nu de placere ca in cazul motivatiei intrinseci.

Combinarea dintre elementele mentionate anterior si NLP s-a realizat in special in ultimul
deceniu. Cel mai exemplificator model de integrare a metaprogramelor NLP cu masurarea motivarii am
regasit-o in metodologia propusa de iIWAM (Work Attitude and Motivation). Aceasta include 48 de
parametri masurati pe o scald complexi asociatd unui numar de 40 de intrebari‘®. Dintre metaprogramele
asociate motivarii am identificat urmatoarele trei: putere (in comanda, control, autoritate, influenta,
prestigiu), afiliere (apartenenta, prietenie, membru, grup), realizari (succes, provocare, competitie).
Chestionarul propus masoara cum angajatii proceseaza si utilizeaza informatia prin metaprograme ce pot
fi incadrate in 15 categorii: modul de actiune (proactiv, reactiv), directia de actiune (axat pe rezultate sau
axat pe rezolvarea problemelor), reactia la decizie (nevoia de a lua decizii sau de a primi indicatii),
motivat de proceduri sau optiuni, axat pe imaginea de ansamblu sau pe detalii, modul de comunicare,
munca in echipa sau individualism, acceptarea, respingerea sau Tmpartirea responsabilitatii, adaptarea la

36 Armstrong, C. - ,, Workplace Motivation and its impact on Job Satisfaction & Self Esteem ”, Dublin: Dublin Business School, 2015;
37 Burton, K. -, A study of motivation: how to get your employees moving ”, Indiana University, 2012;
38 Ryan, R., Deci, E. L. -, Intrinsic and Extrinsic Motivations: Classic Definitions and New Directions ”, Contemporary Educational
Psychology 25.1: 54-67, 2000;
3% Tremblay, M. A., Blanchard, C. M., Taylor, S., Pelletier, L. G., Villeneuve, M. - ,,Work Extrinsic and Intrinsic Motivation Scale: Its value
for organizational psychology reseaech ”, Canadian Journal of Behavioural Science/Revue canadienne des sciences du comportement 41, No.
4,2009, p. 213;
40 #*xJobEQ, IWAM® -, Work Attitude and Motivation ”, creat in 2016, accesibil online la http://www.jobeq. com/iWAMhome.htm;
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schimbari, motivatia de baza (putere, control, performanta, etc.), modelul de abordare a activitatilor
(utilizator, creator, structurat), perceptia asupra timpului, reactia la reguli (subordonat, indiferent, tolerant
etc.), modul de a fi convins (auditiv, vizual etc.), modul de asimilare a informatiei, factori de mediu.

1.3 Particularititile relatiei NLP-motivare

Tn NLP se apreciazi ca fiecare sistem senzorial in parte este compus din mult mai mult decat
mecanismele de input, fiind considerate drept sisteme de procesare care initiaza si moduleaza output-urile
comportamentale. Fiecare clasa perceptiva formeaza un complex senzitivo-motor care este responsabil
pentru diferitele tipuri de comportament si care este compus din urmatoarele trei etape:

o Input—implica strangerea informatiei si dobandirea feedback-ului de la mediul intern si extern.

o Procesare mentala — necesita intocmirea unei harti a mediului si realizarea unei scheme de

luare a deciziei. Hartile pe care fiecare individ si le concepe reprezintda un mod de actiune
pentru propriul comportament. Numarul hartilor unui individ este direct proportional cu
experientele pe care acesta le-a avut. Asa cum o harta nu este realmente teritoriul pe care 1l
reprezinta, cuvintele folosite nu coincid de fiecare datd cu ceea ce reprezinta ele; hartile
descriu doar ceea ce exista n interiorul fiecarui individ. Prin urmare, fenomenele se
raporteazd la doud elemente: realitatea interioara si cea exterioara a omului. Principalul
purtator de informatie din sistemul nervos este, desigur, neuronul (transmititorul si
elementul reprezentational al diferentei senzoriale)*, iar tot ce se intampla la nivel neuronal
nu se identificd cu un anumit eveniment, ci reflecta doar perceptia unui individ despre
respectivul eveniment.

o Output — reprezinta prelucrarile cauzale ale procesului de cartografiere a reprezentarilor.

Sintagma ,, sistem reprezentagional ” se aplica la toata reteaua compusa din cele trei etape.

Se porneste de la premisa ca realitatea nu poate fi cunoscuta si ca exista doar perceptii formate
ale oamenilor asupra realitatii. Prin intermediul procesarilor senzoriale oamenii percep realitatea, astfel
fiind construite hartile conceptuale ce au un rol determinant in procesele de perceptie a realitatii. Hartile
conceptuale creeaza un cadru vizibil al cunostintelor, cadru care sprijind un management explicit al
cunostintelor, reprezentirilor avute in vedere®2. Tn NLP se foloseste ideea conform careia reprezentarile
din mintea noastra nu exista la acelasi nivel logic cu evenimentul (sau comportamentul) in sine, diferenta
aceasta explicand faptul ca interactiunea noastra cu lumea exterioara, comunicarea cu ceilalti si modul
cum Tsi creeaza contactele sociale nu pot fi ficute decat prin intermediul simturilor noastre. Tn nici un
moment si Tn nici o Tmprejurare omul nu poate sé si reprezinte exact asa cum este un eveniment exterior
fiindca propriile noastre simturi Tmbogatesc informatiile primite din mediul Tnconjurator, iar daca
respectivul eveniment s-ar repeta, imaginea obtinuta nu ar mai fi tot la fel ca prima data, deoarece retelele
neuronale nu sunt identice de fiecare data.

Tn functie de valoarea sa de semnal, un anumit sistem reprezentational poate stabili, la diverse
niveluri ale ierarhiei, controlul primar asupra unui domeniu functional particular. Bandler R. W. si Grinder
J. T. au identificat, in lucrarile lor, sistemul optim valorificat sau sistemul de reprezentare primar — asa
cum Tl denumesc ei — al unui individ. Acest lucru s-a fundamentat pe observatia lor potrivit careia multi
indivizi tind sa se bazeze puternic pe un domeniu particular al experientei senzoriale pentru a le servi ca
principal ghid de comportament. Stabilirea unui sistem reprezentational optim valorificat conduce la o
personalitate si la caracteristici comportamentale comune (pentru proprietiti precum talentele, pasiunile,
valorile, credintele, motivatia, invatarea si alte modele de organizare) indivizilor din tipuri de reprezentare
similare.®

Ideea aflata la baza NLP este aceea ca exista o legatura intre modelele macroscopice observabile

4 Dilts R. B. - ,,Bazele programdrii neuro-lingvistice ”, Editura VIDIA, Bucuresti, 2014, pp. 82-83;
42 Gordon, J. L. -, Creating knowledge maps by exploiting dependent relationships” in ,, Knowledge-Based Systems”, Vol. 13, Iss. 2-3, Apr.
2000, pp. 71-79;
4 Dilts, R. B., 2014, p. 95;
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ale comportamentului uman (mijloace lingvistice si paralingvistice, expresia privirii si a fetei, miscarile si
pozitia corpului si alte modele de distinctii de performantd) si modelele activitatii cognitive care
determina manifestarile individului. NLP necesita evaluarea intregului feedback, rezultat nu doar din
punct de vedere comportamental, ci si din punct de vedere biologic, Tn termenii interactiunilor dintre:

o unindivid si el insusi;

o unindivid si alti indivizi (relatiile interpersonale);

o un individ si mediul sau plin de semnificatie (elementele economice, politice, culturale,
relationale si grupale, organizationale, ideologice etc.)

Tn acelasi timp, NLP este — precum majoritatea modelelor stiintifice si cibernetice — un proces
prin care toate informatiile obtinute din evenimentele traite ale fiecarui individ sunt importante sau utile
doar n masura in care acestea sunt raportate la experienta directa, in desfasurare din viata unui individ. De
acest aspect trebuie tinut cont mai ales atunci cand analizam un alt sistem cibernetic al unui individ supus
unor schimbari consecutive (ce implica de obicei un nivel ridicat de neliniste/anxietate), raportate la
relationarea cu realitatea sociald.

Tn cele ce urmeazi sunt prezentate elementele fundamentale ale procesului de NLP:

o Stimularea si dezvoltarea cunostintei senzoriale personale referitoare la alti indivizi pentru

(a) a identifica si observa pattern-urile de comportament si (b) ce raspunsuri determina la o
persoana alegerea unui anumit tip de comportament si viceversa;

o Folosirea informatiilor acumulate de o persoana prin intermediul celor constatate pentru
determinarea (a) diferentelor de reprezentare pe care oamenii le pot face privitor la motivarea
lor interioara si exterioara si aptitudinea acestora de vizualizare, verbalizare etc., (b)
modelele ce necesita interactiunea la nivelul retelelor neuronale care pun baza proceselor
comportamentale, (c) felul in care aceste modele influenteaza strategiile utilizate de oameni
pentru a stabili niste categorii si a relationa cu lumea exterioard in functie de acestea si (d)
modul in care aceste scheme cognitive pot fi folosite pentru intelegerea si sprijinirea
proceselor invatarii, comunicarii si motivarii la om, la nivelul cel mai personal si cel al
mediului Tnconjuritor.

Schema procesului de NLP poate fi universalizata prin urmatoarea procedura principala:

o ldentificarea unui rezultat reciproc acceptabil pentru manager sau lider (programator) si
angajat (programat). Se stabilesc criterii clare de indeplinire a sarcinilor si obiectivelor.

o Programatorul impulsioneazi o comunicare (care genereazi o reactie la nivelul
utilizatorului), sub forma comportamentului verbal si non-verbal, in incercarea de a
impulsiona sau directiona angajatul sa lucreze Tn vederea obtinerii rezultatului dorit.
Interactiunea va avea loc atat la nivel verbal, cét si la cel non-verbal.

o Comunicatorii pot sa interactioneze in scopul realizarii unor deosebiri Th experienta si
raspunsul programatului (atat Tn interior, cat si in exterior) prin influenta programatorului
asupra comportamentului manifest al programatului in aria de relationare a acestora si prin
chestionari si discutii explicite privind experienta interioara a programatorului.

o Deosebirile sunt clasificate si evidentiate intr-o formula care descrie comportamentul
programatului in termenii input*-ului relevant, procesirii mentale si output*-ul
comportamental.

o Informatiile transmise de aceste modele sunt folosite pentru a lua decizii si a face previziuni
privind comportamentul actual si cel viitor al programatului si pentru a stabili strategii mai
eficiente pe care programatorul le poate utiliza n vederea obtineri rezultatelor dorite.

4 Informatia transmisa unui sistem electronic; orice eveniment sau informatie de stimulare; introducerea (datelor sau a unui program)
ntr-un compdter ” — traducere proprie;
4, 1. (Electron.) lesre (1). 2. (Inform.) lesire (2). 3. (Ec.) Rezultatul activitayii unei persoane si al unei intreprinderi sau al utilizirii unui
mijloc fix Tntr-o unitate de timp. ” in DEX’09 - ,, Dicfionarul explicativ al limbii romane (edifia a II-a revazuta si adaugita)”, Academia
Romana, Institutul de Lingvistica ,, lorgu lordan ”, Editura Univers Enciclopedic Gold, 2009, http://dexonline.ro/definitie/output;
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o Tn concordanta cu aceste informatii, programatorul isi modifica comportamentul, procesul
repetandu-se pana la atingerea rezultatului dorit.

Prin conceptul ,,New Code of NLP ”, elaborat in 1983, J. T. Grinder si J. DeLozier au venit cu un
raspuns la setul de concepte elaborate de R. W. Bandler, acesta nereprezentand altceva decat formularea
n alti termeni a principiilor de baza ale NLP. Scopul acestui concept a fost atat de a i se da lui R. W.
Bandler un raspuns la conceptele elaborate de el, cat si o strategie de marketing pentru a se putea afirma
mai usor pe piata si pentru a se diferentia de instrumentarul pus la dispozitie de NLP.

Referitor la managementul si lideriatul organizatiei, majoritatea instrumentarului NLP se axeaza
pe dezvoltarea personald, iar latura care se adreseaza aplicatiilor si dezvoltarilor in cadrul managementului
si lideriatului organizatiei are o abordare generalista in privinta resurselor umane din cadrul organizatiilor
si una relativa n privinta modului prin care pot fi imbunatatite procesele economice, metodele de crestere
a eficientei Tn munca sau a productivitatii. NLP este o ,, tehnologie a schimbarii ” care actioneaza la nivel
mental prin intermediul unor instrumente de comunicare, punctele finale ale comunicarii nefiind
reprezentate de programe, ci de oameni. Tn aceasta situatie, organizatia si comunicarea trebuie privite ca
instrumente ale mixului comunicational.

1n cadrul activitatilor profesionale a resurselor umane si a vietii organizationale, NLP produce
trei categorii de efecte:

o efecte asupra capacitatii de comunicare — dezvoltarea persuasiunii astfel incat toti cei din jur
ajung sa manifeste respect si incredere, cresterea tolerantei si abilitatii la dinamica unor
persoane ostile sau amotivate, cresterea capacitatii de transmitere clard, eficienta si
mobilizatoare a instructiunilor si feedback-ului, gestionarea adecvata a starilor emotionale
ale celor din jur si influentarea lor in sensul dorit, descoperirea si modificarea eficienta a
optiunilor si convingerilor celor din jur, astfel incat sa poata fi mai usor de angrenat in
activitatile dorite;

o efecte asupra capacititii de rezolvare a problemelor — usurinta in identificarea si gestionarea
dinamicii organizationale, sporirea capacitatii de a concentra atentia, resursele si timpul spre
rezolvarea cu prioritate a problemelor importante, cresterea capacitatii de rezolvare prompta
a situatiilor dificile, sporirea abilitatilor de prevenire a problemelor, dezvoltarea stilului
consultativ de interactiune cu colegii, astfel Tncat acestia sa Tsi sporeascd increderea si
disponibilitatea;

o efecte asupra aptitudinilor de manager si lider — cresterea capacitatii de gestionare a
persoanelor dificile, sporirea capacitatii de a atrage si converge talentele individuale si de
creare a unui mediu propice creativitatii, cooperarii si eficientei, cresterea capacitatii de
identificare si utilizare a strategiilor de motivare si de luare a deciziilor, capacitati mai bune
de estimare corecta a riscurilor care permit luarea de decizii optime n conditii nesigure,
generarea de planuri si strategii capabile sa atraga, sa convinga si sia mobilizeze
colaboratorii, cu efecte directe de crestere a eficientei si profitabilitatii organizatiei.

Gestionarea cu succes a unei organizatii este strans legata de starea sistemului de motivare a
resurselor umane, gratie caruia poate creste eficienta organizatiei in ansamblu, motiv pentru care apare
necesitatea elaborarii unui sistem efectiv de motivare a resurselor umane din cadrul organizatiilor. Dintre
metodele existente de formare a sistemelor de motivare, merita sa fie amintite aici urmatoarele etape
propuse de emeriti oameni de stiintd Tn domeniul managementului si lideriatului, respectiv:

o diagnosticul sistemului de motivare existent (presupune informarea cu privire la piata fortei
de munca, la metodele si formele de motivare existente), formularea obiectivelor si
principiilor in domeniul motivarii personalului (prezentarea rapoartelor privind strategia de
gestionare a personalului in domeniul motivarii si formarii componentei si structurii
sistemului de motivare al resurselor umane), elaborarea sistemului de stimulente materiale
(se efectueaza analiza structurii personalului, locurilor de munca si functiilor), elaborarea
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sistemului material non-financiar de stimulare (ilustreaza continutul si diferentierea
pachetelor sociale pe categorii de personal), dezvoltarea sistemului de stimulare nemateriala
(identificarea directiilor principale si diferentierea stimulentelor nemateriale, pe categorii de
personal) si elaborarea actelor normative interne ale noului sistem de motivare (se stabilesc
componenta si prevederile documentatiei normative de reglementare a activitatii in domeniul
stimularii personalului)®;

o evidentierea necesitatilor igienice si motivationale (teoria lui F. I. Herzberg), determinarea
puterii de actiune a motivarii (teoria lui 1. V. Litvinyuk, de formatie profesor si cercetator in
domeniul fizicii atomice, moleculare si optice), determinarea necesitatii prioritare (teoria lui
D. C. McClelland, de formatie psiholog), detalierea necesitatilor (teoria lui S. Ritchie si P.
Martin, de formatie cercetatori in motivatia la locul de munca), caracteristica manifestarilor
(teoria lui C. P. Alderfer, de formatie psiholog), mecanismul de actiune (teoria lui H. A.
Maslow) si analiza rezultatelor impactului in conformitate cu concluziile teoriei motivatiei*’;

o grupa de stimulare (include definirea motivarii de munca, continutul si structura pachetului
de compensare, elaborarea actelor normative care reglementeaza si stabilesc sistemul de
remunerare, de instruire a colaboratorilor compartimentului/ serviciului de Resurse Umane si
monitorizarea, auditul si controlul sistemului de remunerare) si grupa valorica (reprezinta o
estimare a profilului de motivatie al organizatiei si angajatilor, raportul dintre aceste profiluri
motivationale si identificarea factorilor demotivanti), pe baza analizei rezultatelor obtinute
fiind propuse diverse etape de implementare a sistemului de motivare si stimulare a muncii
(formarea profilului motivational al organizatiei, efectuarea de seminarii pentru personalul
organizatiei, monitorizarea procesului de implementare a sistemului de motivatie si stimulare
a personalului)®;

o monitorizarea sistemului real de motivare (constd n analiza sistemului de motivare a
personalului existent in organizatie, inclusiv analiza documentelor si regulamentelor ce
descriu efectiv sistemul de remunerare utilizat), diagnosticul factorilor interni si externi de
motivare a personalului (analiza necesitatilor personalului, conditiile de lucru, relatiile de
muncd si politica de resurse umane), identificarea gradului de influentd a motivatiei
personalului asupra indicilor de functionare a organizatiei, stabilirea si punerea in aplicare a
masurilor de sporire a eficientei motivatiei, optimizarea sistemului de motivare a
personalului si concordarea acestuia cu obiectivele si strategia organizatiei, precum si
controlul sistemului de motivare, folosind diverse criterii®.

Studiile privind strategiile de Tmbunatatire a performantelor angajatilor sunt limitate sau nu sunt
suficient de cuprinzatoare, asa ca managerii si liderii ar trebui sa urmareasca inlaturarea acestui neajuns,
ntr-o anumita masura. Performanta organizationala se bazeaza, in mare parte, pe performanta angajatilor
din cadrul organizatiilor, motiv pentru care am decis sa Tmi ndrept atentia asupra performantelor
individuale si asupra strategiilor prin care acestea pot fi imbunatatite, in vederea atragerii si mentinerii
unei forte de munca de calitate. Pe tot parcursul vietii si activitatii lor profesionale, indivizii sunt supusi
unui proces continuu de invatare, Tnsé fiecare aplica in mod diferit cunostintele acumulate. Cantitatea si
calitatea informatiilor dobandite este in strAnsd corelatie cu motivatia individului de a invata. De
asemenea, disponibilitatea omului pentru Tnvitare este dependenta de Tndeplinirea urmatoarelor obiective:
implinirea profesionala, avansarea, autoritatea, influentarea colegilor de munci, creativitatea, curiozitatea,
frica de esec, responsabilitatea, recunoasterea si statutul profesional.

4 Kibanov, A. Y. -, Motivation and stimulation of labour activity ”, Moscow: INFRA-M, 2014;
47 Koshelev, A. N. - ,, Effective motivation of sales staff (2" edition) 7, Moscow: Publishing Trading Corporation ,, Dashkov and K *, 2013;
8 Rodionova, E. A. - ,,Psychology of staff motivation”, Hungary: Humanitarian Center, 2013;
49 Koshelev, A. N., 2013, p. -224;
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2. Abordarea epistemologici a demersului stiintific

Scopul cercetarii a fost acela de a contura o idee referitoare la sfera unei epistemologii fiziologice
si comportamentale si a constat in depistarea unor probleme legate de managementul personalului,
desprinderea specificului procesului NLP si mecanismele motivarii. Cercetarile se bazeazd pe o
.. investigarie sociologica ™™ prin care mi-am propus indeplinirea obiectivelor stabilite de determinare a
unei relatii cauzale intre NLP si motivarea resurselor umane, pecuniard sau nepecuniard, din acestea
putand extrage criteriile pentru o epistemologie satisfacatoare. Redata formal, epistemologia are n vedere:

o enumerarea intregului locus® de informatii senzoriale util pentru Tntelegerea
comportamentului si experientei — cu alte cuvinte, enumerarea tuturor unitatilor de sens
(diferentele care fac o diferenta) care 1i vor permite unui individ sa faca presupuneri, deductii
si predictii, si asa mai departe, despre experienta personala si despre cea a altor indivizi;

o enumerarea descrierilor structurale (reprezentari) ale acestor informatii senzoriale — adica o
descriere a ierarhiilor si nivelurilor de reprezentare, o fenomenologie a obiectelor, relatiilor,
evenimentelor etc.;

o enumerarea circuitelor cauzale ce fundamenteaza si creeaza descrierile structurale —
proprietatile formale ale reprezentarii;

o un model de proces care este 0 metoda explicita si sistematica de aplicare a modelelor si
principiilor revendicate de epistemologie — 0 epistemologie trebuie sa fie nu doar descriptiva,
ci si utila (sa poata fi aplicata la experienta personala in desfasurare);

o un sistem de feedback — epistemologia trebuie sa nu fie doar aplicabila, ci si justificabila
pentru experienta unui individ (trebuie sa Tsi mentina proportionalitatea).

Materialele care stau la baza prezentei teze provin din literatura de specialitate (carti, publicatii,
articole si studii), din informatii obtinute prin mijloacele obisnuite prin care operatorii fac cunoscute
situatiile Tn care se afla si problemele cu care se confrunta (buletine informative, anuare si breviare
statistice), precum si din cercetarile efectuate pe teren. n functie de obiectivele specifice ale tezei, au fost
utilizate mai multe metode de cercetare, respectiv: cercetarea fundamentala (pura sau de baza), cercetarea
aplicata si cercetarea evaluativa. Plecand de la un puternic suport teoretic reunit prin sinteza in capitolele
din prezenta teza, Tn aceastd cercetare am urmarit completarea tezei de doctorat cu idei noi, prin
intermediul unui studiu cu caracter exploratoriu. Tntr-o lume a afacerilor tot mai competitiva, un personal
motivat este fundamental pentru o organizatie performanti, motiv pentru care stiinta motivarii
personalului a devenit esentiald pentru orice manager.

Pentru realizarea scopului mentionat mi-am propus atingerea urmatoarelor obiective generale:

o evaluarea si stabilirea instrumentarul NLP necesar motivarii resurselor umane si analiza

modului Tn care aceasta influenteaza procesele unei organizatii;

o introducerea unui model NLP de motivare care si Tmbunatateasca procesele generale din
cadrul managementului si lideriatului unei organizatii.

Ca in orice analiza de tip exploratoriu, obiectivele generale ale studiului consista in culegerea de
informatii pentru exprimarea ipotezelor unor cercetari ulterioare. Pe langa obiectivele generale, am
urmarit Insa si o serie de obiective specifice, respectiv:

o distingerea rolurilor motivarii personalului in munca;
remarcarea elementelor implicate Tn procesul motivarii personalului in muncs;
menirea recompenselor si/sau retributiei ca factor motivator in procesul muncii;
stabilirea legaturii intre recompense si/sau retributie si satisfactia in munca;
tipurile predominante de motivare.

n contextul prezentat si In concordanta cu activitatea de cercetare propusa, in lucrarea de fata se

O O O O

-

50 Chelcea, S. - ,, Dictionar de sociologie ”, Editura Polirom, lasi, 1998, p. 129;
51 1. Pozitia unei gene pe cromozom (ex. genele alele ocupa acelasi locus pe cromozomii omologi). 2. (ANAT.) L. niger = structurd
nervoasa situata la baza pedunculilor cerebrali.” in Popa, M. D., Stanciulescu, A., Florin-Matei, G., Tudor A., Zgavardici, C., Chiriacescu,
R. -, Dictionar encilopedic ”, Editura Enciclopedica, 1993-2009, http://dexonline.ro/definitie/locus;
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parcurg cu precadere urmatoarele etape:

o analiza metodelor, tehnicilor, instrumentelor, procedeelor si modelelor utilizate in NLP
pentru motivare;

o implicatiile metodelor, tehnicilor, instrumentelor, procedeelor si modelelor utilizate in NLP
si ale modului In care acestea se raporteaza la congruenta intre experienta interioara si
comportamentul exterior;

o evidentierea modurilor de utilizare si aplicatii ale NLP ca instrument de motivare pentru
atingerea perfectiunii si pentru schimbari atét la nivel organizational, cat si la nivel personal.

Prin aceasta cercetare teoretico-aplicativa am intentionat sa realizez atat evaluarea performantelor

aduse de NLP in cadrul managementului strategic, cat si crearea si mentinerea avantajului competitiv al
resurselor umane, acest demers fiind unul mixt formal-deductiv (bazat pe reflexii teoretice exploratorii si
constructii formale elaborate prin respectarea unor principii logice ale NLP) si consensual-inductiv (bazat
pe culegerea de opinii si judecati ale colectivitatii, prin intermediul carora sa pot ajunge apoi la
formalizarea problematicii necesare generarii de date si informatii).

Figura 1. Repere epistemologice
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CERCETARE [P

Sursa: autorul lucrarii.

Cercetarea din cadrul prezentei lucrari este o interfata Intre teorie si practica (Figura 1). Tn partea
teoretica sunt prezentate metodele, tehnicile, instrumentele si procedeele NLP potrivite pentru motivare,
iar Tn cea practica va fi prezentata partea instrumentarului NLP care poate fi utilizatd pentru motivarea
resurselor umane din cadrul organizatiilor publice si private supuse cercetarii. Partea practica consta dintr-
o investigatie de tip exploratoriu, pentru care s-a impus utilizarea unei tehnici de cercetare de tip calitativ,
care se bazeaza pe subiectivitatea umana, pe socialul construit si analizat prin influentarea reciproca a

motivatiilor angajatilor, a asteptarilor acestora etc., cunoasterea socio-umanului neputandu-se realiza doar
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prin explicatii obiective, din exterior, ci mai ales prin intelegerea subiectivitatii umane.
La nivelul studiului de caz am utilizat ca tehnici de investigatie:

o

Interviul — ,,in primul rand, un scop explorator, de identificare a variabilelor si relaiei
dintre variabile. Cu ajutorul interviurilor se poate ajunge la formularea unor ipoteze
interesante si valide. Informayiile obfinute pot ghida n continuare cercetarea fenomenelor
psihologice si sociologice "2 Tipul de interviu folosit a fost cel nondirectiv, nestructurat.
Acest tip de interviu se caracterizeaza printr-un ,,numar redus de Tntrebari, formularea lor
spontana, durata (teoretic) nelimitatd, volum mare de informayii, raspunsuri complexe,
centrare pe persoana intervievatz, cu posibilititi de repetare a intrevederii ", ,Tn
abordarile de tip nondirectiv: se Tnregistreaza sentimentele si atitudinile exprimate spontan,
acestea se interpreteaza In functie de comportamentul si discursul global, se indica tema
convorbirii, se recunoaste conginutul celor declarate, se pun intrebari foarte precise, se dau
informayii, se definegste situaia intervievarii prin responsabilitatea clientului de a utiliza cele
discutate "4,

Ancheta pe baza de chestionar — a oferit date suplimentare asupra problematicii studiate.
Chestionarele, cu inclinarea lor spre descriptiv, au o finalitate practic-aplicativa, la care se
adauga faptul ca procesul motivarii este un proces complex, studierea corespunzatoare a
acestuia presupunand utilizarea mai multor metode si tehnici de cercetare. De asemenea, prin
continutul Tntrebarilor lor, chestionarele sunt si 0 metoda activa de cercetare, ele atragand
atentia personalului investigat asupra problemelor supuse studiului. Tn editia a IV-a a cartii
,,Metodologia cercetarii sociologice. Metode si tehnici de cercetare ”, publicata n 2007, I.
Cauc, B. Manu, D. Pérlea si L. Goran mentioneaza ca ,,in sens restrans, ancheta reprezinta o
culegere metodica de informayii asupra opiniilor, atitudinilor indivizilor, ajungandu-se la
rezultate cuantificabile cu privire la comportamentele grupurilor umane, a gusturilor,
trebuingelor, motivayiilor acestora. ”

Chestionarele au fost construite utilizand instrumentarul NLP si au avut drept scop aprecierea
succesului ori esecului motivarii n organizatie. Acestea, compuse dintr-un numar mai mare sau mai mic
de intrebari prezentate in scris subiectilor, vor fi preluate din literatura de specialitate si vor fi adaptate
obiectivelor cercetirii, cu scopul primirii urmatoarelor informatii:

[¢]
[¢]

(e]

la ce nivel se afla utilizarea instrumentarului NLP Tn cadrul organizatiilor (publice sau private);
daca partea instrumentarului NLP utilizata pentru motivarea resurselor umane poate fi
aplicata in cadrul organizatiilor;

care sunt factorii care limiteaza aplicarea acestui instrumentar.

Astfel, prin intermediul chestionarelor s-au urmarit:

(e]

modul de utilizare a instrumentarului NLP utilizat pentru motivarea resurselor umane n
cadrul organizatiilor (publice sau private) supuse cercetarii;

identificarea tiparelor si a filtrelor fiecarei componente a instrumentarului NLP utilizat
pentru motivarea resurselor umane;

identificarea avantajelor si dezavantajelor folosirii componentelor instrumentarului NLP
utilizat pentru motivarea resurselor umane in cadrul organizatiilor (publice sau private)
supuse cercetarii;

a resurselor umane printre cele deja existente Tn cadrul organizatiilor.

Precizez, de asemenea, ca in cadrul anchetei am folosit chestionarul de dominante motivationale
si cel de satisfactie Tn munca. Chestionarul de dominante motivationale are ca scop observarea

52 Cauc, 1., Manu, B., Parlea, D., Goran, L. - ,, Metodologia cercetdrii sociologice. Metode si tehnici de cercetare ”, Editia a IV-a, Editura
Fundatiei ,, Romania de Maine ", Iasi, 2007, p. 271,

53 pidem, p. 279;
54 |bidem, p. 280;
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urmatorilor factori:

o Conducere (trebuinta de putere) — dorinta de a Ti influenta, a 1i mobiliza spre succes sau a i
manipula n interes personal pe cei din anturajul sau; a fi sef, a conduce ori a nu depinde de
altii (independenta decizionala);

o Expertiza (trebuinta de realizare) — dorinta sau tendinta de a excela in cadrul activitatilor in
care se angajeaza, de a fi considerat un expert, un profesionist; a fi ,,omul din urma” care
influenteaza deciziile (expertiza profesionala);

o Relationarea (trebuinta de afiliere) — semnaleaza nevoia pe care o resimte angajatul de a
stabili si de a manifesta relatii de amicitie cu ceilalti; dorinta de a lucra cu placere intr-un
colectiv placut, cu oameni Tntelegatori (relatii armonioase);

o Subzistenta (trebuinta de existenta) — dovedeste interesul angajatului pentru nevoile de baza
ale existentei (odihna, stabilitate, bani, mancare, securitate).

Chestionarul de satisfactie in munca urmareste surprinderea urmatorilor factori:

o Remunerarea si promovarea — insatisfactia (scoruri mici) ori satisfactia angajatului
(scoruri mari) referitoare la recompensele si/sau retributia pentru munca pe care o presteaza
(salarizarea, recompensa si recunoasterea, posibilitatea de promovare);

o Conducerea si relatiile interpersonale — insatisfactia (scoruri mici) sau satisfactia angajatului
(scoruri mari) referitoare la climatul social si relatiile cu colegii ori cu seful, cat si sub cel al
atmosferei destinse, nonconflictuale;

o Organizarea si comunicarea — insatisfactia (scoruri mici) sau satisfactia angajatului
(scoruri mari) referitoare la modul n care activitatea este organizata si realizata: definirea
sarcinilor, efortul depus, comunicarea, feedback-ul;

o Satisfactia generala — insatisfactia (scoruri mici) sau satisfactia angajatului (scoruri mari)
referitoare la munca prestata, atat sub aspectul modului ei de organizare, cat si sub cel al
recompenselor si/sau retributia primitd(e) pentru munca prestata si cel al climatului inter-
personal in care Tsi desfasoara activitatea.

Demersul cercetarii a fost unul de cercetare aplicativa (realizeaza trecerea de la teorie la practica,
punand in exercitiu concepte si metode ale acesteia pentru cazuri reale®®) cu scopul atingerii obiectivelor
stabilite si de determinare a relatiei cauzale dintre NLP si motivare, aplicarea fiind privita in sensul ei dublu:
(1) de la teorie la practica, respectiv de la practica la teorie si (2) teoretic-empiric si de la fapte la teorie.

Asadar demersul de cercetare din aceasti lucrare este atat deductiv (teorie spre practica), cat si
inductiv (empiric spre teorie). Astfel de cercetari sunt, in mare masura, aproape inexistente in management
si lideriat, domenii n care sunt de rezolvat probleme pentru care apelul la cercetare poate fi util, daca nu
chiar absolut necesar. Lamurirea comportamentului organizational in functie de anumite variabile fizice
(capital, resurse umane si tehnica) si socioculturale (motivatie, incitare culturald si satisfactie) poate
constitui 0 asemenea problema atunci cand ideea raportarii la o stare de fapt este admisa nu ca camp
experimental, ci ca spatiu al faptelor concludente. ,, Cercetarile din management sunt in multe cazuri de
tip aplicativ, dominant cu abordari inductive. Teoretizarile cele mai solide in aceasta disciplina vin Thsa
dinspre aborddrile mixte, inductiv-deductive, Tn care faptele sunt la originea ideilor si nu invers .

3. Cadrul metodologic

Metodologia este acel know-how®” prin intermediul ciruia se poate atinge scopul in cercetare,
aceasta furnizandu-ne reguli, norme, metode, tehnici sau practici prin intermediul cirora sa putem ajunge
a sti cum sa facem, cum sa aplicim ceea ce am Tnvitat ori stiam deja, cum sa strabatem drumul de la o

55 Zait, D., Spalanzani, A. - ,, Cercetarea in economie si management. Repere epistemologice si metodologice ”, Editura Economica,
Bucuresti, 2006, p. 135;
56 1dem;
57, 1. Patrimoniu de cunostinte si experiente tehnice privitoare la reproducerea unui produs sau proces existent, a caror dezvdluire cdtre alte
persoane nu este permisa fard o autorizatie prealabila.” in DEX09, 2009, http:// dexonline.ro/definitie/know-how;
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ipoteza la o solutie, la o generalizare, la o teorie stiintifica. Avand menirea de a fi generala si a furniza
know-how-ul care sa mearga dincolo de obiectivele unei anume discipline, metodologiei Ti este
recunoscuta particularitatea domeniului, devenind specializata, nsa fara a avea pretentia de a fi definitorie
si specifica unei anumite discipline sau ramuri stiintifice.

Metodologia cercetarii se refera la strategia de cercetare, la felul in care se dobandeste
cunoasterea. Elementele metodologiei unei cercetari sunt recomandate intr-o succesiune logica, dezvoltata
ntre identificarea si asumarea temei de cercetare (alegerea ontologica) si validarea rezultatelor cercetarii.
Altfel spus, metodologia cercetarii se refera la ansamblul de metode, tehnici, instrumente si procedee de
actiune prin care teoria existenta este verificatda pentru a dobandi o mai buna cunoastere a acesteia
(continutului conceptelor si relatiilor), a utilitatii acesteia (verificarea aplicabilitatii ei) si a dezvoltarii
acesteia (noi ntelesuri, noi utilitati, noi directii de adancire).

Prin orientarile teoretice ale domeniului de referinta, metodologia cercetarii din cadrul prezentei
lucrari are un caracter interpretativ. Metodologiile interpretative au ca suport ntelegerea si analiza
semnificatiilor diferitelor coduri, simboluri, norme comportamentale etc. caracteristice diferitelor culturi®®.

Tn cadrul prezentului subcapitol vom detalia principalele instrumente utilizate in cadrul analizelor
si evaluarilor efectuate, concentrandu-ne pe indicatorii, metodele si tehnicile aplicate.

3.1 Context metodologic

Ancheta pe baza de chestionar si interviuri semi-structurate s-a desfasurat in cadrul Institutului
National de Cercetare-Dezvoltare in Informatica (INCDI) — ICI Bucuresti unde, in perioada efectuarii
studiului, Tsi desfasurau activitatea 194 angajati, 95 dintre acestia facand parte din lotul supus sondajului
(personal de cercetare din cadrul departamentelor de CDI si serviciul auxiliar CDI, sefilor de serviciu si
managerilor de departamente).

Departamentele au fost Tmpartite In sase grupuri in functie de atributiile de serviciu ale
angajatilor: D1 — 15 angajati (15,6%); D2 — 19 angajati (19,8%); D3 - 19 angajati (19,8%); D4 - 14
angajati (14,6%); D5 - 21 angajati (21,9%); D6 - 7 angajati (7,3%).

Datele de identificare ale repondentilor (gen si status) au fost oferite de departamentul de resurse
umane. in cadrul repondentilor au fost identificate doua structuri diferite; este vorba, mai intéi, de
structura pe sexe a lotului, respectiv 37 femei (38,5%) si 59 barbati (61,5%), a doua structura fiind
reprezentatd de statusul membrilor lotului, si anume 82 persoane angajate (85,4%) si 14 persoane in
functii de management (14,6%).

Scopul cercetirilor a fost de a determina relatia dintre metaprogramele specifice NLP si motivatia
in cadrul organizatiilor. Cercetarile au luat in considerare tipurile de motivare (intrinseca, extrinseca,
amotivare®, alte tipuri de motivare), satisfactia la locul de munci si corelatia dintre nevoi-caracteristici si
angajat-motivare. Tn aceste conditii, au fost stabilite urmatoarele ntrebari de cercetare:

o Caresuntmetaprogramele specifice motivatiei intrinseci care predomina modelul motivational?

o Caresuntmetaprogramele specifice motivatiei extrinseci care predomina modelul motivational?

o Care sunt metaprogramele specifice amotivarii care predomina modelul motivational?

o Care sunt metaprogramele specifice altor tipuri de motivare care predomini modelul

motivational?

o Care este corelatia dintre motivare si satisfactia la locul de munca?

3.2 Ancheta pe baza de chestionar
Ancheta pe baza de chestionar a fost aplicata, in perioada octombrie 2017 - aprilie 2018, la
nivelul a cinci departamente de cercetare stiintifica, dezvoltare tehnologica si inovare (CDI) si un

56 Zait, D., Spalanzani, A., 2006, p. 130;
5% Incapacitatea sau refuzul individului de a participa la situatia sociald normald. Individul nu are intentia de a actiona. Acest lucru se intampla
pentru ca 0 anumitd activitate nu conteaza pentru el, nu se simte competent sa 0 execute sau Crede ca nu va obfine rezultatul dorit. Acest
comportament faciliteaza competenta perceputd de a reduce motivatia intrinseca si de a creste demotivarea la individ. ”—traducere proprie;
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departament auxiliar CDI din cadrul INCDI — ICI Bucuresti unde, in perioada efectuarii studiului, Tsi
desfasurau activitatea 194 angajati, 95 dintre acestia facand parte din lotul supus sondajului. Tn acest lot
sunt identificate doua structuri diferite; este vorba, mai inti, de structura pe sexe a lotului, respectiv 38
femei si 57 barbati, a doua structura fiind reprezentata de nivelul studiilor urmate de membrii lotului, si
anume 86 persoane cu studii superioare si 9 persoane cu studii medii.

Etapa de selectarea esantionului si completarea chestionarelor:

o Stabilirea esantionului: (1) Unitatea de observare — angajat al institutului luat n observatie;
(2) Colectivitatea — repondentii au fost chestionati din randul angajatilor care si-au dat
acordul sa participe la studiul efectuat.

o Stabilirea metodei de colectare a informatiei: (1) Coordonatele spatiale — cercetarile s-au
desfasurat Tn cadrul institutului; (2) Coordonatele temporale — perioada de completare a
chestionarelor a fost octombrie 2017 - aprilie 2018; (3) Coordonatele modale — modul de
comunicare cu repondentii a fost direct (fata-in-fata) sub forma unui interviu semi-structurat
care a permit completarea fiselor de evaluare de catre manageri si reprezentantii
departamentului de resurse umane; (4) Modul de consemnare a raspunsului — raspunsurile au
fost completate de catre repondenti.

Constructia metodologica a cercetarilor din cadrul prezentei lucrari porneste de la specificitatile
metaprogramelor ca tehnica NLP. Metaprogramul utilizat ia Tn considerare identitatea, crezurile, abilitatile,
comportamentul, mediul si eul si urmareste combinarea dintre acestea. Pornind de la literatura de
specialitate (vezi Subcapitolul 2.1.1.(3) Metaprogramele), cercetarile au luat in considerare: modelul de
asociere-disociere al persoanelor de locul de munca, capacitatea acestora de a-si Tndeplini obiectivele de
munca, raportarea la loc si timp, raportul intre motivatia intrinseca si extrinseca, orientarea si directia
motivarii, nivelul de integrare si nevoia de feedback etc. Metaporgramarea NLP ne-a permis sa percepem
harta unei persoane si sa stim cum prefera sa actioneze un individ astfel incét sa intelegem cum gandeste
persoana de langa noi si cum poate fi influentata cu succes in directia motivarii. De asemenea, am combinat
aceasta metoda cu metodologiile de constructie a scalelor motivationale prezentate in capitolul anterior.

A) Chestionarul de baza (Anexa 4.1) a fost construit pe 7 sectiuni si a fost structurat pe 101 de
afirmatii de tip 5-point Linkert ce au la baza afirmatii corelate cu metodologia NLP. Acestea
au fost asociate unor cuvinte specific precum placere, important, succes etc. integrate in
cadrul Tntrebarilor si raspunsurilor. Pentru a asigura eficienta raspunsurilor pentru analiza
acestea au fost amestecate. Sectiunile 1-6 au fost create pentru cuantificarea motivarii, iar
sectiunea 7 pentru a cuantifica satisfactia la locul de munca. Baza de date a fost structurata
pe 60 de parametri NLP si 16 categorii de metaprograme.

Tipurile de motivare cuantificate au fost:
1)  Motivare intrinseca — afirmatiile destinate cuantificarii motivatiei intrinseci au condus la
obtinerea a 21 de parametri de metaprogramare centralizati in 4 categorii: calitate
interioara, comportament, mediu si motivatie de baza (Tabel 1).

Tabel 1. Motivare intrinseca

Cod Afirmagie Metaprogram Categorie
intrebare i prog metaprogram
16 12 Chla}r Fiaca? actlv!ta_te nu imi rey,xe;}e, sur]t satisfacut Perfecrionist _Call_tatev
= daca simt ca am cdstigat o experiensd noud. ’ interioard
128 La locul de munca este important: Sa desfasor activitafi Creativ Calitate

— care Tmi permit sa ma exprim. interioara
La locul de munca este important: Sa imi faca placere Calitate
12_9 Relaxat S
- munca pe care 0 prestez. interioara
12 10 La locul de munca este important: Sa stiu ca sunt bun in Perfecrionist _Call_tate'
= ceea ce lucrez. ' interioarda
"2 La locul de munca Tmi face placere: Sa lucrez la Curiozitate Calitate
= activitari care sunt complet noi pentru mine. interioara
138 Lucrez la acest loc de munca pentru ca: Imi face placere Dorinsa de Calitate
- sa invat lucruri noi. invarare interioara
139 Lucrez la acest loc de munca pentru ca: Imi ofera Dorinta de Calitate
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Ci . . Categorie
N Afirmarie
intrebare metaprogram
oportunitayi reale de Tmbunatarire a cunostingelor si invatare interioara
abilitarilor.
Lucrez la acest loc de munca pentru ca: Ma simt bine - Calitate
13_12 A . Pozitiv PRV
= facandu-mi munca. interioarda
Lucrez la acest loc de munca pentru ca: Munca mea este - Calitate
13_13 . e . Pozitiv PRV
— captlvanta/ interesanta. interioara
Analizati urmatoarea afirmatie: In procesul de munca
16_17 prefer sa imi dau seama cum sa rezolv 0 problema de Individualist Comportament
unul singur.
16 3 A[1a|lza,tz urmato'a'reia aflr).na,tle:.Ma simt mai confortabil Individualist Comportament
- cdnd lucrez daca imi stabilesc singur ce am de facut.
Analizati urmatoarea afirmatie: Prefer sd fac bine decat Bazat pe
16_10 Py P L . f " f .pv Comportament
= 0 activitate care imi depdseste abilitatile. expertiza
127 La !oqul de munca este important: Sa realizez activitatile Competitiv Comportament
- mai bine decat alte persoane.
"1 Lav/(}czf/ df rrzurzcavtmffazrep_/uzterei Sa lucrez ceva care Competitiv Comportament
— ma solicita incdt sa uit de orice alta preocupare.
La locul de munca imi face placere: Sa lucrez la .
11.3 PN e ;f pidcere Necompetitiv Comportament
— activitati simple si fara complicatii.
na La locul de munca imi face placere: Sa rezolv probleme Competitiv Comportament
- complexe.
Lucrez la acest lo muncd pen a: Sunt satisfacut .
13_15 . lo¢ de cd P W cd- o ’ Y.a"?.f el Competitiv Comportament
= cdnd reugesc sa duc la capat sarcini de serviciu dificile.
ns La 1.0(?1 de munca imi face placere: Sa fac parte dintr-o Echipi Mediu
= echipa.
8 La locul de munca imi face placere: Sa lucrez cu alte Contact cu alte Mediu
- persoane. persoane
. . Nevoia de
La locul de muncd imi placere: Sa lucrez intr-un . Py .
119 ocul de muncd imi face placere: S lucrez int integrare in Mediu
= mediu prietenos. N
colectiv
La locul de munca este important: Sa fiu persoana care Motivayie de
12_3 PR Control S
— controleaza activitatile. baza
La locul de munca este important: Sa cunosc detaliile si . Motivatie de
122 : . : ’ Expertiza o
= instrumentele propriei munci. baza
1115 La 1{)(:ul de munca tr?t_ﬁ{c'efplzfc'ffre,' Sa incep o activitate Materialist Mutwa,tie de
— dupa ce sunt sigur cd voi fi platit. baza
12 4 La locul de munca este important: Sa fiu placut de Nevoia de a fi Motivatie de
- ceilalfi. placut baza
1116 La locul de munca imi face placere: Sa incep o activitate Nevoia de Motivatie de
= dupa ce stiu_cu ce oameni voi lucra. mediu prietenos baza
L e a imi face placere: Sa incep o activitate . Motivaic
1 13 a lzzcul de munca imi face pldacere: Sa incep o activitate Organizat ot/ ‘”‘f' de
= dupd ce clarific ce am de facut. baza
125 Lfl 1?(7u1 d? muncd este important: Sa intelegi procesele Organizat Muttva,tie de
= din jurul tau. baza
La locul de munca imi face placere: Sa i Vil Motivati
1 14 a E)CU de. u sz lr.nlfq_cc placere: Sa incep o activitate Subordonat oti a[ﬁe de
= dupa ce primesc indicaii. baza
- f . Motivati
12_1 La locul de munca este important: Sa am succes. Succes ottbaafée de

Sursa: autorul lucrarii.

2)  Motivare extrinseca — afirmatiile destinate cuantificarii motivatiei extrinseci au condus la
obtinerea a 21 de parametri de metaprogramare centralizati in 5 categorii: reglare externa,
reglare identificata, reglare integrate, introiectie (pozitiva), introiectie (negativa) (Tabel 2).

Tabel 2. Motivare extrinseci

Categorie

metaprogram

Vreau sa reusesc n activitarile de la locul de munca: Pentru
14_4 ca ceilalsi Tmi asigura o mai mare siguranza a locului de Siguransa Reglare externa

munca daca depun suficient efort.

Vreau sa reusesc in activitdtile de la locul de munca: Pentru -

o [t : . i Recompensa .
146 ca ceilalyi ma vor rasplati financiar doar daca depun suficient i o Reglare externa
inanciara

efort.

14 10 Vzﬂequ sd’rAeu:ges_c in activitatile de {a locul de munca: Pentru Siguran/a Reglare externd
- ca risc sa mi pierd locul de munca. ’

Vreau sa reusesc in activitdile de la locul de munca: Pentru a L .

142 evita sd fiu criticat de ceilalfi. Critica Reglare externa
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Afirmatie

Categorie

m

Vreau sa reusesc in activitaile de la locul de munca: Pentru a -
reau sa reusesc in activitafile de Aprobare Reglare externa
primi aprobarea celorlalti
45 Vreau sd reugeSC in activitafile de la locul de munca: Pentru Respect Reclare externd
— ca ceilalfi ma vor respecta mai mult. P 8 )
Vreau sa reusesc in activitdfile de la locul de munca: Pentru o
. O . Satisfactie .
14_12 cd vreau Ca munca mea sda aiba un impact pozitiv asupra S Reglare externa
- R personala
celorlalti.
136 Lucrez la acest loc de mun'cd pentru: Oportunitdtile de Impor.mn,m_ Reglare exiernd
- promovare pe care le oferd. profesionald
Lucrez la acest loc de munca pentru ca: fmi ite sd cdsti -
135 - OO \od peniru ca permite sa casig Necesar Reglare externa
— banii cu care sa ma intretin.
Analizati urmdtoarea afirmatie: Imi indeplinesc sarcinile de Lo .
16_16 L - S P Obligatie Reglare externa
- serviciu pentru cd trebuie. i
Analizati urmatoarea afirmatie: Vreau ca alte persoane sa afle Satisfactie .
16_11 A o v 7 T Reglare externa
- cat de bun(a) sunt. personala
Lucrez la acest loc de muncd pentru ca: Acest tip de muncd . . .
13_1 P - Siguranta Reglare externa
- imi oferd sigurantd.
La locul de munca este important: Sa imi stabileasca cineva -
126 L ca esie importa al cac Subordonat Reglare externa
- obiectivele de lucru.
16 15 Ana{i{ati urm&t()tfrea.afirmaytie: Imf' irldeplinesc sarcinile de Subordonat Reglare externd
— serviciu pentru cd seful meu vrea sd fac asta.
Lucrez la acest loc de munca pentru: Imi permite sd cdsti Importanta .
137 ' tloc ae munca p P $119 portanj Reglare externd
- bani cu care sa ma intretin baneasca
13 10 Lucrez la acest loc de munca pentru ca: Imi permite sa ating Importanta Reglare
- un anumit stil de viatd. baneasca identificata
13 11 Lucrez la acest loc de munca pentru cd: Imi permite sa imi Importanti Reglare
— ating obiectivele de cariera. profesionald identificata
13 14 Lucrez la acest loc de munca pentru ca: Imi permite sa imi Importanta Reglare
- ating obiective personale importante. personala identificata
132 Lucrez la acest loc de munca pentru ca: Munca a devenit o Intregare Reglare
- parte fundamentald a propriei persoane. personald integratd
133 Lucrez la acest loc de muncd pentru ca: Aceastd slujba este o Integrare stil Reglare
= parte importantd a vietii mele. de viata integrata
134 Lucrez la acest loc de munca pentru ca: Aceasta slujba ma Integrare Reglare
- defineste. completd integratd
Vreau sa reusesc in activittile de la locul de munca: Introiectie
141 Deoarece acest lucru ma face sa ma simt mandru(a) de mine Mandrie I
- - . (pozitiva)
insumi/insami.
14 13 Vreau sa reusesc in activitatile de la locul de munca: Pentru Succes Introiectie
= cd vreau sa am succes in viafd ca alte persoane. (pozitiva)
7 Vreau sd reugesc in activitdfile de la locul de munca: Pentru Ving Introiectie
- cd altfel m-as simti vinovat(a). (negativa)
Vreau sa reusesc in activitatile de la locul de munca: Pentru . Introiectie
148 M .’ PP Dezamagire .
ca altfel as fi foarte dezamagit(a). (negativa)
Vreau sa reusesc in activitdtile de la locul de munca: Pentru . Introiectie
149 . . " 5 P P Rusine g
- ca altfel mi-ar fi foarte rusine de mine insumi/insami. i (negativa)
Vreau sa reusesc in activitatile de la locul de munca: Pentru . Introiectie
14_11 . PN (IR o Frica de esec
cd trebuie sa Tmi demonstrez mie Tnsumi/insami ca pot. (negativa)
Sursa: autorul lucrarii.
3) Amotivare — afirmatiile destinate cuantificarii amotivarii au condus la obtinerea a 5

parametri de metaprogramare centralizati Tn 2 categorii: amotivare externa si amotivare
interna (Tabel 3).

Tabel 3. Amotivare

Afirmagie Metaprogram Categor
iena metaprogram

165 Analizafi u_rr_»}dtoarez_z afirmatie: La locul de munca ni se Mediu ) Amotivare
= ofera condisii nerealiste de lucru. nefavorabil (externa)
67 Analizati urmdtaareq afirmatie: La locul de munca se Ayteptdri_ prea Amotivare
- asteapta prea mult din partea noastra. mari (externa)
16 4 Analizafi urmatoarea afirmatie: Nu depun efort pentru Plictisit AI_'notivare
- ca simt ca imi pierd timpul la locul de munca. (interna)

Analizati urmatoarea afirmatie: La locul de munca nu Amotivare
16_6 par sa fiu capabil sa gestionez sarcinile importante Nepregatit " -
legate de actualul loc de munca. (interna)
g
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Cod
ntrebare

Categorie
metaprogram
Amotivare
(interna)

Afirmarie

Metaprogram

Analizati urmatoarea afirmatie: Fac pufina treaba

16_14 . .
— deoarece nu cred ca munca asta merita efortul depus.

Dezamagit

Sursa: autorul lucrarii.
4)  Alte tipuri de motivare — afirmatiile destinate cuantificarii altor tipuri de motivare au
condus la obtinerea a 13 parametri de metaprogramare centralizati in 5 categorii: directia
de motivare ,,inspre ”, directia de motivare ,,departe de ”, motivare prin optiuni, motivare
prin proceduri si motivare prin feedback (Tabel 4).

Tabel 4. Alte tipuri de motivare

. Categorie
Afirmatie Metaprogram
’ prog metaprogram
- - P Direcyie motivare -
La locul de munca imi face placere: Sa evit problemele. Precaut ¥ ”
— ,,departe de
La locul de munca imi face placere: Sa observ inainte Directie motivare -
1112 PR Precaut 4 »
— sa md implic. . departe de
16 L; locul de muanz_ |m| face plflf:elti. Sa fiu receptiv (sa Perfectionist Dlrec,nAe motlyare -
— primesc observatii din care sa invat). T ., inspre
La locul de munca imi face pldacere: Sa obtin rezultatele N Directie motivare -
11_10 ¢ Jace plac pnre Perfectionist eche ”
— scontate. 7 ., inspre
211 La locul de munca este important: Sa imi dau silinta in implicat Direc,tiﬁe motiyare -
— munca mea. ., Inspre
Analizati urmatoarea afirmagie: Cred ca munca pe care . Directie motivare -
16_13 § PR Valorizare > ”
— 0 prestez este valoroasa. ., inspre
Analizati urmatoarea afirmatie: La locul de munca o . .
o P P . Motivare prin
16_2 persoand necesitd sa aiba mai multe optiuni in Nevoia de alegere opiuni
desfasurarea unei activitati. P!
168 Analizati urmatoarea afirmatie: O activitate este mai Inovatie, Motivare prin
- bine realizatd daca se gasesc alternative sau solutii noi. alternative optiuni
17 Lu_locul de munca imi face pldacere: Sa initiez activitati Creativ Motlvalre prm
- nol. optiuni
Analizati urmatoarea afirmatie: La locul de munca o . " Motivare prin
16_1 1 o9 U oc! Nevoia de ordine pr
— persoand necesita proceduri pe care sa le urmeze. proceduri
169 Analizafi urmatoarea afirmatie: O activitate este mai Nevoia de a Motivare prin
- bine realizata daca se urmeaza procedurile. respecta ordinea proceduri
15 2 La locul de munca vreau sa fiu recompensat(a)/ Recunoagtere Motivare prin
= laudat(a): Pentru deciziile care le iau singur(a). inifiativa feedback
La locul de munca vreau sa fiu recompensat(a)/ Recunoastere a Motivare prin
15_4 - - S e e
- laudat(a): Pentru faptul ca stiu ce am de facut. expertizei feedback
55 La locul de munca vreau sa fiu recompensat(a)/ Recunoastere a Motivare prin
— laudat(a): Pentru identificarea problemelor. expertizei feedback
151 La locul de munca vreau sa fiu recompensat(a)/ Nevoia de Motivare prin
- laudat(a): Pentru atingerea rezultatelor. apreciere feedback
15 3 La locul de munca vreau sa fiu recompensat(a)/ Nevoia de Motivare prin
— laudat(a): Pentru faptul ca respect ordinele. aprobare feedback

Sursa: autorul lucrarii.

Ultima sectiune a chestionarului s-a concentrat pe evaluarea satisfactiei
aceasta cuprinzand urmatoarele 20 de afirmatii de tip 5-point Likert (Tabel 5):

a locul de munca,

Tabel 5. Satisfactia la locul de munca

Cod Element de

Afirmatie

ntrebare satisfactie

Analizati urmatoarea afirmatie legata de satisfactia la locul de

17_1 Munca: Sunt mulfumit(a) de oportunitafile de avansare oferite de Perfectionare
organizatie.
Analizati urmatoarea afirmatie legata de satisfactia la locul de

17_2 )Onrm;;c;.zitgt satisfacut(a) de oportunitatile de training oferite de Perfectionare Mediul colegial
Analizati urmatoarea afirmatie legatd de satisfactia la locul de Integrare

17_4 munca: Sunt determinat(@) de mediul organizatiei sa depun efort profesionald
in munca care o prestez. )

175 Analizati urmatoarea afirmatie legata de satisfactia la locul de Comunicare
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Element

Afirmatie

satisfactie
munca: Angajatii se ajutd unii pe altii din proprie initiativa.

Analizati urmatoarea afirmatie legata de satisfactia la locul de
176 munca: Ce icarea dintre yjati si i/lideri este Comunicare
foarte buna.

Analizati urmatoarea afirmatie legata de satisfactia la locul de

- . . . Comunicare
munca.: Am relatii de munca bune cu colegii.

17_10

Analizati urmatoarea afirmatie legata de satisfactia la locul de

17_11 - . P N
— muncd: Abia astept sa vin la munca.

Asteptari

Analizati urmatoarea afirmatie legata de satisfactia la locul de
17_15 munca: La locul de muncd am toate resursele necesare pentru a Asteptari
imi face treaba bine.

Analizati urmatoarea afirmatie legata de satisfactia la locul de

1712 munca: Ma gandesc foarte rar sa imi schimb locul de munca. Stabilitate
Analizati urmatoarea afirmatie legata de satisfactia la locul de
17_14 munca: Locul de munca imi oferd un sentiment de realizare Siguranta
personald.
17 22 Analizafi u(mﬁtaarea afirmayie legata de ,vqfi.yfaczia la locul de Contact cu
= munca: Imi face pldcere sa lucrez cu colegii. alte persoane
17 23 Anali{a,tz; u{"}ﬁ&t()arfa afirnja}ie Iegfzt& de. scvzti_sfaz:gtia la locul de Echipd
= munca: Imi face placere sd lucrez in echipa.
17 24 Analizati urmatoarea afirmatie _legatﬁ de satisfactia la locul de Mediu
- muncad: Mediul de lucru este prietenos. prietenos
Analizayi urmatoarea afirmagie legata de satisfactia la locul de = .
17_3 muncd: Sunt inspirat(a) de conducere sa imi ating obiectivele Incura],are
profesionale. sef
Analizati urmatoarea afirmatie legata de satisfactia la locul de Tncurajare
17_13 munca: La locul de munca ma simt incurajat sa identific cai mai 4
bune de realizare a activitatilor. sof
Analizafi urmatoarea afirmatie legata de satisfactia la locul de Libertate d
17_7 Mmunca: Mi se permite sa iau decizii relationate de propria ! e_- ate de
activitate. rscare
78 Analizati urmatoarea afirmatie legata de satisfactia la locul de Recunoastere
- munca: M ii i liderii recunosc performanta in munca. sef
17 19 Analizayi urma“tm_l_rele afirmatii legate de Sati.g_{ac(ia la locul de Recunoq;tc’re
- munca: Managerii si liderii tin cont de sugestiile mele. sef
Analizati urmatoarea afirmatie legata de satisfactia la locul de Recunoastere
17_21 munca: Managerul/liderul direct apreciaza valoarea muncii f~5 Management
mele. 5
17.9 Analizati urmatoarea afirmatie legata de satisfactia la locul de Comunicare

muncd: Am o relafie bund cu superiorii.

Analizafi urmatoarea afirmatie legata de satisfactia la locul de
17_16 munca: Managerii si liderii pastreaza angajatii informaygi in Comunicare
privinga lucrurilor care ii afecteaza.

Analizati urmatoarea afirmatie legata de satisfactia la locul de
17_17 munca: M ii si liderii de eazd UN angajament pentru Calitate
calitatea muncii.

Analizayi urmatoarea afirmatie legata de satisfactia la locul de

17_18 o o L
- muncd: Sunt consultat(d) in privinta deciziilor de management.

Implicare

Analizati urmatoarea afirmatie legata de satisfactia la locul de

17_20 o . PR - -
— muncd: Sunt recompensat(a) pentru implicarea in munca.

Recompensa

B)

©)

Sursa: autorul lucrarii.

Chestionar de autoevaluare (Anexa 4.2). Fiecare angajat a fost rugat sa completeze pe langa
chestionar o fisa individuala de apreciere structurata in 4 categorii: nevoile la locul de munca,
comportament, perceptie loc de munca si beneficii obtinute. S-au identificat, conform metodei
NLP, 14 parametri pentru descrierea nevoilor, 18 parametri pentru descrierea comportamentului,
9 parametri de descriere a locului de munca si 8 parametri de descriere a beneficiilor. Angajatii
au fost rugati sa prioritizeze acesti parametri si sa selecteze 3-5 dintre acestia.

Interviu semi-structurat (Anexa 4.3). in aprilie 2018 au fost organizate interviuri cu managerii
si liderii din cadrul institutului si personalul din cadrul serviciului de resurse umane. Cu ajutorul
acestora au fost completate fise de evaluare pentru fiecare angajat si manager participant la
studiu. S-au utilizat, conform metodei NLP, 14 parametri pentru descrierea nevoilor si 18
parametri pentru descrierea comportamentului. Utilizarea acestei fise si a fisei de autoevaluare
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ne permite sa conturam o harta a propriei perceptii comparativ cu perceptia externa.
Informatiile culese din ultimele doua tipuri de chestionare au fost create pornind de la parametri
NLP ceea ce a permis asocierea clasificarii nevoilor si caracteristicilor angajatilor cu diferitele tipuri de
motivare, astfel (Tabel 6):

Tabel 6. Corelatia nevoi - caracteristici angajat - tip de motivare

Element | Categorie metaprogram | Tip motivagie \

Nevoia de a respecta ordinea Motivat de proceduri Alte tipuri de motivare
Nevoia de alegere Motivat de opziuni Alte tipuri de motivare
Nevoia de apreciere Motivare prin feedback Alte tipuri de motivare
Nevoia de recunoastere a expertizei Motivare prin feedback Alte tipuri de motivare
Nevoie de aprobare Reglare externa Motivare extrinseca
Nevoia de respect Reglare externd Motivare extrinseca
Nevoie de perfectionare (invatare) Calitate interioard Motivare intrinsecd
Nevoie de contact cu alte persoane Mediu Motivare intrinseca
Nevoia de a lucra T echipa Mediu Motivare intrinseca
Nevoia de integrare Tn colectiv Mediu Motivayie intrinseca
Nevoia de a fi placut Motivatie de baza Motivare intrinseca
Nevoia de mediu prietenos Motivatie de baza Motivatie intrinseca
Nevoia de a primi indicatii Motivatie de baza Motivatie intrinseca
Competitiv Comportament Motivare intrinsecd
Controlator Motivatie de baza Motivare intrinseca
Creativ Calitate interioard Motivare intrinseca
Curios Calitate interioard Motivare intrinseca
Demoralizat Amotivare (interna) Amotivare
Dezamagit Amotivare (interna) Amotivare
Implicat Directie motivare - ,, inspre” Alte tipuri de motivare
Individualist Comportament Motivare intrinseca
Inovativ Motivare prin optiuni Alte tipuri de motivare
Materialist Motivayie de baza Motivare intrinsecd
Nepregatit Amotivare (interna) Amotivare
Organizat Motivatie de baza Motivare intrinseca
Perfectionist Calitate interioara Motivare intrinseca
Plictisit Amotivare (interna) Amotivare
Pozitiv Calitate inzerioara Motivatie intrinseca
Precaut Directie motivare - ,,departe de”’ Alte tipuri de motivare
Relaxat Calitate interioara Motivare intrinseca
Subordonat Motivayie de baza Motivare intrinseca

Sursa: autorul lucrarii.

3.3 Metode si tehnici de analiza

Prelucrarea si centralizarea datelor din chestionare au fost realizate cu programul Statistical
Package for the Social Sciences IBM SPSS 20.0 (trial). Aceasta a presupus construirea bazei de date prin
definirea variabilelor in optiunea Variable View din fereastra Data Editor si definirea valorilor luate de
variabile si etichetele corespunzitoare (Value Label).

Analiza cantitativa pe care am efectuat-o are la baza variabile ordinale, de tip scalar 5-point
Likert. Scalele ordinale ,, permit ierarhizarea stimulilor investigasi, in funcrie de variabila evaluata, prin
atribuirea de ranguri sau numere de ordine . Scala lui Likert, pe care am utilizat-o, este 0 metoda
necomparativa de scalare care permite evaluarea elementelor cercetate independent de ceilalti indicatori.
Scala se creeaza pe 5 trepte de la dezacord total (valoare 1) la acord total (valoare 5). La acestea s-au
adaugat variabilele de tip categorial (scala nominald) prin care s-au caracterizat genul, statusul si
indicatorii din fisele de evaluare.

Pentru a prelucra si interpreta variabilele ordinale, scorurile s-au modificat (prin optiunea Record

60 Timiras, L.C. - ,, Cercetdri de marketing. Aplicayii si studii de caz ”, Editura Alma Mater, Bacau, 2016, p. -154;
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into different variable s-au creat noi variabile) utilizandu-se valorile {-2, -1, 0 , 1, 2}. Sintetizarea
opiniilor fiecarui repondent s-a realizat prin determinarea scorului mediu per afirmatie si a scorului mediu
global per categorie prin aplicarea mediei aritmetice ponderate, respectiv:

n

> xn,

i=1 '
n
>,
i=l

Pentru calcularea acestor scoruri s-a utilizat metoda de analiza descriptiva Descriptive Statistic —
Frequencies care a permis cuantificarea frecventei unei valori raportat la totalul numarului de cazuri, iar
evidentierea acestor frecvente s-a realizat prin metodele tabelare si grafice oferite de programul utilizat.

Variabilele nominale (nevoile, descriere angajat, descriere loc de munca si beneficii) au fost
prelucrate prin optiunea Multiple response Frequencies care a permis identificarea raspunsurilor comune
mai multor variabile (0 = NU, 1 = DA) si calcularea frecventei de aparitie a acestora la nivelul cazurilor
validate. Metoda se utilizeaza cand exista mai multe raspunsuri posibile si se doreste identificarea
frecventei acestora, aceasta permitand gestionarea datelor provenind din intrebari cu raspunsuri multiple.

Analiza a fost extinsa aplicand optiunea Split Files Option care a permis gruparea automati a
raspunsurilor in subgrupuri specifice unei anumite variabile prestabilite. Rezultatele obtinute pe baza
acestei comenzi permit rularea analizelor statistice pe subgrupuri, Tn functie de valorile respectivei
variabile. Subgrupurile selectate au fost: departamentul (D1 - D6), genul (masculin/feminin) si statusul
(angajat/manager/sef direct).

unde: x = scorul; n = frecvenfa/numadrul de repondenyi.

CONCLUZzII

Domeniu vast al psihologiei aplicate, NLP este una din resursele recente folosite din plin in
dobéandirea eficientei in comunicare, antropologie, cibernetica, dezvoltare personala si organizationala. Ea
nu trebuie socotita doar ca ramuri relativ specializata a psihologiei, fiind o manifestare artistica a
experientei subiective Tn vederea atingerii unui nivel cat mai ridicat al eficientei personale. Organizatiile
inteleg, din ce Tn ce mai mult, atat faptul ca totul se raporteaza la bani, cat si cel ci nu pot avea suficiente
baza stimulentelor materiale.

Asociatia Romana pentru Programarea Neuro-Lingvistica defineste NLP ca fiind ,,0 tehnologie
de eficientizare a comunicarii, de modificare a comportamentului si de obfinere a succesului prin modul
n care noi gandim, simfim si actionam . Regulile NLP se bazeazi pe modele de comportament de
succes, ce si-au dovedit deja utilitatea Tn psihoterapie, consiliere, educatie si in mediul organizational.
Aceste modele acopera un camp larg: de la multumirea adresatd spontan persoanei vizate, la multumirile
publice si formale care Tncurajeaza anumite tipuri de comportament si unde modalititile de acordare a
recompenselor non-financiare sunt clar stabilite.

Pornind de la piramida nivelurilor neurologice si ntelegerea sistemului cibernetic uman, modelul
original al NLP dezvoltat de R. W. Bandler si J. T. Grinder a fost adoptat si aplicat, pe baza lucrarilor lui
G. Bateson, de R. B. Dilts. Modelul este considerat a fi extrem de util in studiul organizational, putand fi
folosit pentru colectarea de informatii, pentru identificarea lipsei congruentei intre nivele ierarhice sau
ntre organizatii, pentru alegerea punctului potrivit in care sa fie aplicata schimbarea ori pentru pregatirea
unei specificatii (descrierea postului, descrierea misiunii unei organizatii).

6L ***Asociatia Romana pentru Programare Neuro-Lingvistici - ,, Ce este NLP ”, http:/nlp.ro/ce-este-nlp/.
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Nivelul recompensei financiare, pana nu demult considerat a fi singurul care il motiveazd pe
individ pentru un randament ridicat in munca, devine obisnuit foarte repede, pierzandu-si forta sa
motivanta. Aceasta lacuna poate fi estompata cu ajutorul unui spectru larg de mijloace de motivare non-
financiara, nivelurile neurologice (mediu, comportament, aptitudini, convingeri, valori, identitate si
spiritualitate) putand fi folosite Tn organizatii pentru determinarea schimbarilor pozitive si atingerea unor
scopuri utile. Organizatiile sunt sisteme structurate de interactiune a oamenilor in scopul realizarii unor
obiective comune, iar in cele care afirma cd se concentreaza pe realizarea unui anumit obiectiv, dar
actioneaza in mod contradictoriu cu acesta, pozitiile tot mai des ostile determinand doar stari de furie,
actiuni protestatare, contraproductivitate, frauda, frustrari repetate si urd. Doar organizatiile care au nivele
neurologice aliniate cu Tntregul personal mentin acelasi set de credinte si valori si se indreapta Tn aceeasi
directie pentru realizarea unui scop comun, intretinand o relatie durabila.

Analizénd informatiile despre NLP prezentate in lucrare putem conchide ca practica NLP se
ntinde pe doua mari tipuri de demersuri: modelarea si programarea.

Modelarea este procesul de studiu, de analiza si de structurare avand forma unor scheme teoretice
aplicative sau explicative a pattern-urilor comportamentale eficiente. Ca modelare, Tnvatarea presupune
realizarea progresiva a stapanirii constiente asupra mintii, detinerea controlului asupra procesului si nu
permiterea manifestarii aleatorii a tehnicilor si strategiilor naturale de Tnvitare pe care fiecare persoana in
parte si le-a elaborat in urma experientei dobandite. Acest lucru include atat luarea cu atentie, cu
inteligenta si deliberata a deciziilor, mentinerea unei stari emotionale pozitive, indiferent de circumstante,
dezvoltarea de convingeri puternice, in timp ce cele slabe sunt eliminate, cat si intelegerea propriului
proces de gandire, emotii si comportament, focusarea atentiei catre ceea ce este de facut si construirea
unui model de realitate exact si eficient.

Astfel, se poate observa ca modelarea face parte din arsenalul unui set de metode ale psihologiei.
Tnsa in NLP, modelarea nu are doar un rol primordial, ci si unele particularitati, programarea neuro-
lingvistica contribuind considerabil la dezvoltarea si largirea ariei de aplicare a acestei metode. Prin
urmare, modelarea reuneste doua functii principale, una de natura analitica (privitoare la identificarea si
cercetarea Tn amanunt a acelor pattern-uri comportamentale generatoare de succes) si una predominant
sintetica (avand ca obiectiv identificarea pattern-urilor eficientei). Asadar, dispunem de modele privind
folosirea limbajului (sub forma interogativa sau prin hipnoza usoard), modele de Tnvatare eficienta, de
afaceri sau negocieri, de management al conflictelor.

Programarea este procesul prin care modelele sunt insusite de catre o persoana, prin care aceasta
Tsi interiorizeaza acele pattern-uri de eficientd. Termenul de programare pleaca de la premisa ca procesele
psihice (cognitive, afective si reglative), experientele subiective si viata fiecarei persoane se desfasoara
dupa traseele construite Th urma experientelor anterioare de viata, existand o varietate semnificativa de
moduri Tn care Tsi poate organiza gandurile, emotiile si actiunile astfel incat sa se poata simti confortabil,
n siguranta si sa aiba o relatiile armonioasa cu ei insisi si cu cei din jurul lor.

Programarea este obiectivul principal al procesului de modelare, descoperirea criteriilor eficientei
avand Tnsemnatate doar daca si alte persoane vor beneficia de acestea, fapt care demonstreaza
aplicativitatea programarii neuro-lingvistice ce raspunde unui deziderat esential al psihologiei, respectiv
ca orice actiune de tip investigativ este menita si coreleze cu o necesitate practica, cu un scop aplicativ
individualizat. Planificarea proceselor de programare se realizeaza prin raportarea la aria de activitate,
putand Tmbraca forma training-ului psihologic sau al celui profesional de specialitate ori a psihoterapiei.

Oamenii sunt cele mai importante si mai costisitoare resurse din cadrul organizatiilor, iar
managerii si liderii sunt cei care decid utilizarea lor intr-un mod profitabil si benefic pentru evolutia
organizatiei, influentdnd intr-o proportie covarsitoare cultura acesteia, care apoi influenteaza nu doar
comportamentul, valorile, sistemele de credinta si performanta angajatilor ci si procesul de dezvoltare
organizationald. De asemenea, organizatiile sunt tot mai constiente de importanta faptului ca factorii
motivationali sunt, in acelasi timp, intrinseci si extrinseci.
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Figura 2. Analiza comparativa a satisfactiei si eficientei Tn munca

dintre angajati nU prezintd 0 legdturd puternicd cu orga-
Nizatia pentru care lucreazi;

dintre tinerii profesionisti schimbd locul de munca

lipsa de satisfactie;
foarte repede si cu o frecventa destul de mare;

angajament s ;
dintre angajati sunt convingi ca managerii si liderii lor lipsa de incredere;
nu Ti pricep ca fiind un element important al organizatiei stres;

dintre angajai simt cd sunt, in mare parte, doar ,,un as- lipsd de obiective;

pect in plus de administrat”; imbolnavire, epuizare;
deziluzionare.

dintre expertii In HR vdd lipsa competentei Tn manage-
ment si lideriat ca pe cea mai mare provocare a organiza-
fiei din care fac parte.

Sursa: adaptare dupa Withrich, H. A., Osmetz, D., Kaduk, S., 2008, p. 24.

Exista o serie intreagd de factori din cauza carora nu putine din metodele de motivare nu ating
rezultatele scontate Tn practica manageriala, o parte dintre acestea neputénd fi explicata doar prin ceea ce
cunoastem referitor la motivarea angajatilor. Dar pentru ca motivarea si aiba efect, este imperios necesar
ca individul sd constientizeze atat ca eforturile lui duc la recompensare, cét si ca el doreste respectiva
recompensare. Avand Tn vedere toate acestea, este necesar un instrument de lucru util si eficient care sa
ofere iscusinta si viziunea Tn comunicarea de afaceri, management si leadership, totul Tncepand si
terminandu-se cu oamenii din spatele afacerii. lar Tn spatele comportamentelor oamenilor sunt, pe de o
parte, valorile si credintele pe care acestia le poseda si frica si limitele lor, pe de alta parte, care determina
n mare masura eficienta comunicarii Tn organizatii si constituie cheia motivarii angajatilor si a formarii
si evolutiei unei culturi organizationale.

Metodele, tehnicile, instrumentele, procedeele, teoriile si modelele specifice NLP vin in
intdmpinarea nevoii managerilor, liderilor si consultantilor de a Tntelege mai bine modul in care vor fi
valorificate calititile angajatului si modalititile de motivare, de crestere a moralului pentru implicarea
oamenilor n atingerea obiectivelor. Majoritatea aplicatiilor avansate ale NLP folosite in domeniul
afacerilor se refera, de cele mai multe ori, la modele lingvistice avansate si unelte de observare superioare
care au potentialul de a sonda adanc n subconstientul uman, contribuind la procesul de programare prin
crearea de convingeri si credinte noi care apoi vor putea armoniza individul cu mediul intern al
organizatiei. Toate aceste aplicatii ofera numeroase mijloace de a face fatd nonsensului si problemelor
reale ale managementului de astazi, fara de care ar fi foarte greu, daca nu chiar imposibil sa existe un
management care sa asigure desfasurarea eficientd a activitatilor si un nivel optim de satisfactie
profesionala.

CONTRIBUTII PERSONALE

Cercetarile din prezenta lucrare de doctorat si-au propus evidentierea aspectelor teoretice si
practice privind relatia dintre motivare si metodele NLP, concretizandu-se intr-o abordare critica si
originald n care fluxul gandirii poate fi urmarit in coerenta sa stiintifica. Astfel, pe parcursul diferitelor
etape de cercetare, am urmarit obtinerea rezultatelor conform obiectivelor propuse prin utilizarea de
metode si tehnici specifice cercetarilor cantitative, acestea fiind cel mai adaptabile demersului meu
stiintific. Abordarea anchetei pe baza de chestionar si utilizarea metodelor statistice parametrice de
prelucrare a acestora a urmarit sa creeze 0 metodologie viabila de identificare a relatiei motivare-NLP si,
astfel, sa identifice directiile de interventie pentru Tmbunatatirea climatului motivational din cadrul unei
organizatii.

Tn acest context, lucrarea a fost structurati astfel incat sa permiti atingerea obiectivelor propuse,
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ceea Cce a presupus o serie de cercetari ce reliefeaza contributiile proprii la domeniul cercetat, respectiv :

o

identificarea abordarilor privind programarea neuro-lingvistica, si axarea pe surprinderea
urmatoarelor elemente: obiective, metode, tehnici, instrumente, procedee, teorii si modele;
identificarea principalelor cercetari privind cuantificarea elementelor de motivare si
evidentierea particularitatilor relatiei NLP-motivare;

analiza tipologiilor de motivare (intrinseca, extrinseca, amotivarea, alte tipuri de motivare)
pe categorii de metaprograme (integrate n itemii chestionarelor aplicate) ceea ce a permis
reliefarea atat per total, cét si In functie de statul si de gen, identificarea modelelor de
metaprogramare existente la nivelul repondentilor luati ca studiu de caz;

analiza comparativa, pe compartimente institutionale (departamente), intre profilul
motivational (dat de departamentul de resurse umane), harta nevoilor motivationale realizata
prin autoevaluare, harta nevoilor motivationale realizata de departamentul de resurse umane,
beneficiile obtinute la serviciu Th viziunea angajatului si satisfactia de la locul de munc3;
conturarea gandirii critice privind masurile necesare pentru Tmbunatitirea climatului
motivational Tn contextul interventiei asupra metaprogramelor specific NLP.

Metodologia de analiza a fost adaptata cercetarilor mai sus mentionate, contributiile mele putand
fi sintetizate astfel:

[¢]
[¢]

studiu explorativ privind abordarea NLP si abordarea relatiei NLP-motivare;

elaborarea si aplicarea chestionarelor de evaluare a atitudinii angajatilor din Institutului
National de Cercetare-Dezvoltare in Informatica — ICI Bucuresti asupra motivarii si
prelucrarea acestora prin metode parametrice si non-parametrice;

aplicarea chestionarelor de evaluare a motivarii: chestionar de baza (cu 7 sectiuni, 101 itemi,
60 de parametri NLP si 16 categorii de metaprograme); chestionar de autoevaluare (care
contine 49 de parametri de autoevaluare); chestionar de evaluare institutionala (care contine
32 de parametri de evaluare din punctul de vedere al departamentului de resurse umane);
prelucrarea rezultatelor obtinute prin utilizarea metodelor de statistica descriptiva;
identificarea si propunerea de masuri necesare Tmbunatatirii climatului motivational adaptate
metaprogramelor identificate.

Constructia metodologica din cadrul lucrarii s-a realizat pe metaprograme ca tehnica NLP si a
permis elaborarea hartilor motivationale ale persoanelor, departamentelor si organizatiei pe ansamblu,
ceea ce ne-a permis sa intelegem modul cum persoanele pot fi influentate Tn directia motivarii. Cercetarile
au luat in considerare analiza pe tipuri de motivare (intrinseca, extrinseca, amotivare, alte tipuri de
motivare), motivatia Tn contextul satisfactiei la locul de munca si corelatia dintre nevoi, caracteristicile
angajatilor si motivare.

Organizatia este dominata de motivatia intrinseca si alte tipuri de motivare, in timp ce motivarea
extrinseca este redusa si amotivarea este destul de redusa. Principalele concluzii si propuneri pot fi
sintetizate astfel:

1. Tntrebare de cercetare:
Care sunt metaprogramele specifice motivatiei intrinseci care predomina modelul motivational?
1. Raspuns:

o

o

Categoriile de metaprograme predominante specific motivatiei intrinseci sunt mediul de
lucru, calitatile interioare si motivatia de baza;

n jumitate din departamente cei mai importanti factori motivationali intrinseci sunt mediul
de lucru (Relaxat) si calitatile interioare (dorinta de invitare si munca din placere -
pozitivitate);

Motivarea intrinseca este mai puternica in randul managerilor, acestia avand un profil
traditionalist (cu nevoi de organizare, indicatii si proceduri si cu exercitarea directd a
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controlului la locul de munca);

o Motivatia intrinseca este mai puternica Tn randul femeilor, acestea dorind si castige
experiente noi si sa lucreze de placere; femeile prefera individualismul dar Tntr-un mediu
placut, Tn timp ce barbatii sunt mai competitivi;

o Metaprograme predominante:

v mediu - nevoia de integrare in colectiv (cu exceptia D6 unde e predominanta nevoia
de a lucra in echipa);

v’ calitati interioare — dorinta de Tnvatare si nevoia de a fi relaxat la locul de munca
(jumatate din departamente);

v/ motivatie de baza — nevoia de recunoastere a expertizei (cu exceptia D6 care prezinta
profil de subordonare, adica nevoia de a primi ordine).

2. Tntrebare de cercetare:

Care sunt metaprogramele specifice motivatiei extrinseci care predomina modelul motivational?

2. Raspuns:

o Cele mai importante categorii de metaprograme specifice motivatiei extrinseci identificate
sunt: reglarea integrata, introiectia pozitiva si reglarea identificat;

o Satisfactia personala si profesionala (avansarea in carierd) este mai importanti pentru
manageri, in timp ce angajatii Tsi Tndeplinesc sarcinile de serviciu din obligatie si cu scopul
de a promova; managerul prezintd sentimente mai accentuate de mandrie, dorinta de succes
si frica de esec;

o Metaprograme predominante:

v reglarea integratd — integrarea personala (munca este parte fundamentald a unei
persoane);

v’ introiectia pozitiva — sentimentele de mandrie si de obtinere a succesului;

v’ reglare identificata — prezenta Tn jumatate din departamente, urmareste rolul locului de
munca Tn atingerea obiectivelor personale.

3. Tntrebare de cercetare:

Care sunt metaprogramele specifice amotivarii care predomina modelul motivational?

3. Raspuns:

o Conditiile nerealiste de lucru si asteptarile prea mari sunt principalii factori ai amotivarii;
o Aprecierea conditiilor nerealiste de lucru este mai predominanta Tn randul angajatilor.

4. Tntrebare de cercetare:
Care sunt metaprogramele specifice altor tipuri de motivare care predomini modelul
motivational?

4. Raspuns:

o Necesitatea angajatilor de a primi un feedback pozitiv, majoritatea acestora avand tendinta
de actiona ,,inspre ” obtinerea de rezultate (metaprogram predominant);

o Managerii sunt mai orientati spre nevoia de proceduri de lucru, in timp ce barbatii necesita
mai multe optiuni la locul de munca, ordine si feedback.

5. Tntrebare de cercetare:

Care este corelatia dintre motivare si satisfactia la locul de munca?

5. Raspuns:

Motivatia este mai ridicata in cadrul departamentelor unde existda un mediu prietenos si se
lucreaza in echipa. Probleme sunt create de nevoile de perfectionare si colaborare cu colegii. Procesul de
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management este apreciat din punct de vedere al calitatii, comunicarii si recunoasterii din partea sefilor
directi, dar se identifica o implicare redusa n decizii care afecteaza motivarea.

Dupa cum se observa din cele mentionate, teza de doctorat se constituie ntr-un ghid metodologic
pentru identificarea metaprogramelor cu influenta asupra motivarii personalului, acesta putand fi utilizat
ca punct de plecare in cercetari viitoare. De asemenea, consider ca rezultatele obtinute contribuie la
ntelegerea mai aprofundata a relatiei dintre caracteristicile personale date de metaprograme si nivelul de
motivare a personalului, tematica cu deosebita importanta teoretica si aplicabilitate practica.

LIMITELE DEMERSULUI STIINTIFIC

Prezenta teza de doctorat incearca sa sintetizeze principalele abordari teoretice din literatura de
specialitate, caracterul de noutate in tara noastra reiesind din modalitatea prin care am interpretat
abordarile deja existente, motiv pentru care erori generate de constructia chestionarelor, de calculul
estimatiilor etc. sunt inevitabile, aceasta lucrare stiintifica putand fi imbunatatita prin rezultatele obtinute
n cadrul unor viitoare cercetari.

Cercetarea calitativa are o puternica latura subiectiva prin natura acesteia, urmarind obtinerea
unor informatii generice la nivelul grupului de repondenti chestionat. Avem astfel la baza o abordare
holistica, aplicata Tn aceasta situatie la 0 anumita entitate, si care ia in considerare factorii contextuali care
influenteaza repondentii. Aplicarea anchetei pe baza de chestionar la nivelul studiului de caz este justificat
de necesitatea descrierii complexitatii relatiei NLP-motivare. Tn alegerea studiului de caz, instrumental a
depins de ratiunea cercetatorului si de accesibilitatea informatiilor, lipsa chestionarelor standardizate
generand nu doar un consum mare de timp si de resurse, ci si dificultatea gasirii unei metodologii comune
ntregului instrumentar NLP.

Nivelul scazut de abstractizare al instrumentarului NLP a generat un consum de timp foarte mare
deoarece a obligat crearea unei scheme de functionare pentru fiecare categorie a instrumentarului NLP si
identificarea principalelor elemente componente ale lui, precum si a relatiilor din cadrul acestora. Cu toate
acestea, ca tehnica complexa de cercetare sociologica, chestionarul rimane una dintre cele mai utilizate
metode de cercetare, chiar dacd rezultatele pot fi influentate de: personalitatea cercetitorului si
repondentului, tematica abordata, mediu, timpul de completare, mod de aplicare etc.

Chestionarele construite Tn cadrul acestei lucrari sunt chestionare de opinie ce vizeaza calitatea
informatiilor, Tncercand sa surprinda date ce nu pot fi direct observate, in aceasta categorie intrand
elemente precum opiniile, motivatiile, atitudinile, asteptarile etc. Rezultatele obtinute Tn acest caz pot fi
influentate de urmatoarele elemente: repondentii nu au exprimat clar si sincer opiniile reale asupra
tematicii propuse; repondentii refuza sa dezvaluie opiniile reale; repondentii prezintd dezinteres in
completarea chestionarului; repondetii se tem sa nu fie considerati ridicoli sau se tem ca pot raspunde
gresit, motiv pentru care bifeaza raspunsurile in functie de ce cred ca investigatorul doreste; repondentii
ofera raspunsuri false din diferite motive, precum prestigiu social, jena etc. Astfel, demersul stiintific n
constructia chestionarelor a utilizat: intrebari de control si intrebari comparabile pentru a reduce erorile
cauzate de motivele mentionate anterior; un spectru larg de itemi cu raspunsuri scalare echilibrate ce
permit masurarea intensitatii opiniei (5-point Likert).

Limitarile cercetarilor prin utilizarea chestionarelor sunt conturate de reducerea libertatii
repondentului Tn oferirea raspunsurilor sau de cunoasterea tematicii de catre cercetator si repondenti.
Dificultatile in interpretare sunt date de necesitatea codarii Tn vederea efectuarii analizei cantitative
statistice, dar si de natura intrebarilor care, in cazul tematicii motivationale, solicita opinii ce tin de logica
sau psihologia individului. Totodata, erorile pot aparea si datorita urmatoarelor elemente: formularea
intrebarilor a fost confuza pentru repondent; lungimea chestionarelor poate influenta acuratetea
raspunsurilor; caracteristicile psihologice ale repondentilor (nesinceritatea, dezirabilitatea sociala,
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capacitatea de intelegere, procesare si interpretare a informatiei, memoria umana). De asemenea, utilizarea
mai multor concepte care definesc acelasi instrument poate genera dificultiti in interpretarea obiectiva a
itemilor evaluati, deoarece provin din curente, abordari si autori diferiti.

Nu Tn ultimul rand, avand in vedere conditiile economice, unii manageri nu au fost de acord cu
desfasurarea anchetelor Tn cadrul departamentelor pe care, la data elaborarii acestei lucrari, le conduceau,
generand dificultati Tn colectarea mai multor raspunsuri, in acest fel chestionarele fiind aplicate la un
numar mai mic de persoane decét s-a estimat initial. Cu toate acestea, chestionarele au reprezentat o sursa
importanta de date, iar cercetarile efectuate permit evaluarea climatului motivational din cadrul unei
organizatii, din diverse perspective, dar si instrumentele necesare interventiei pornind de la
metaprogramele ce guverneaza comportamentul uman.

DIRECTII VIITOARE DE CERCETARE

n primul rand, cercetirile din prezenta teza de doctorat aratd faptul ci aceasta necesita a fi
continuatid pentru a se putea verifica replicabilitatea metodologiei si pentru a oferi posibilitatea altor
organizatii (publice sau private) de a rezolva provocirile legate de climatul motivational. Cercetarile
efectuate dovedesc faptul ca NLP poate diminua unele dificultati intAmpinate in identificarea modalitatii
de folosire eficientd a tuturor surselor de putere existente Tn vederea transformarii in realitate a unei
viziuni concepute pentru subordonati n scopul realizarii obiectivelor urmarite. Prin cercetarile viitoare imi
propun atat sa reusesc sia descopar noi modalitati de actiune a metodelor, tehnicilor, instrumentelor,
procedeelor, teoriilor si modelelor NLP de motivare asupra structurilor de decizie de la nivelul
organizatiilor, cat si sa dezvolt un model NLP de motivare care sa analizeze relatiile care se stabilesc Tntre
organizatiile care aplica concomitent instrumentarul programarii neuro-lingvistice. Conform cercetarii
intreprinse, cele mai mari probleme se inregistreazd in urmatoarele cazuri: cunostinte si capacitati
profesionale de management necorespunzatoare, insuficienta documentare a actiunilor de interventie,
absenta inovarii si nerecunoasterea alternativelor, neimplicarea intr-o suficientd masura a unor manageri
in procesul de elaborare a strategiilor si slaba comunicare interdepartamentald. Mentionez faptul ca
participantii au folosit chestionarele doar in scopul evaluarii si pe 0 perioada relativ scurtd, continuarea
activitatii de evaluare fiind o chestiune de maxima prioritate.

n al doilea rand, cercetarile trebuie replicate chiar si in cadrul aceleiasi organizatii, dupa
implementarea masurilor aplicate pe baza metaprogramelor proprii. Acestea necesita Tnsa studii
aprofundate derulate pe perioade Tndelungate de timp care si permita, intr-adevar, fundamentarea unui
management eficient al resurselor umane, orientat spre cresterea nivelului motivational Tn cadrul
organizatiei, propunandu-mi sa adaptez instrumentarul NLP Tn asa fel incét sa devina atat cat trebuie de
flexibil incat sa poata fi adaptat oricarei situatii particulare din cadrul oricarei organizatii.

Si, nu Tn ultimul rand, Tmi propun sa continui cercetarile pentru descoperirea unei formule de
personalizare a relatiei NLP-motivare suficient de puternica incat sa poata fi folosita in orice domeniu de
activitate si sa se potriveasca oricarei situatii particulare.
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metodologice ”, Editura Economica, Bucuresti, 2006;

Ziglar, H. H. - ,De la bine la excelent. Fa-fi viara mai frumoasa!”, Editura Curtea Veche,
Bucuresti, 2012;

Zlate, M. - ,, Introducere n psihologie ”, Editia |, Editura ,,Sansa” S.R.L., Bucuresti, 1994;

Yukl, G. -, Leadrship in organizations ”, 4™ Edition, Prentice Hall, London, 1998;

***Asociatia EANLP -, Obiective si Viziune ”, http://www.eanlp.org/ro/obiective-si-viziune/;
***Asociatia NLP Profesional - ,, Psihoterapia Neuro Lingvistica ”, http://anlpp.ro/ Resurse;
***Asociatia Romana pentru Programare Neuro-Lingvistica - ,, Ce este NLP ”, http:// nlp.ro/ce-este-
nlp/;

***Blood, R. -, Weblogs: A history and perspective ”, http://www.rebeccablood.net/essays/weblog
_history.html, September 2000;

***Dexx.ro - ,,Dictionar Online”, http://www.dexx.ro/index.php?a=term&d=Dictionar+de+
termeni+tinternationali®&=DEADLINE;

***JobEQ, iIWAM® - , Work Attitude and Motivation”, creat in 2016, accesibil on-line la
http://www.jobeg.com/iWAMhome.htm;

***http://www.competent.ro/index.php/cum-facem/nlp;

***’AT - ,, Communication orale ”, 2016, http://www.communicationorale.com/at.htm;
***Modern Language Association - ,, Dictionary.com Unabridged ”, Random House Inc., 26 Apr.
2016, http://www.dictionary.com/browse/role-model.
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Experienta
profesionala

Perioada

Functia sau postul
ocupat

Principalele activitati
si
responsabilitati

FURDUESCU Bogdan - Alexandru

Str. Zboina Neagra nr. 6, bl. 88, sc. B, et. 8, ap. 101, Sector 6, RO 060455,
Bucuresti

+40 744 764 705

bogdan_af@yahoo.com / bogdan.furduescu@ici.ro

Romana

21 iunie 1980, Sector 2, Bucuresti

Casatorit, 1 copil

(1) 01 martie 2019 - prezent; (2) 16 noiembrie 2017 - 28 februarie 2019; (3)
01 februarie 2017 - 15 noiembrie 2017.

(1) Sef Serviciu Resurse umane, salarizare si SSM; (2) Sef Serviciu Resurse
Umane si Salarizare; (3) Sef Compartiment Resurse Umane si Juridic.

=  Membru in Comitetul de Directie al ICI Bucuresti (martie 2017 -
prezent), Tn Comisia de cercetare a abaterilor disciplinare din ICI Bucuresti
(martie 2017 - prezent), in Comitetul de Securitate si Sanatate in Munca din
cadrul ICI Bucuresti (februarie 2017 - prezent) si in Structura de securitate
pentru protectia informatiilor clasificate din cadrul ICI Bucuresti (septembrie
2014 - prezent).

- coordonarea activititii Serviciului Resurse umane, salarizare si SSM /
Serviciului Resurse Umane si Salarizare / Compartimentului Resurse Umane
si Juridic;

- insusirea si aplicarea legislatiei muncii, cu modificari si completari,
privind Legea nr. 53 / 2003 - Codul Muncii, Legea nr. 62 / 2011 - Legea
dialogului social, Legea nr. 263 / 2010 privind sistemul unitar de pensii
publice, Legea nr. 467 / 2006 privind stabilirea cadrului general de
informare si consultare a salariatilor, H.G. nr. 257 / 2011 pentru aprobarea
Normelor de aplicare a prevederilor Legii nr. 263 / 2010, H.G. nr. 500 / 2011
si H.G. nr. 905 / 2017 privind registrul general de evidenta a salariatilor,
O.U.G. nr. 96 / 2003 privind protectia maternitatii la locul de munca, O.U.G.
nr. 111 /2010 privind concediul si indemnizatia lunara pentru cresterea
copilului, Ordinul Ministrului MFPS si al Presedintelui Institutului National
de Statistica nr. 1832 /856 / 2011 privind aprobarea clasificarii ocupatiilor
din Romania, Legea nr. 210 / 1999 privind concediul paternal, Legea nr. 91/
2014 privind acordarea unei zile libere pe an pentru ingrijirea sanatatii
copilului, Legea nr. 273 / 2004 privind procedura adoptiei, H.G. nr. 1364 /
2006 pentru aprobarea drepturilor si obligatiilor donatorilor de sange, Legea
nr. 227 / 2015 privind Codul fiscal, Legea nr. 136 / 2017 privind aprobarea
OUG nr. 32 /2016 pentru completarea Legii nr. 227 / 2015 privind Codul
fiscal si reglementarea unor masuri financiar-fiscale, Legea nr. 177 / 2017
privind aprobarea O.U.G. nr. 3 /2017 pentru modificarea si completarea
Legii nr. 227 / 2015 privind Codul fiscal, Legea nr. 142/1998 privind
acordarea tichetelor de masa, H.G. nr. 23 / 2015 pentru aprobarea Normelor
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de aplicare a L nr. 142/1998 privind acordarea tichetelor de masa, H.G. nr.
1621 / 2003 pentru organizarea si functionarea ICI Bucuresti, H.G. nr. 544 /
2004 privind modificarea H.G. nr. 1621 / 2003 pentru organizarea si
functionarea ICI Bucuresti, H.G. nr. 751/ 2017 pentru modificarea anexei la
HG nr. 327/ 2003 privind plafoanele pe baza carora se calculeaza costurile
salariale directe la contractele de finantare incheiate din fonduri bugetare,
O.G. nr. 57 /2002 privind cercetarea stiintifica si dezvoltarea tehnologica,
0.U.G. nr. 32/ 2016 pentru completarea Legii nr. 227 / 2015 privind Codul
fiscal si reglementarea unor masuri financiar-fiscale, 0.U.G. nr. 3/2017
pentru modificarea si completarea Legii nr. 227 / 2015 privind Codul fiscal,
O.U.G. nr. 8/ 2018 privind reglementarea unor masuri in domeniul sanattii,
Legea nr. 319 / 2003 privind Statutul personalului de cercetare;

- stabilirea, evidenta, intocmirea, pastrarea, procesarea, multiplicarea,
manipularea, transportul, transmiterea sau distrugerea informatiilor
clasificate din cadrul institutului, cu respectarea prevederilor Legii nr. 182 /
2002 privind protectia informatiilor clasificate si ale HG nr. 585 / 2002
pentru aprobarea standardelor nationale de protectie a informatiilor
clasificate in Romania;

- cunoasterea, respectarea si aplicarea reglementarilor in vigoare, inclusiv
cele interne, si aducerea lor la cunostinta subordonatilor;

- cunoasterea, respectarea, facerea cunoscuta si impunerea respectarii
masurilor de prevenire a incendiilor si accidentelor de munca;

- administrarea si planificarea activitatii resurselor umane ale ICI
Bucuresti, intocmind lucrari de evidenta si dinamica de personal;

- participarea la intocmirea programelor privind strategia de dezvoltare a
ICI Bucuresti pe termen mediu in domeniul resurselor umane;

- deciderea titulaturii posturilor din ICI Bucuresti conform COR —
Clasificarea Ocupatiilor din Romania;

- elaborarea fiselor de post pentru personalul din subordine;

- tinerea evidentei documentelor necesare activitatii Serviciului Resurse
umane, salarizare si SSM / Serviciului Resurse Umane si Salarizare /
Compartimentului Resurse Umane si Juridic privind salarizarea, asigurarile
sociale, fluctuatia de personal, angajari, promoviri, plecari din institut;

- intreprinderea masurilor necesare asigurarii calitatii lucrarilor efectuate
n cadrul Serviciului Resurse umane, salarizare si SSM / Serviciului Resurse
Umane si Salarizare / Compartimentului Resurse Umane si Juridic;

- asigurarea unui climat de lucru eficient in cadrul Serviciului Resurse
umane, salarizare si SSM / Serviciului Resurse Umane si Salarizare /
Compartimentului Resurse Umane si Juridic;

- participarea la elaborarea / modificarea Manualului Calittii,
Regulamentului Intern si al Regulamentului de Organizare si Functionare si
urmarirea ca fiecare salariat al ICI Bucuresti sa ia la cunostinta intocmai
continutul acestor documente;

- Tntocmirea proceselor verbale ale Sedintelor Comitetului de Directie
(cand este cazul);

- Tntocmirea lucrarilor de personal si salarii necesare Serviciilor Financiar-
Contabilitate / Financiar-Contabilitate-Salarizare si Plan-contracte si
monitorizare proiecte / Plan-Contracte pentru acordarea drepturilor salariale
(avans, lichidare, fond salarii, structura personal);

- selectarea, recrutarea si intervievarea candidatilor pentru angajare pe
posturile vacante, aldturi de ceilalti sefi de departamente / compartimente /
servicii / birouri / centre, participand la organizarea si desfasurarea
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concursurilor de angajare;

- Intocmirea dosarelor de angajare pentru personalul de specialitate,
inclusiv a contractului individual de munci;

- organizarea selectiei de personal pentru definitivare pe functie a
personalului Thcadrat cu contract individual de munca pe duratd determinata;

- participarea la elaborarea metodologiilor de concurs pentru ocuparea
functiilor de conducere in cercetare si non-cercetare;

- selectarea, recrutarea si intervievarea candidatilor pentru ocuparea
functiilor de conducere in cercetare si non-cercetare, alaturi de Directorul
General si/sau Directorul Tehnic si ceilalti membrii numiti in comisie,
participand la organizarea si desfasurarea concursurilor;

- evalueaza si prezintd spre aprobare Directorului General si/sau
Directorului Tehnic documentele referitoare la incadrarea, suspendarea,
desfacerea (incetarea) contractelor individuale de munca;

- tine evidenta documentelor necesare activitatii serviciului privind
salarizarea, asigurarile sociale, fluctuatia de personal, angajari, promovari,
plecéri din institut

- Tntocmirea si verificarea pontajelor lunare pentru personalul din aparatul
functional,

- intocmirea lunard a statului de functiuni pe baza fluctuatiei de personal;

- Tntocmirea / vizarea contractelor individuale de munca si a actelor
aditionale Tncheiate;

- Tntocmirea dosarelor de pensionare pentru limita de vérsta precum si
dosare de Incadrare pentru personalul de specialitate nou angajat;

- eliberarea de adeverinte fostilor salariati Tn vederea stabilirii vechimii Tn
munca pentru calculul drepturilor de pensie;

- verificarea zilnica a prezentei personalului la serviciu;

- stabilirea numarului de zile de concediu de odihna, in conformitate cu
prevederile legale si cele ale contractului colectiv de munca aprobat la
nivelul institutului si urmarirea respectarii programarii si efectuarii
concediilor de odihnd, pe departamente / compartimente / servicii / birouri /
centre;

- Tnregistrarea in Registrul de Evidenta al Salariatilor (ReviSal) a tuturor
schimbarilor survenite in situatia angajatilor conform legilor si
instructiunilor in vigoare;

- introducerea in programul ERP a modificarii structurii de personal pe
departamente / compartimente / servicii / birouri / centre, a salariilor si
sporurilor salariale, incadrari / pensionari, concedii de odihna;

- completarea in Portalul web de preluare online a datelor statistice eSOP
(e-Survey Online Portal) pus in functiune de Institutul National de Statistica
a datelor pentru ancheta UNICA - Indicatori pe termen scurt in anul 2016
(lunar) si pentru Ancheta de conjunctura privind situatia si perspectivele
activitatii din servicii, a datelor solicitate pentru LV - Ancheta locurilor de
muncd vacante 2016 (trimestrial), precum si a altor chestionare (general,
cheltuieli deplasari oficiale, TIC, activitatea de cercetare-dezvoltare etc.);

- centralizarea fiselor de apreciere a activitatii personalului si a
perfectionarii profesionale;

- asigurarea interfetei cu reprezentantii centrelor medicale de medicina
muncii din Bucuresti (programarea noilor salariati pentru efectuarea
controlului de medicina muncii, scoaterea din evidenta a salariatilor care au
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Perioada

Functia sau postul
ocupat

Principalele activitati
si
responsabilitati

incetat activitatea si facturarea lunara aferentd efectivului de salariati) si cu
medicul de medicina muncii (pentru organizarea controlului medical anual);

- conceperea / redactarea de adeverinte, actualiziri norme, diverse
formulare, tabele, adrese necesare Serviciului Resurse umane, salarizare si
SSM / Serviciului Resurse Umane si Salarizare / Compartimentului Resurse
Umane si Juridic;

- avizarea documentatiei privind deplasarile in strainatate pentru
Tndeplinirea unor misiuni cu caracter temporar;

- conlucrarea cu celelalte departamente / compartimente / servicii / birouri
/ centre din cadrul institutului pentru a obtine sprijinul necesar in

rezolvarea problemelor care au conexiuni cu activitatea specifica Serviciului
Resurse umane, salarizare si SSM / Serviciului Resurse Umane si Salarizare
/ Compartimentului Resurse Umane si Juridic;

- Intocmirea materialelor de specialitate Resurse Umane pentru
certificarea institutului;

- prezentarea conducerii executive a institutului de rapoarte privind activitatea
de Resurse Umane;

- organizarea si raspunderea de arhivarea lucrarilor Serviciului Resurse
umane, salarizare si SSM / Serviciului Resurse Umane si Salarizare /
Compartimentului Resurse Umane si Juridic, conform legislatiei in vigoare;
- intocmirea diverselor situatii de personal si materiale solicitate de
conducerea executiva a insitututului.

01 aprilie 2004 - 31 ianuarie 2017

Consilier juridic

= Presedinte Tn Comisia de inventariere a terenurilor, cladirilor,
constructiilor speciale, mijloacelor de transport, masinilor, utilajelor,
instalatiilor de lucru, aparatelor, instalatiilor de masurare si control,
mobilierului, biroticii, echipamentelor de protectie de natura mijloacelor fixe
si obiectelor de inventar ale ICI Bucuresti (februarie 2007 - decembrie
2009);

=  Membru cooptat in vederea sprijinirii activitatii comisiei de evaluare in
vederea selectarii si evaludrii ofertelor pentru atribuirea contractelor de
achizitie publicd de complexitate redusa (februarie 2015 - august 2017) si in
Comisia de valorificare a mijloacelor fixe si a obiectelor de inventar (de
natura echipamentelor IT) propuse spre casare (octombrie 2008 — octombrie
2017);

= Secretar in Comisia centrala de inventariere a elementelor de activ si de
pasiv ale ICI Bucuresti (decembrie 2011 - februarie 2017), in Comisia de
cercetare a abaterilor disciplinare din ICI Bucuresti (aprilie 2011 - martie
2017 si octombrie 2007 - iulie 2010), precum si in Comitetul Sindicatului
Salariatilor din ICI Bucuresti (august 2008 — noiembrie 2010).

® 01 martie 2011 - 31 ianuarie 2017 si 01 aprilie 2004 - 31 mai 2009:

- intocmirea dosarelor de personal si a dosarelor de pensii, in salarizare si
administrare personal, cu respectarea prevederilor legislatiei muncii, cu
modificari si completari;

- Secretar in cadrul comisiei de evaluare a personalului ce va fi incadrat
pe posturile vacante, a personalului incadrat cu contract individual de munca
pe durata determinata si a comisiei de evaluare a personalului ce va fi
promovat pe functie, cu respectarea prevederilor Legii nr. 53 / 2003 - Codul
Muncii;

- Secretar in cadrul comisiilor de solutionare a contestatiilor depuse de
candidatii inscrisi pentru ocuparea posturilor de Cercetator Stiintific Gr. I -
111, Cercetator Stiintific, Asistent de cercetare stiintifica, Inginer de
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Dezvoltare Tehnologica Gr. I - IlI si Inginer de Dezvoltare Tehnologica, cu
respectarea prevederilor Legii nr. 319 / 2003 privind Statutul personalului de
cercetare, cu modificari si completari;

- constatare abateri disciplinare / prejudiciului adus institutului,
identificare vinovat si grad de vinovitie, aplicare sanctiune disciplinara sau
stabilire prejudiciu cauzat si angajarea raspunderii materiale, precum si
monitorizarea aplicarii corecte a procedurii, Cu respectarea prevederilor
Legii nr. 53 /2003 - Codul Muncii, Contractului Colectiv de Munca si
Regulamentului Intern al ICI Bucuresti, cu modificari si completari;

- membru activ / supleant In cadrul comisiei de evaluare pentru achizitia
publica de bunuri, lucrari sau servicii, cu respectarea prevederilor Legii nr.
98 /2016 privind achizitiile publice, O.U.G. nr. 34 / 2006 privind atribuirea
contractelor de achizitie publica, a contractelor de concesiune de lucrari
publice si a contractelor de concesiune de servicii, H.G. nr. 395 /2016
pentru aprobarea Normelor metodologice de aplicare a prevederilor
referitoare la atribuirea contractului de achizitie publica /acordului cadru din
Legea nr. 98 / 2016 privind achizitiile publice, H.G. nr. 925/2006 pentru
aprobarea normelor de aplicare a prevederilor referitoare la atribuirea
contractelor de achizitie publica, cu modificari si completari;

- stabilirea, evidenta, intocmirea, pastrarea, procesarea, multiplicarea,
manipularea, transportul, transmiterea sau distrugerea informatiilor
clasificate din cadrul institutului, cu respectarea prevederilor Legii nr. 182 /
2002 privind protectia informatiilor clasificate si ale H.G. nr. 585 /2002
pentru aprobarea standardelor nationale de protectie a informatiilor
clasificate in Romania, cu modificari si completari;

- inventarierea anuald a mijloacelor fixe si obiectelor de inventar conform
prevederilor legale in vigoare si a deciziilor emise in acest sens si
Tntocmirea/completarea listelor cu propuneri de casare venite de la diferiti
salariati ai institutului si a proceselor verbale privind rezultatele inventarierii,
cu respectarea prevederilor Ordinului MFP nr. 2861 / 2009 pentru aprobarea
Normelor privind organizarea si efectuarea inventarierii elementelor de
natura activelor, datoriilor si capitalurilor proprii, cu modificari si
completari;

- scoaterea din uz, casarea si dezmembrarea (dupa analizarea partilor
componente care ar putea fi folosite ca piese de schimb) a mijloacelor fixe si
obiectelor de inventar propuse, conform prevederilor legale in vigoare si a
deciziilor emise Tn acest sens;

- conlucrarea cu alte departamente/compartimente/servicii din cadrul
institutului pentru rezolvarea problemelor care au conexiune cu activitatea
specifica Compartimentului Resurse Umane si Juridic;

- conceperea / redactarea de informatii/raspunsuri la solicitari, sesizari,
verificari, reclamatii venite pe adresa institutului, conform prevederilor
legale in vigoare si a deciziilor emise Tn acest sens;

- intocmirea documentatiei privind deplasarile in strainatate, cu
respectarea prevederilor HG nr. 518 / 1995 privind unele drepturi si obligatii
ale personalului roman trimis in strdindtate pentru indeplinirea unor misiuni
cu caracter temporar, cu modificari si completari, precum si cooperarea cu
Ministerul Afacerilor Externe (MAE) pe probleme ce tin de pasapoarte si de
informatii consulare si cu Ministerul Comunicatiilor si pentru Societatea
Informationala (MCSI) in vederea obtinerii aprobarilor necesare deplasarilor
in strdinatate;

- reprezentarea institutului, in baza Tmputernicirii emise de conducerea
executiva, in raporturile cu Inspectoratul Teritorial de Munca, Casa de
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Numele si adresa
angajatorului

Tipul activitatii sau
sectorul de
activitate

Perioada

Functia sau postul
ocupat

Principalele activitati
si
responsabilitati

Numele si adresa
angajatorului

Pensii, Administratia
Financiara, Arhivele Statului si alte organizatii, institutii publice sau
persoane juridice.

® 01 iunie 2009 - 28 februarie 2011 — Detasare la Serviciul de Achizitii
Publice - Directia Economica, Resurse Umane si Administrativa din cadrul
Ministerului Comunicatiilor si Societitii Informationale, cu urmatoarele
atributii:

- studierea problemelor juridice cu privire la legislatia aplicabila in
domeniul achizitiilor publice de bunuri, lucrari sau servicii si informarea
Sefului Serviciului de Achizitii Publice cu noutatile ce apar pe aceasta linie;

- conceperea / redactarea documentelor pentru organizarea procedurii de
achizitie, cu reclamatii venite de la ofertanti, a rezultatului adjudecarii,
precum si a contractului pentru achizitia publica ce urmeaza a fi incheiat cu
ofertantul declarat castigator;

- utilizarea sistemului SEAP AC;

- conlucrarea cu alte servicii de specialitate din cadrul ministerului pentru
a obtine sprijinul necesar n rezolvarea problemelor care au conexiuni cu
activitatea specifica Serviciului Achizitii Publice, cooperarea cu Ministerul
Finantelor Publice pe problemele ce tin de achizitiile publice si oferirea de
informatii la solicitdrile primite din partea Unitatii pentru Coordonarea si
Verificarea Achizitiilor Publice (UCVAP), a Autoritatii Nationale pentru
Reglementarea si Monitorizarea Achizitiilor Publice (ANRMAP) si a
Consiliului National de

Solutionare a Contestatiilor (CNSC).

Institutul National de Cercetare si Dezvoltare in Informatici - ICI
Bucuresti,

B-dul Maresal Alexandru Averescu nr. 8-10, Sector 1, RO-011455,
Bucuresti.

Cercetare stiintifica si dezvoltare tehnologica in domeniul tehnologiilor
informatiei si comunicatiilor necesar realizarii structurilor si serviciilor
specifice societatii informationale.

(1) 07 decembrie 2003 - 31 decembrie 2003; (2) 07 aprilie 2003 - 15 iunie
2003; (3) 01 noiembrie 2002 - 06 aprilie 2003; (4) 01 aprilie 2002 - 31 iulie
2002; (5) 06 iunie 2001 - 31 martie 2002; (6) 05 iulie 2000 - 31 martie 2001.

Agent comercial / Reprezentant vanzari

- invatarea produselor si caracteristicilor tehnice si planificarea activitatii
de vanzare;

- vizitarea clientilor actuali, crearea si dezvoltarea relatiilor, derularea de
proiecte pentru acestia;

- identificarea de potentiali noi clienti, adunarea de informatii despre
acestia §i vizitarea pentru prezentarea de produse Tn vederea maririi
numarului de clienti;

- realizarea target-ului de vanzari alocat echipei si incasarea/recuperarea
banilor datorati de catre clienti;

- adunarea de informatii despre concurenta si clientii acesteia, actualizarea
bazei de date referitoare la clientii actuali si potentiali si Tntocmirea
rapoartelor de activitate.

(1) S.C. Perfetti van Melle Roméania S.R.L.,
Str. Aurel Vlaicu nr. 186, RO-400581, Cluj-Napoca, Jud. Cluj;
(2) S.C. Waldy Com S.R.L. (prin S.C. Imex S.R.L., Str. Soimoseni nr. 30,
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Tipul activitatii sau
sectorul
de activitate

Educatie si formare
Perioada

Calificarea / diploma
obtinuta

Domenii principale
studiate / competente
dobandite

Numele si tipul
institutiei de
invatamant /

furnizorului de

formare

Nivelul de clasificare
a formei de
invatamant / formare

Perioada

Calificarea / diploma
obtinuta

Domenii principale
studiate /
competente dobéandite

Numele si tipul
institutiei de
invatamant /

furnizorului de

formare

Nivelul de clasificare
a formei de
Tnvatamant / formare

Perioada

Calificarea / diploma
obtinuta

RO-440111, Jud. Satu-Mare),

Intr. Ciclop nr. 2, Sector 6, RO-052786, Bucuresti;

(3) S.C. Mike Marketing S.R.L.,

Sos. de Centura nr. 41, RO-077175, Stefanestii de Jos, Jud. Ilfov;

(4) S.C. Whiteland Import-Export S.R.L.,

B-dul Metalurgiei nr. 132, Sector 4, RO-755752, Incinta PGB, Bucuresti;
(5) S.C. Randler Group S.R.L,,

B-dul Timisoara nr. 57, Sector 6, RO-061334, Bucuresti;

(6) S.C. Romsar Cosmetics S.A.,

Sos. de Centura nr. 13, RO-077040, Chiajna, Jud. IIfov.

(1) producator si distribuitor produse zaharoase; (2) distribuitor bauturi
alcoolice, ape minerale, bauturi racoritoare si al produselor din tutun; (3)
importator si distribuitor produse cosmetice si de parfumerie, sapunuri,
detergenti si produse de intretinere; (4) producator si distribuitor produse
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Anexe

Vor fi depuse doar Tn urma primirii de solicitari.
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INTRODUCTION

The transition in the 21st century has also meant a change in the behavior of both employees and
employers. The behavior of the employees is determined by certain reasons, aware - by each individual -
as goals. The task of a good manager, a good leader, is to identify and activate the motivations of the
employees and to direct them to a high performance activity.

If, in the past, the employees worked hard and showed loyalty to the employer, their career
following a certain and somewhat predictable path, at the end of the twentieth century motivation began to
be considered increasingly crucial in the success not only at the level of the organization, but also at the
level of each department or project. The role of motivation is not only limited to making the employees
work, but goes so far as to make them work well, which implies the full use of the physical and
intellectual resources they have.

People are the most important category of assets that an organization can use, none of which
cannot exist without the human resources that make it up. Paradoxically, however, they are also the only
asset that can act against the organization's goals. From the same point of view, at this moment people can
choose where to work or leave if they no longer enjoy it there. Those who want to improve their standard
of living and reach a balance in their professional life will decide to leave the job if it is no longer
satisfactory.

Organizations adapt and change at a faster pace than ever, both in terms of structure and how
they operate to reach their target. Without giving too much importance to the personnel within the
organization, the management is often blinded to the benefit obtained, losing sight of or unaware that the
profit of the organization can be substantially increased only if the motivation and satisfaction of the staff
is constantly developing. The expenses of this objective are considerably reduced compared to the losses
caused by the dissatisfaction of the staff. Defensive behavior, conflict and / or sabotage are just a few of
the ways to outsource employee dissatisfaction. Intensive fluctuation and permanent redundancies are also
costly solutions. The renowned organizations that have learned over time how they can make their
employees a force, currently at the height of economic development, apply entrepreneurial strategies in
the management and leadership of human resources, counting - year by year - among organizations ( both
public and private) performing.

A very important problem in the daily activity of the human being is the motivation that he feels
in relation to what he is doing or is going to do.

Motivation is a general term that describes the process of beginning, orienting and maintaining
physical and psychological activities, it is a broad concept that encompasses a number of internal
mechanisms, such as: the preference for one activity over another, the enthusiasm and vigor of a person's
reactions, the persistence of models (patterns) organized by the action to meet relevant objectives.

Motivation is a complex notion, the content of which cannot be thoroughly analyzed and
highlighted, because the individual's motives for action are only those deduced from his behavior, which
cannot be observed and measured directly. The continuous evaluation of the performance and the
possibilities of increasing the value of an organization, the analysis of its financial position, the
monitoring and neutralization of the risk factors, the listing on the stock market, the proposal of effective
investments and the maintenance of balanced contractual relations with the investors are continuous
challenges for the managers and leaders of the organizations which seek to remain viable in an
increasingly internationalized competitive market.

The purpose of any organization is to stabilize its position on the market, which can be
materialized by providing services or offering products of an irreproachable quality, practicing
competitive prices and through different advantages granted to customers. The quality of the services
provided or the products offered has its essence in the diligence of the activities carried out by the
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employed personnel. For performing services or offering quality products, there must be motivating
factors that encourage employees to perform very well, but overloading them is counterproductive. The
existence of motivation on the part of the employer leads to the accomplishment, in the shortest time, of
quality activities, but overloading causes the employees to feel punished for their performance. It is very
important that the human factor is given special attention, that is to say, to be motivated, to be
systematized in such a way that not only the staff, but also the organization meet its proposed objectives.

The motivation of the employee must be given special importance, noting that the staff, when
motivated at work, tends to perform tasks much faster and with a high quality, which leads to increased
performance, decreased staff turnover and absenteeism. In most private organizations the motivation
system is quite useful, but in public organizations this system and, in particular, the system of
remuneration of employees, is established by law, making it difficult to achieve the motivation of the
staff. At the time of carrying out this paper, numerous actions were taken aimed at both improving the
motivation system and achieving the objectives of public organizations in a favorable time, but we must
also expect compromises in the relationship between the employer and the employee.

Managers and leaders are constantly concerned about motivation at work, all the more so as
employees want more interaction, recognition and involvement in meeting their needS; under these
conditions it is necessary to develop, depending on the activity field of each organization, a pay system (in
which clear criteria for awarding have been established), the possibilities of promotion according to
performances, a system of bonuses and rewards depending on the quality, quantity and conditions of the
work submitted. It is impossible to always run everything smoothly; there will be oversights, but all the
bad will be better.

Motivation and performance are in a controversial relationship which, given the multitude of
variables that may interfere with their relationship, needs to be studied on a representative group of
subjects to allow the results to be generalized. It will be found that investing in people proves to be the
safest way of surviving the organization or ensuring its competitiveness and its future, only sufficient
motivation of human resources, pecuniary or non-monetary, accompanied by a well thought out marketing
policy, can ensure business success in perspective.

One way to open up new perspectives, which attracted the interest of counseling and
psychotherapy researchers in the early 80’s, is Neuro-Linguistic Programming (international acronym:
NLP, after the English name: Neuro-Linguistic Programming). Created in the 70’s by R. W. Bandler and
J. T. Grinder with the purpose of discovering the structure of human excellence, NLP is still considered to
be one of the ways to success, offering the practical tools necessary to achieve the goals. Although
research analyzes from the mid ‘80 shed little light on the basic ideas of NLP, diminishing the interest of
psychologists to further research this area, a group of devoted colleagues and students from that period -
of whom we mention L. Cameron-Bandler, J. DeLozier, R. B. Dilts, D. Gordon, F. Pucelik, A. L. Byron,
J. Eicher, M. Myers-Anderson, S. G. Gilligan, S. Andreas and C. Andreas, T. A. Epstein, T. Hallbom, S.
Smith, E. J. Reese and M. Reese, T. JAMES, W. Woodsmall, S. Jacobson, S. R. Lankton or T. Epstein
(the list can be continued) - have made a significant contribution to the development and expansion of
NLP since then and to this day.

NLP is a special approach in understanding the communication process, triggering an attitude of
curiosity, passion and dedication in studying the ways of improving and personal development of the
behavior of the human being, which is not only an efficient system for stimulating spiritual evolution and
enhancing soul harmony, but also a good impulse to change mentalities at the social level. It also offers
many useful ways of dealing with the real problems of management and leadership today. However, the
information about NLP presented in the paper should not be interpreted as therapeutic indications, but that
does not mean that they can be considered useless.
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This paper investigates how permanently employed staff perceives and responds to organizations'
concerns about increasing job satisfaction, as the NLP-motivation relationship plays an important role in
stimulating initiative, effort and success. Although it seems easy for managers and leaders to start talking
about linking the needs, aspirations and interests of organizations and initiating various campaigns in this
regard, it becomes a challenge - even difficult - to implement practice and policy in terms of motivating
staff, to determine it to improve its own activity, finally achieving high performance. The paper aims to
highlight the relationship between motivation, neuro-linguistic programming and the effective
performance of an individual and to create conditions so that the personal goals of the employees and of
the organization can be monitored, the NLP-motivation relationship having an important role in
stimulating the initiative, of effort and success.

The present work is structured in six chapters that can be summarized as follows:

(1) Chapter |, entitled ,,Neuro-Linguistic Programming ”, contains a conceptual and contextual
analysis of what it means and involves knowing the aspects related to what NLP systematically
incorporates, respectively epistemology (a system of knowledge and values), methodology (processes and
procedures for the implementation of knowledge, values and principles) and technology (tools that
facilitate the implementation of knowledge and principles). We started from the English name:_Neuro-
Linguistic Programming, which originates from the disciplines that have had a strong influence on the
beginnings of this field, all starting with researching the relationship between neurology, linguistics and
behavioral patterns (models),entitled programs, these are practically the quintessence from which the NLP
development started - modeling excellence - respectively, analyzing the highly successful people from
different fields, eliciting (defining and extracting) the means used to ensure the success of these people
and implementing these strategies in their own lives, to achieve success.

(2) Chapter Il presents the main influences of neuro-linguistic programming on motivation,
within this chapter the preliminary research related to the NLP-motivation relationship is included, NLP
containing a set of principles and distinctions that are specially designed for the identification and analysis
of harmful patterns of behavior, values, cognitive processes and the relationship between them, so that
from this preliminary research results methods, techniques, tools, processes , NLP theories and models of
motivation. Especially in the early years of evolution, most NLP methods, techniques, tools, processes,
theories and models were developed by carefully observing the patterns (strategies) of clinical,
educational and organizational experts. At the same time, there are many commonalities between NLP
and other sciences because neuro-linguistic programming is detached from the neurological, linguistic and
cognitive sciences, in addition there are numerous terms and many principles in IT and systems theory.

One of the many goals of NLP is to motivate different skills from these methods, techniques,
tools, processes, theories and models into a single structure, coherent and very effective when
implemented. Most NLP methods, techniques, tools, processes, theories and models were created through
the process called modeling, which, in principle, requires deciphering how the mind operate and how we
think (neuro) works by analyzing language patterns (linguistic) and non-verbal communication, the results
of the analysis are then integrated step by step into a strategy (programming) that can be used to transfer
the ability of other individuals. The practical-pragmatic aspect is, perhaps, the most important of the NLP,
the training programs and the concepts of the neuro-linguistic programming, emphasizing the interactive
side and the experiential learning, precisely so that these concepts and principles can be correctly and
completely perceived and understood.

(3) Chapter Il is devoted to the description of the conceptual, epistemological and
methodological framework of the scientific approach, making known to the interested the main concepts
with which to act, respectively the motivation of the employees, the quantification of the level of
motivation and the particularities of the NLP-motivation relationship. Next, the epistemological
positioning of the scientific approach is approached, the research undertaken within the paper being
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approached from the positive, as well as the post-positive perspective, knowing the reality, assuming an
inductive and deductive reasoning. By the inductive reasoning forecasts are made, but the discontinuities
were not taken into account, the induction being able to lead to errors. Deductive reasoning aims to
formulate the best hypotheses or inferences to fit situations that cannot be otherwise explained, the
abduction being used to explain the disparate phenomena and to make inferences about the future; like
induction, it identifies a possible truth, putting into play several competing hypotheses.

Returning to the objectives of the chapter, the expected scientific approach, in terms of finality, is
an improvement, because the propagation of some operational managerial tools is considered in order to
make the managerial practice more efficient in stimulating the staff to achieve the organization's
objectives and to develop its employees. The quantitative approach is the basis of the research
methodology and investigates the statistical analysis of the numerical data collected, in this case, through
the questionnaire and semi-structured interviews, as tools for data collection; theoretical, empirical and
hybrid exploration are the main ways of exploration, the latter combining the first two.

(4) Chapter IV, entitled ,, Analysis of motivational typologies by metaprogram categories ”, aims
to observe the connection between all the categories of motivation (described in the methodological
chapter, both in total, as well as in the gender and status subcategories), and the influence of the attitude of
the organization on the motivation of the staff, its creativity, leadership and perception on responsibility,
based on the calculation of average scores by metaprogram categories and type of motivation, evaluating
the opinion of the employees on the statements used. The preliminary research dealt with in Chapter Il
and the empirical one carried out in this chapter are connected and complementary, whereas the
respondents were invited to complete an exhaustive questionnaire regarding the association-dissociation
model of the employees in the workplace, their ability to meet their work goals, reporting on time and
place the relationship between intrinsic and extrinsic motivation, orientation and direction of motivation,
level of integration and need for feedback, etc.

(5) Chapter V, entitled ,,Comparative analysis of motivation through the use of neurolinguistic
programming tools in staff evaluation and self-evaluation” is closely related to the previous chapter,
which allowed the identification of existing metaprogramming models at the level of the employees taken
as a case study. In this chapter we tried to compare the information obtained with the metaprograms map
obtained by the self-evaluation and with the metaprograms map obtained by the evaluation of the human
resources department. The analysis was carried out by departments and allowed to substantiate the
intervention measures to increase motivation in the workplace. The comparative analyzes will take into
account the motivational profile of the department, the needs map realized by self-evaluation, the needs
map realized by institutional evaluation, the benefits obtained in the employee's vision and the job
satisfaction.

(6) In Chapter VI it is proposed , Improvement of the motivational climate through the
intervention on the metaprograms specific to the neuro-linguistic programming ”, research from previous
chapters allowing us to capture the level of motivation at the department level, by staff status and by
gender. Improvement of the motivational climate within the organization under study starts from the
predominant metaprograms identified (self-declared motivational factors) and it aims to increase the
performance of employees through strategic measures of motivational development of human resources,
as a whole proposing to elaborate a series of measures necessary to be implemented to determine the
increase of the degree of motivation within the departments. In other words, how can one intervene within
the departments so that the motivation of the whole work team is realized. Looking at the department
level, the motivation process must take into account several aspects, such as the level of trust, the
commitment of the members of the department, the level of socialization, communication etc., meaning
all the elements necessary to establish a motivating, collaborative, structured and communicative
environment.
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The chapters are preceded by the present introduction, in which | aimed to emphasize the
actuality and the opportunity of the thematic of the paper, the last part of it being dedicated to conclusions,
personal contributions, limits of the scientific approach and future research directions, bibliographic
references, lists and annexes integrating into the structure of the paper as a solid foundation of information
for the scientific approach made. The research results can be found in the scientific articles / papers
elaborated as | advanced in the study of the bibliography and the development of the empirical research -
in accordance with the standards imposed by the Organizing Institution of University Doctoral Studies
(I0SUD) through the program of university doctoral studies - and published, after the presentation of the
partial results obtained in international conferences, in specialized journals indexed to BDI and / or quoted
ISI.

In conclusion, I declare on my own responsibility that this work is the result of the intellectual
activity resulting from my research and based on the information obtained from sources that have been
cited, in the text of the paper, and in the bibliography. In completing the doctoral thesis, | used numerous
reference papers, published in prestigious publishers and, whenever | knew for certain that certain ideas or
conclusions belong to established authors, | explicitly recorded in the paper to which | am indebted.
However, in the event that | have failed to specify who the idea belongs to, | apologize and inform them
that any information that would help me correct the mistake is welcome. | also declare on my own
responsibility that the paper has not been presented, by myself or by another candidate, before another
doctoral commission.
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THE CONCEPTUAL, EPISTEMOLOGICAL AND
METHODOLOGICAL FRAMEWORK OF THE SCIENTIFIC APPROACH

The purpose of the research is to present the conceptual framework, the epistemological
landmarks and the applied methodology.The theoretical conceptual framework allows to shift the
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problematic approach, respectively the context and topics that determine the conduct of the research®?,
This represents the researcher's synthesis on the specific literature that explains the phenomena addressed
and presents the views of other researchers and researches that have approached the same problem. This
framework allows the researcher to identify the variables needed in the research investigation and outlines
the way forward in his own investigations. ,, The epistemological perspective formulates the connection
between the researcher and the object of his research % and briefly presents the stages of the scientific
approach. The methodological benchmarks illustrate the quantitative aspects used in the research, as well
as the main methods and techniques of analysis

In the book ,,Research in economics and management. Epistemological and methodological
benchmarks”, published in 2006, D. Zait and A. Spalanzani shows that ,, The research methodology is a
system of methods, procedures, techniques, rules, postulates, principles and instruments, as well as the
related know-how engaged in the scientific knowledge process. From such a definition does not result the
most important aspect that research methodology seeks. It gives the research the character of effective
action precisely because it proposes a way of use, a know-how suitable for the methods, techniques, tools
etc. which can be used, the latter being most usually known. What is not well known or known enough is
their application in new situations "%,

1. The conceptual framework

Motivation within an organization has become very important for ensuring the competitive
advantage and strategic planning of the working environment, and the researches of the last decades have
focused on different aspects of its measurement by specific methods and indicators. Also, the research on
motivation has specific features in the context of applying NLP approaches in human resources
management.

1.1 Research on employee motivation

The art of motivating staff starts with the science of influencing their behavior. Once this is
understood, the expected results can be obtained both by the organization as a whole and by each of its
members. At the workplace, the solution is to influence the staff in order to harmonize their personal
motivations with the needs of the organization. For the organization, the motivation of the staff means
efficient work, and for the employee the personal motivation means professional satisfaction.

Within human activity, work represents its central area not only in terms of its role in the
historical genesis of the human being, but also through its role in the ontogenesis of mature personality.
According to the unanimously recognized and accepted definition, the motivation of the staff therefore
states that the human existence is conditioned by a lot of needs, tendencies, effects, interests, intentions,
ideals that determine the achievement of certain goals or objectives. Motivation remains the driving force
of the employee, the reason that triggers the facts, acts and reactions, because it accentuates his behavior.

In the context of work, motivation is defined as the degree of willingness of the employee to get
involved and make a sustained effort to achieve professional goals. In the same context, motivation is
considered as a result of the transaction between the employee and the organizational environment in
which he / she operates, rather than a result of the individual motivational dominants, the professional
performance appearing when there is a fair overlap between the individual expectations and the
organizational demands. However, the distinction between motivation through identification and use must
be made; the first leads the employee to internalize his goals in line with those of the organization, while

%2 McGaghie, W. C., Bordage, G., Shea, J. A. - ,, Problem statement, conceptual framework, and research question” in ,, Academic Medicine,
76(9)”, 2001, pp. 923-924;
% Alexa, E., Sandu, A. - ,,New directions in epistemology of social science” in ,, International Conference Knowledge and Action”, Dec.
2010, pp. 9-12;
64 |dem;
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the second determines him to use the organization for his own purposes.

The research in this paper focuses on the two classifications of motivation: intrinsic and extrinsic.
The theoretical roots of this classification can be found in the work of B. F. Skinner®® and A. H. Maslow®®
from the’50. Focusing on the two dimensions has been achieved over the years 90, when T. M. Amabile,
K. G. Hill, B. A. Hennessey si E. M. Tighe® for the first time they defined intrinsic motivation as being
involvement in work because it is ,, interesting, captivating and, to some extent, satisfying ” and extrinsic
motivation as being involved in work due to ,, rewards, acknowledgement or other people's commands ”.
There followed papers like E. L. Deci si R. M. Ryan®®, who analyzed the intrinsic and extrinsic motivation
orientations, M. Gagné si E. L. Deci®®, who have shown that an exciting and challenging work environmen
leads to increased creativity and employee involvement, P. Spector’® which analyzed the link between
behavior and motivation, S. M. Elias, W. L. Smith and C. E. Barney™, which have demonstrated the
importance of intrinsic to extrinsic motivation or J. Arnold, J. Silverster, F. Patterson, |. Robertson, C. Cooper
si B. Burnes™, who have demonstrated the relevance of extrinsic motivation in the context of the workplace.

Also, the researches were also focused on gender differences in motivation in the workplace.
Thus, | would like to recall as a reference the first study in the field, that of J. Veroff, C. Depner, R. Kulka
si E. Douvan™. In addition to these | mention R. Kanfer, P. Ackerman’ and P. Warr’®, who have shown
that men are more interested in the achievements in the workplace, own initiative, responsibilities and
opportunities for promotion, while women are more appreciative of a pleasant working environment, with
a flexible schedule and contact with other people.

The third level of research was focused on the relationship between managers and employees.
Managers and leaders need to be motivated but at the same time, they must motivate the employees. The
style of manager/leader and management/leadership influence the level of this motivation. Since 1966, M.
S. Mayers’® mentioned three elements necessary to ensure the motivation of the staff:

o the interpersonal competence of the manager to increase motivation, self-determination and

innovation;

o settingimportantgoals forthe organization thatalso includesthe personal goals of theemployees;

o amanagement system that positively influences employee behavior.

The study of M. S. Mayers concluded the following important ideas:

o managers are more motivated, demonstrating greater satisfaction in meeting their personal

development needs, taking on responsibilities and professional recognition;

o there are three management styles — developer, reductive and traditional that stimulate or

inhibit the expression of initiative and creativity in the workplace;

o motivated employees associate the manager with elements such as: openness to new ideas,

5 Skinner, B. F. - ,, Science and human behaviour”, New York: Simon & Schuster, 1953;
% Maslow, A. H. -, Motivation and Personality ”, New York: Harper, 1954;
7 Amabile, T. M., Hill, K. G., Hennessey, B. A., Tighe, E. M. -, The Work Preference Inventory: Assessing Intrinsic and Extrinsic
Motivational Orientations” Journal of Personality and Social Psychology, 66 (november), 1994, pp. 950-967;
% Deci, E. L., Ryan, R. M. -, The ‘what’ and ‘why’ of goal pursuits: Human needs and the self-determination of behaviour. Psychological
inquiry”,11(4), 2000, pp. 227-268;
© Gagné, M., Deci, E. L. - ,, Self determination theory and work motivation. Journal of Organizational behaviour”, 26(4), 2005, pp. 331-362;
70 Spector, P. - ,, Industrial and Organisational Behaviour”, 5th Edition, New Jersey: John Wiley & Sons Inc., 2008;
" Elias, S. M., Smith, W. L., Barney, C. E. - ,, Age as a moderator of attitude towards technology in the workplace: work motivation and
overall job satisfaction”, Behaviour & Information Technology, 31(5), 2012, pp. 453-467;
72 Arnold, J., Silverster, J., Patterson, F., Robertson, I., Cooper, C., Burnes, B. - ,, Work psychology: Understanding human behaviour in the
workplace”, 4th ed, London, UK: Financial Times Management, 2005;
73 Veroff, J., Depner, C., Kulka, R., Douvan, E. - ,,Comparison of American motives: 1957 versus /976", Journal of Personality and Social
Psychology, 39(6), 1980, p. 1249;
74 Kanfer, R., Ackerman, P. - ,, Individual differences in work motivation: Further explorations of a trait framework ”, Applied Psychology,
49(3), 2000, pp. 470-482;
S Warr, P. - ,,Work values: Some demographic and cultural correlates ”, Journal Of Occupational & Organizational Psychology, 81(4), 2008,
pp. 751-775;
6 Myers, M.S. - ,, Conditions for manager motivation ”, Harvard Business Review, 1966;
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high expectations, encouraging performance;

o unmotivated employees associate with the manager elements such as: authoritarian (treating

employees as subordinates), intolerant, guilt, stress.

In this context, we need to understand the role of the manager and leader in supporting
motivation. They need to be integrated with company goals, set realistic work goals, allow employees to
achieve personal goals and present progressive thinking. All this can lead to the creation of a motivational
work environment. Also, at the organization level the management system must aim to apply a motivation
strategy that avoids the creation of privileged groups through: realistic distribution of responsibilities at the
employees level by ensuring a delegation process based on their qualities; ensuring a work environment
focused on the person and their goals; appreciation of managers and leaders according to their ability to
reach goals and involvement in the activities of the organization; performance recognition; evaluation of
managers by employees; creating the necessary conditions for simplifying work activities, etc.

Motivating managers and employees is, in fact, a consequence and a symptom of job satisfaction.
The comparison between the level of motivation and the degree of job satisfaction allows to identify the
problems within the applied management system. T. Mbah’” oncluded, based on his research, that the
employee is motivated when their financial and non-financial needs are met. If from a financial point of
view, in general, the managers provide a monetary reward adapted to the performances of the employees
that stimulate the competitiveness, it was observed that the non-financial rewards are more motivating.
Thus, managers need to focus on creating a pleasant and friendly work environment, ensure professional
recognition and provide career advancement opportunities.

The fourth stage of the research was focused on the link between motivation and job satisfaction.
Satisfaction at the workplace represents ,total feelings and attitudes that a person has regarding the
workplace. All aspects of a good and bad job, positive and negative, contribute to the development of the
feeling of satisfaction (or disappointment) 78,

In 1959, F. . Herzberg™ created the theory of the two motivating factors: (1) hygiene factors
(extrinsic; of context) and (2) motivating factors (intrinsic; of content). According to this, the intrinsic
factors surely lead to job satisfaction, while the extrinsic ones do not always have this purpose. In this
context, since the ’80%, most studies focused on applying job satisfaction questionnaires, often
highlighting that staff are motivated in organizations that offer very good working conditions and many
material benefits (extrinsic motivation), only that intrinsic motivation is actually more important .

In the last decades, the works in the field have been showing more and more that the
organizations that support the employees and ensure their personal satisfaction tend towards a higher
performance. Thus, in 2011, S. Achor® identifies for the first time the connection between happiness and
human potential (questionnaire-based survey of 1600 students) and underlines the importance of
positivism in improving performance and on people's behavior (creativity, stress reduction, productivity),
meanwhile in 2008, D. Gilbert® had demonstrated the link between unhappiness and the decline of
concentration power. J. Ifcher, H. Zarghamee® and D. Benjamin, O. Heffetz, M. S. Kimball, A. Rees-
Jones® continues on the same ideas and types of analysis. In 2015, A. J. Oswald, E. Proto si D. Sgroi®®

7 Mbah, T. -, Assessing motivation as a tool to enhance employee performance”, Entria University of Applied Sciences, 2015;
78 Riggio, R. E. -, Introduction to Industrial/Organizational Psychology ”, 6th Edition, New Jersey: Pearson Education Inc., 2013;
9 Herzberg, F. 1. - ,, Work and the nature of man”, Cleveland, OH: World Publishing Co., 1966;
80 Hise, P. -, The motivational Employee — satisfaction Questionnaire ", https://www.inc.com/magazine/ 19940201/2768.html;
81 Achor, S. - ,,Happiness Advantage: The seven principles that fuel success and performance at work ”, Ebury Publishing, London, 2011;
82 Gilbert, D. - ,, A wondering mind is an unhappy mind ", Science, vol. 330, 2010;
8 Ifcher, J., Zarghamee, H. - ,,Happiness and time preference: The effect of positive affect in a random-assignment experiment”, American
Economic Review 101, no. 7, 2011, pp. 3109-3129;
84 Benjamin, D., Heffetz, O., Kimball, M. S., Rees-Jones, A. - ,,What do you think would make you happier? What do you think you would
choose? ”, American Economic Review 102, no. 5, 2012, pp. 2083-2110;
85 Oswald, A. J., Proto, E., Sgroi, D. - ,, Happiness and productivity. Journal of Labor Economics ”, 33 (4), 2015 (versiune din 2008
republicata), pp. 789-822;
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went on with their studies and demonstrated the link between happiness and productivity through a
questionnaire-based survey applied to over 700 people. In 2017, A. Kjerulf® argues that happy employees
make better decisions, better manage their time and show leadership skills. S. Son®” mentioned in 2015
that satisfied employees are 12% more productive, and the Gallup network mentioned in 2013 that 63% of
employees are demotivated at work. In other words, motivation in the workplace is a consequence and a
cause of employee satisfaction in the workplace, and this level of satisfaction leads to an increase in the
level of performance. Studies in the field have also highlighted other important issues, such as the link
between job satisfaction, performance, motivation, absenteeism and income (C. Ostroff®, T. A. Judge, C.
J. Thoresen, J. E. Bono, G. K. Patton® si F. Cetin®). Starting from all these ideas, D. Lavinsky®* proposes
16 methods of motivating the employees, of which | mention: creating the feeling of importance of work
(involvement), effective communication between employees (communication), feedback, autonomy in
decision making (initiative recognition), performance recognition (recognition, reward), encouraging
innovation, involving employees in decision making, encouraging teamwork, training opportunities
tailored to their needs (willingness to learn), etc.

The last stage of the research considered the connection between motivation and self-respect. The
concept of self-respect refers to an individual's appreciation of their own competences®? based on personal
thoughts, relationships and experiences. Positive self-perception leads to higher job satisfaction and thus
a higher level of motivation.

1.2 Research on quantifying the level of motivation

In the elaboration of the methodology of the present paper, several important works were
considered which elaborated methodologies for scalar assessment of motivation in the workplace. The
first evaluation scale — Work Orientation and Values Survey (WOVS) — was founded by R. P. Brady and
B. Reinink in 2001%, In the year 2007%* it was supplemented with items correlated with motivation in the
workplace becoming the Scale of motivation measurement (Work Motivation Scale — WMS). WMS
contains statements related to different work situations and work environment based on Likert scale.
These statements can be grouped into four categories: safety (income, benefits, working conditions);
affiliation (relationships with colleagues, relationships with supervisors), self respect (carrying out
activities, coordinating activities and people), fulfillment (mission, success). The methodology proposed
by WMS, completed by R. P. Brady in 2008%, allows the outline of specific elements, respectively:

o Statements elated to the feeling of professional fulfillment capture the opportunities of the
individual to reach the maximum potential. Considerations such as creativity, curiosity and
competence are taken into account. Successful people pursue their career goals, are
passionate about their work and are willing to work hard to evolve. People oriented towards
the goals tend to follow the activity as a whole and attach little importance to the details.

8 Kjerulf, A. - ,, Leading with happiness: How the best leaders put happiness first to create phenomenal business results and a better world ”,
ISBN 978-87-994513-6-4, 2017;
87 Son, S. - ,, 11 mind-blowing statistics on employee happiness”, TINYcon Engineering employee experience, 2015;
8 QOstroff, C. -, The relationship between satisfaction, attitudes, and performance: An organizational level analysis”. Journal of applied
psychology, 77(6), 1992, p. 963;
89 Judge, T. A, Thoresen, C. J., Bono, J. E., Patton, G. K. - ,, The job satisfaction-job performance relationship: A qualitative and quantitative
review”, Psychological bulletin, 127(3), 2001, p. 376;
9 Cetin, F. -, The effects of the organizational psychological capital on the attitudes of commitment and satisfaction: A public sample in
Turkey ”, European Journal of Social Sciences, 21(3), 2011, pp. 373-380;
91 Lavinsky, D. -, Start at the End: Hoe Companies Can Grow Bigger and Faster by Reversing Their Business Plan”, ISBN 978-1-118-
41744-7, 2012;
92 Rosenberg, M. - ,,Rosenberg self-esteem scale (RSE). Acceptance and commitment therapy”, Measures package, 1965, p. 61;
9 Brady, R. P., Reinink, B. -, The use of vocational assessment in person-centered career planning & placement ”, program presented at the
annual Michigan Rehabilitation Conference, Traverse City, M, 2001;
9 Brady, R. P. - ,, The development and psychometric characteristics of the work motivation scale, a revision of the WOVS”, Unpublished
research paper, Siena Heights University, MI, 2007;
9 Brady, R. P. -, Work Motivation Scale ”, ISBN 978-1-59357-470-3, 2008;
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o The statements related to self-esteem underline the need for professional accomplishment,
taking responsibility and carrying out challenging activities. The personalities of people with
leadership or managerial skills, but also personalities oriented to planning and focusing on
the specific activities of their own work, can be shaped.

o Affiliate related statements identify people who feel the need to cooperate with colleagues
and appreciate feedback from bosses.

o The safety related statements take into account the opinion of the employees on the working
conditions but also on the benefits packages.

Other instruments taken into account in this paper were:

o C. Armstrong’s® work proposing a methodology based on a questionnaire that assesses
intrinsic motivation, extrinsic motivation, job satisfaction and self-respect;

o K. Burton’s®” work which provides a survey methodology based on a questionnaire adapted
by R. Ryan and E. L. Deci®.

In the context of the interior works were based:

o Intrinsic motivation — determining the employees in the involvement and obtaining results
starting from his expectations, related to his personality; this type of motivation is
determined by one's own experience, the way of thinking, the type of behavior, needs, etc.
Items such as interest, pleasure, attraction, etc. are associated with this type of motivation.

o Extrinsic motivation — the motivation is generated by elements external to the individual's
personality and can be suggested or imposed by other persons (benefits, reprimand,
punishment, etc.).

Self-Determination Theory — (SDT) is another evaluation methodology that measures intrinsic
motivation, extrinsic motivation and amotivation. The work of M. A. Tremblay, C. M. Blanchard, S.
Taylor, L. G. Pelletier and M. Villeneuve®® from 2009 demonstrates the application of the SDT tool
entitled WEIMS (Workplace Equity Information Management System) consisting of 18 Likert-scale items
that consider several forms of motivation.

Starting with the SDT, several types of extrinsic motivation can be identified:

o external adjustment — the employee's behavior is determined by external factors: obtaining

rewards, avoiding a punishment, etc. (external control);

o introjection adjustment — a part of the external regulation is taken from the inside of the
individual, the motivation being a direct consequence of the internal pressures imposed:
shame or guilt in case of failure, pride and self-respect in case of success (internal control);

o adjustment by identification — the behavior is valued by the individual through the feelings
of importance or relevance for the person: carrying out an activity after establishing its value
according to one's own thinking;

o integration adjustment — the activity performed at the workplace becomes an integral part of
the person - the activities are performed to obtain results in accordance with their own
values, but not as pleasing as in the case of intrinsic motivation.

The combination of the aforementioned elements and the NLP has been achieved in particular in

the last decade. The most exemplary model for integrating NLP metaprograms with the measurement of
motivation was found in the methodology proposed by iWAM (Work Attitude and Motivation). This

9 Armstrong, C. - ,, Workplace Motivation and its impact on Job Satisfaction & Self Esteem ”, Dublin: Dublin Business School, 2015;
97 Burton, K. - ,, A study of motivation: how to get your employees moving ”, Indiana University, 2012;
9% Ryan, R., Deci, E. L. -, Intrinsic and Extrinsic Motivations: Classic Definitions and New Directions ”, Contemporary Educational
Psychology 25.1: 54-67, 2000;
% Tremblay, M. A., Blanchard, C. M., Taylor, S., Pelletier, L. G., Villeneuve, M. - ,,Work Extrinsic and Intrinsic Motivation Scale: Its value
for organizational psychology reseaech ”, Canadian Journal of Behavioural Science/Revue canadienne des sciences du comportement 41, No.
4, 2009, p. 213;
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includes 48 parameters measured on a complex scale associated with a number of 40 questions'®. Among
the metaprograms associated with motivation we identified the following three: power (in command,
control, authority, influence, prestige), affiliation (belonging, friendship, member, group), achievements
(success, challenge, competition). The proposed questionnaire measures how employees process and use
information through metaprograms that can be classified into 15 categories: mode of action (proactive,
reactive), the direction of action (focused on results or focused on solving problems), reaction to the
decision (the need to make decisions or receive directions), motivated by procedures or options, focused
on the overall image or details, the way of communication, teamwork or individualism, acceptance,
rejection or division of responsibility, adaptation to changes, basic motivation (power, control,
performance, etc.), the approach model of activities (user, creator, structured), perception of time, reaction
to rules (subordinate, indifferent, tolerant, etc.), how to be convinced (auditory, visual, etc.), how to
assimilate information, factors environmental.

1.3 The peculiarities of the NLP-motivation relationship

In the NLP it is appreciated that each sensory system is composed of much more than the input
mechanisms, being considered as processing systems that initiate and modulate the behavioral outputs.
Each perceptual class forms a sensory-motor complex that is responsible for the different types of
behavior and which is composed of the following three stages:

o Input - involves gathering information and obtaining feedback from internal and external
environment.

o Mental processing — requires drawing up an environmental map and drawing up a decision-
making scheme. The maps that each individual designs are a way of acting for their own
behavior. The number of maps of an individual is directly proportional to the experiences he
has had. As a map is not really the territory it represents, the words used do not coincide
each time with what they represent; the maps describe only what is inside each individual.
Therefore, phenomena relate to two elements: the inner and outer reality of man. The main
information carrier in the nervous system is, of course, the neuron (the transmitter and the
representational element of the sensory difference)'®, and everything that happens at the
neuronal level is not identified with a particular event, but reflects only an individual's
perception of that event.

o Output — represents the causal processing of the representation mapping process.

The phrase "representational system™ applies to the entire network composed of the three stages.

It starts from the premise that reality cannot be known and that there are only formed perceptions

of people about reality. Through sensory processing people perceive reality, thus constructing conceptual
maps that play a decisive role in the processes of perception of reality. Conceptual maps create a visible
knowledge framework, a framework that supports explicit knowledge management, envisaged
representations'®? The NLP uses the idea that representations in our mind do not exist at the same logical
level with the event (or behavior) itself, this difference explaining that our interaction with the outside
world, communication with others and how they create social contacts cannot be. made only through our
senses. At no time and in any circumstance can man represent himself exactly as it is an external event
because our own senses enrich the information received from the environment, and if that event were
repeated, the image obtained would no longer be the same. same as the first time, because neural networks
are not identical each time.

100 #**JobEQ, IWAM® - ,,Work Attitude and Motivation ”, creat in 2016, accesibil online la http://www.jobeg. com/iWAMhome.htm;
101 Dilts R. B. - ,,Bazele programarii neuro-lingvistice ”, Editura VIDIA, Bucuresti, 2014, pp. 82-83;
102 Gordon, J. L. - ,, Creating knowledge maps by exploiting dependent relationships ” in ,, Knowledge-Based Systems”, Vol. 13, Iss. 2-3, Apr.
2000, pp. 71-79;
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Depending on its signal value, a certain representational system may establish, at various levels
of the hierarchy, primary control over a particular functional domain. Bandler R. W. and Grinder J. T.
they have identified, in their works, the optimal value system or the primary representation system - as
they call it - of an individual. This was based on their observation that many individuals tend to rely
heavily on a particular area of sensory experience to serve as their main behavioral guide. Establishing an
optimally represented representational system leads to a personality and common behavioral
characteristics (for properties such as talents, passions, values, beliefs, motivation, learning and other
organizational models) of individuals of similar types of representation.'®®

The idea behind NLP is that there is a link between observable macroscopic patterns of human
behavior (linguistic and paralinguistic means, expression of gaze and face, movements and position of the
body and other models of performance distinctions) and the patterns of cognitive activity that determine
the manifestations of the individual. NLP requires the evaluation of all feedback, resulting not only from a
behavioral point of view, but also from a biological point of view, in terms of the interactions between:

o an individual and himself;

o anindividual and other individuals(interpersonal relationships);

o an individual and his environment full of significance (economic, political, cultural,

relational and group, organizational, ideological, etc.)

At the same time, NLP is — like most scientific and cybernetic models — a process by which all
the information obtained from the lived events of each individual is important or useful only insofar as
they are related to the direct experience, unfolding from the life of an individual. This aspect must be
taken into account especially when analyzing another cyber system of an individual subject to consecutive
changes (which usually involves a high level of unrest/anxiety), related to the social reality.

The following are the fundamental elements of the NLP process:

o Stimulating and developing personal sensory knowledge regarding other individuals to (a)

identify and observe behavior patterns and (b) what answers determine a person the choice of
a certain type of behavior and vice versa;

o Use of the information accumulated by a person through the ones found for the
determination (a) the differences of representation that people can make regarding their inner
and outer motivation and their ability to visualize, verbalize, etc., (b) models that require
interaction at the level of neural networks that underlie behavioral processes, (c) how these
models influence the strategies used by people to establish categories and relate to the
outside world according to them and (d) how these cognitive schemes can be used to
understand and support the processes of learning, communication and motivation in humans,
at the most personal level and at the environment level.

The NLP process scheme can be universalized by the following main procedure:

o Identifying a mutually acceptable result for the manager or leader (programmer) and
employee (programmed). Clear criteria for fulfilling the tasks and objectives are established.

o The programmer drives a communication (which generates a reaction at the user level), in
the form of verbal and non-verbal behavior, in an attempt to encourage or direct the
employee to work towards the desired result. The interaction will take place both verbally
and non-verbally.

o The communicators can interact in order to make some differences in the experience and the
response of the programmed one (both inside and outside) by the influence of the
programmer on the manifest behavior of the programmed one in the area of their relation and
by explicit questioning and discussions regarding the inside experience of the programmer.

103 pilts, R. B., 2014, p. 95;
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o The differences are classified and highlighted in a formula that describes the behavior of the
programmed in terms of relevant input, mental processing and behavioral output.

o The information transmitted by these models is used to make decisions and to make
predictions about the current and future behavior of the programming and to establish more
efficient strategies that the programmer can use to obtain the desired results.

o In accordance with this information, the programmer changes his behavior, the process
repeating itself until the desired result is reached.

By the concept ,,New Code of NLP ”, developed in 1983, J. T. Grinder and J. DeLozier came up
with an answer to the set of concepts developed by R. W. Bandler, which is nothing more than the
formulation in other terms of the basic principles of the NLP. The purpose of this concept was both to
give R. W. Bandler an answer to the concepts he developed, as well as a marketing strategy to be able to
assert itself more easily on the market and to differentiate himself from the instrumentation provided by
NLP.

Regarding the management and leadership of the organization, most of the NLP instrumentation
focuses on personal development, and the side that addresses the applications and developments in the
management and leadership of the organization has a general approach regarding the human resources
within the organizations and a relative one regarding the way in which they can improving the economic
processes, the methods of increasing the efficiency at work or the productivity. NLP is a ,, technology of
change” that acts mentally through communication tools, the end points of communication not being
represented by programs, but by people. In this situation, the organization and the communication must be
considered as tools of the communication mix.

Within the professional activities of human resources and organizational life, NLP produces three
categories of effects:

o effects on communication ability - developing persuasion so that everyone around them
shows respect and trust, increases tolerance and ability to the dynamics of hostile or
motivated people, increases the ability to convey clear, efficient and mobilizing instructions
and feedback, management adequate of the emotional states of the others and their influence
in the desired sense, the efficient discovery and modification of the options and beliefs of the
others, so that it can be easier to engage in the desired activities;

o effects on problem solving ability - ease in identifying and managing organizational
dynamics, increasing the ability to focus attention, resources and time to prioritize important
problems, increasing the ability to promptly resolve difficult situations, increasing problem
prevention skills, developing the consultative style of interaction with colleagues so that they
increase their confidence and availability;

o effects on manager and leader skills - increasing the ability to manage difficult people,
increasing the ability to attract and converging individual talents and creating an
environment conducive to creativity, cooperation and efficiency, increasing the ability to
identify and use motivational and motivational strategies decision making, better risk
estimation capabilities that allow optimal decision making under unsafe conditions,
generating plans and strategies capable of attracting, convincing and mobilizing employees,
with direct effects of increasing the efficiency and profitability of the organization.

Successful management of an organization is closely linked to the state of the human resources
motivation system, which can increase the efficiency of the organization as a whole, which is why the
need to develop an effective human resources motivation system within organizations. Among the
existing methods of forming motivation systems, it is worth mentioning here the following steps proposed
by eminent scientists in the field of management and leadership, respectively:

o diagnosis of the existing motivation system (involves information about the labor market, the
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methods and forms of motivation that exist), setting goals and principles in the area of staff
motivation (presentation of reports on the personnel management strategy in the field of
motivation and training of the composition and structure of the human resources motivation
system), establishing the system of material incentives (the structure of personnel, jobs and
functions is performed), developing the non-financial material incentive system (illustrates the
content and differentiation of social packages by categories of personnel), development of the
non-material stimulation system (identifying the main directions and differentiating the non-
material incentives, by categories of personnel) and elaboration of the internal normative acts
of the new motivation system (the composition and the provisions of the normative
documentation for regulating the activity in the field of personnel stimulation are established)%;
highlighting hygienic and motivational needs (the theory of F. I. Herzberg), determining the
power of action of the motivation (the theory of I. V. Litvinyuk, teacher and researcher in the
field of atomic, molecular and optical physics), determining the priority need (the theory of
D. C. McClelland, psychologist), detailing needs (the theory of S. Ritchie si P. Martin,
researchers in workplace motivation), the characteristic of manifestations (the theory of C. P.
Alderfer, psychologist), the mechanism of action (the theory of H. A. Maslow) and analyzing
the results of the impact according to the conclusions of the motivation theory;

stimulation group (includes the definition of the work motivation, the content and structure
of the compensation package, the elaboration of the normative acts that regulate and
establish the remuneration system, the training of the employees of the Human Resources
department / service and the monitoring, audit and control of the remuneration system) and
the value group (represents an estimate of the motivation profile of the organization and the
employees, the relationship between these motivational profiles and the identification of the
non-motivating factors), based on the analysis of the obtained results being proposed various
stages of implementation of the system of motivation and stimulation of work (formation of
the motivational profile of the organization, conducting seminars for the personnel of the
organization, monitoring the implementation process of the motivation system and
stimulating the personnel)';

monitoring of the real motivation system (consists of analyzing the motivation system of the
existing personnel in the organization, including the analysis of documents and regulations
that effectively describe the remuneration system used), diagnosis of internal and external
factors motivating staff (analysis of personnel needs, working conditions, labor relations and
human resources policy), identifying the degree of influence of the staff motivation on the
functioning indexes of the organization, establishing and implementing the measures to
increase the efficiency of the motivation, optimizing the motivation system of the staff and
matching it with the objectives and strategy of the organization, as well as the control of the
motivation system, using different criteria'®’.

Studies on strategies to improve employee performance are limited or not comprehensive
enough, so managers and leaders should aim to remove this shortcoming to some extent. Organizational
performance is largely based on the performance of the employees within the organizations, which is why
| decided to focus on the individual performances and the strategies by which they can be improved, in
order to attract and maintain a quality workforce. Throughout their professional lives and activities,
individuals are subjected to a continuous learning process, but each one applies the accumulated

104 Kibanov, A. Y. - ,,Motivation and stimulation of labour activity ”, Moscow: INFRA-M, 2014;

105 Koshelev, A. N. -, Effective motivation of sales staff (2" edition) ”, Moscow: Publishing Trading Corporation ,, Dashkov and K ”, 2013;
106 Rodionova, E. A. - ,,Psychology of staff motivation ”, Hungary: Humanitarian Center, 2013;

107 Koshelev, A. N., 2013, p. -224;
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knowledge differently. The quantity and quality of the information acquired is closely correlated with the
individual's motivation to learn.Also, the human readiness for learning is dependent on the fulfillment of
the following objectives: professional fulfillment, advancement, authority, influence of colleagues,
creativity, curiosity, fear of failure, responsibility, recognition and professional status.

2. The epistemological approach of the scientific approach

The purpose of the research was to outline an idea regarding the sphere of a physiological and
behavioral epistemology and consisted of finding problems related to the personnel management, the
detachment of the specificity of the NLP process and the mechanisms of motivation. The research is based
on a ,,sociological investigation "% in which I set out to meet the objectives set for determining a causal
relationship between NLP and motivating human, pecuniary or non-pecuniary resources, from which | can
extract the criteria for a satisfactory epistemology. Formally rendered, epistemology is about:

o enumeration of the whole locus!® of sensory information useful for understanding behavior

and experience - in other words, listing all the units of meaning (the differences that make a
difference) that will allow an individual to make assumptions, deductions and predictions,
and so on, about the experience personal and about that of other individuals;

o enumeration of the structural descriptions (representations) of this sensory information - that
is, a description of hierarchies and levels of representation, a phenomenology of objects,
relationships, events, etc.;

o enumeration of the causal circuits that underpin and create the structural descriptions - the
formal properties of the representation;

o a process model that is an explicit and systematic method of applying the models and
principles claimed by epistemology - an epistemology must be not only descriptive, but also
useful (it can be applied to personal experience in progress);

o a feedback system - epistemology must be not only applicable but also justifiable for an
individual's experience (it must maintain its proportionality).

The materials underlying this thesis come from the specialized literature (books, publications,
articles and studies), from information obtained through the usual means by which the operators make
known the situations in which they are and the problems they face (newsletters, directories and statistical
patents), as well as from field research. Depending on the specific objectives of the thesis, several research
methods were used, namely: fundamental research (pure or basic), applied research and evaluative
research. Starting from a strong theoretical support gathered by synthesis in the chapters of the present
PhD thesis, in this research | aimed to complete the doctoral thesis with new ideas, through an exploratory
study. In an increasingly competitive business world, motivated staff is fundamental to a performing
organization, which is why the science of staff motivation has become essential for any manager.

In order to achieve the mentioned purpose | proposed to achieve the following general objectives:

o assessing and establishing the NLP instrumentation needed to motivate human resources and
analyze how it influences the processes of an organization;

o introducing a NLP model of motivation that improves the general processes within the
management and leadership of an organization.

As in an exploratory type analysis, the general objectives of the study are to gather information to

express hypotheses for further research. In addition to the general objectives, we also pursued a number of
specific objectives, respectively:

108 Chelcea, S. - ,, Dictionar de sociologie ”, Editura Polirom, Iasi, 1998, p. 129;
109 1. Position of a gene on the chromosome (eg allele genes occupy the same locus on the homologous chromosomes). 2. (ANAT.) L. niger
= nervous structure located at the base of the cerebral peduncles.” in Popa, M. D., Stanciulescu, A., Florin-Matei, G., Tudor A., Zgavardici,
C., Chiriacescu, R. - ,, Dictionar encilopedic ”, Editura Enciclopedica, 1993-2009, http://dexonline.ro/definitie/locus;
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distinguishing the roles of motivating the personnel in the work;

noting the elements involved in the process of motivating the personnel at work;

the provision of rewards and / or remuneration as a motivating factor in the work process;
establishing the link between rewards and / or remuneration and job satisfaction;

the predominant types of motivation.

In the context presented and in accordance with the proposed research activity, the following
steps are mainly performed in the present work:

o analysisofthe methods, techniques, tools, processes and models used in the NLP for motivation;

o the implications of the methods, techniques, instruments, processes and models used in the

NLP and how they relate to the congruence between inner experience and external behavior;

o highlighting the ways of using and applying NLP as a motivational tool for achieving

perfection and for changes at both organizational and personal level.

Through this theoretical-applied research | intended to perform both the evaluation of the
performances brought by NLP in the strategic management, as well as the creation and maintenance of the
competitive advantage of human resources, this approach being a formal-deductive mix (based on
theoretical explorations and formal constructions elaborated by observing some logical principles of NLP)
and consensual-inductive (based on the collection of opinions and judgments of the community, through
which they can then come to the formalization of the problem needed to generate data and information).

O O O O O

Figure 1. Epistemological landmarks
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The research within this paper is an interface between theory and practice (Figure 1). The
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theoretical part presents the NLP methods, techniques, tools and procedures suitable for motivation, and in
the practical part the NLP instrumentation that can be used to motivate the human resources within the
public and private organizations under investigation will be presented. The practical part consists of an
exploratory type investigation, for which the use of a qualitative research technique was imposed, which is
based on human subjectivity, on the social constructed and analyzed through the mutual influence of the
employees' motivations, their expectations, etc., knowledge. the socio-human being cannot be achieved
only by objective explanations, from the outside, but especially by understanding the human subjectivity.

At the case study level | used as investigation techniques:

o The interview — ,first of all, an exploratory purpose, to identify the variables and the
relationship between them. With the help of interviews, interesting and valid hypotheses can
be formulated. The information obtained can further guide the investigation of psychological
and sociological phenomena . The type of interview used was nondirective, unstructured.
This type of interview is characterized by ,,a small number of questions, their spontaneous
formulation, unlimited (theoretically) duration, large volume of information, complex
answers, centering on the interviewed person, with possibilities of repeating the meeting ",
,,In non-directive approaches: the feelings and attitudes expressed spontaneously are
recorded, they are interpreted according to the global behavior and discourse, the topic of
the conversation is indicated, the content of the declared ones is acknowledged, very precise
questions are asked, information is given, the interview situation is defined by the client's
responsibility to use the ones discussed "2,

o Questionnaire-based survey — has had provided additional data on the studied issue. The
questionnaires, with their inclination towards descriptive, have a practical-applicative
purpose, to which is added that the process of motivation is a complex process, its proper
study assuming the use of several research methods and techniques. Also, by the content of
their questions, questionnaires are also an active method of research, they attract the
attention of the investigated personnel on the problems under study. In the fourth edition of
the book ,,Methodology of sociological research. Research methods and techniques”,
published in 2007, I. Cauc, B. Manu, D. Pérlea and L. Goran mention that ,,in a narrow
sense, the survey represents a methodical collection of information on the opinions, attitudes
of individuals, reaching quantifiable results regarding the behaviors of human groups, their
tastes, needs, motivations. ”

The questionnaires were constructed using the NLP instrumentation and aimed to assess the
success or failure of the motivation in the organization. These, composed of a greater or lesser number of
questions presented in writing to the subjects, will be taken from the specialized literature and will be
adapted to the research objectives, in order to receive the following information:

o atwhat level is the use of NLP instrumentation within organizations (public or private);

o  whether the part of the NLP toolkit used to motivate human resources can be applied within

organizations;

o which are the factors that limit the application of this tool.

Thus, through the questionnaires were followed:

o how to use the NLP instrumentation to motivate human resources within the organizations
(public or private) under investigation;

o identifying the patterns and filters of each component of the NLP instrumentation used to

110 Cauc, L., Manu, B., Parlea, D., Goran, L. - ,,Metodologia cercetdrii sociologice. Metode si tehnici de cercetare ”, Editia a IV-a, Editura
Fundatiei ,, Romania de Maine ", Iasi, 2007, p. 271,
11 |bidem, p. 279;
12 |bidem, p. 280;
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motivate human resources;

o identifying the advantages and disadvantages of using the components of the NLP
instrumentation used to motivate human resources within the organizations (public or
private) under investigation;

o how it works and the practical possibilities of introducing a NLP model for motivating
human resources among those already existing within organizations.

| also point out that in the survey | used the questionnaire of motivational dominance and job
satisfaction. The motivational dominant questionnaire aims to observe the following factors:

o Leadership (the need for power)— the desire to influence, mobilize for success or manipulate
in his personal interest those around him; to be a leader, to lead or not to depend on others
(decision-making independence);

o Expertise (the need for realization)— the desire or tendency to excel in the activities in which
it engages, to be considered an expert, a professional; to be the "last man" who influences the
decisions (professional expertise);

o Relocation (the need for affiliation)— points out the need felt by the employee to establish
and express friendly relations with others; the desire to work with pleasure in a pleasant
group, with understanding people (harmonious relationships);

o Subsistence (the need for existence)— proves the employee's interest for the basic necessities
of existence (rest, stability, money, food, security).

The job satisfaction questionnaire aims to capture the following factors:

o Remuneration and promotion — dissatisfaction (small scores) or employee satisfaction (high
scores) regarding rewards and/or remuneration for the work they perform (pay, reward and
recognition, the possibility of promotion);

o Leadership and interpersonal relationships - dissatisfaction (low scores) or employee
satisfaction (high scores) regarding the social climate and relationships with colleagues or
with the boss, as well as under that of the destined, non-conflictual atmosphere;

o Organization and communication - dissatisfaction (small scores) or employee satisfaction
(high scores) regarding how the activity is organized and accomplished: defining tasks,
effort, communication, feedback;

o General satisfaction - dissatisfaction (small scores) or employee satisfaction (high scores)
regarding the work performed, both in terms of its organizational way, as well as in the
rewards and/or the remuneration received for the work performed and the climate - personnel
in which they operate.

The research approach was one of applied research (realizes the transition from theory to
practice, putting into practice concepts and methods for real cases'™®) in order to reach the objectives set
and to determine the causal relationship between NLP and motivation, the application is viewed in its
double sense: (1) from theory to practice, respectively from practice to theory and (2) theoretical-
empirical and from facts to theory.

So the research approach in this paper is both deductive (theory to practice), as well as inductive
(empirically towards theory). Such researches are, to a large extent, almost non-existent in management
and leadership, areas in which there are problems to be solved for which the research call may be useful, if
not absolutely necessary. Clarification of organizational behavior according to certain physical variables
(capital, human resources and technology) and socio-cultural (motivation, cultural incentive and
satisfaction) it can be such a problem when the idea of reporting to a factual state is admitted not as an
experimental field, but as a space for conclusive facts. ,,Management research is in many cases of

113 Zait, D., Spalanzani, A. - ,, Cercetarea in economie si management. Repere epistemologice si metodologice”, Editura Economici,
Bucuresti, 2006, p. 135;
75



application type, dominant with inductive approaches. The most solid theorizations in this discipline come
from mixed, inductive-deductive approaches, in which the facts are at the origin of ideas and not vice
versa” 4,

3. Methodological framework

Methodology is that know-how!*® through which the goal in research can be achieved, providing
us with rules, norms, methods, techniques or practices through which we can get to know how to do, how
to apply what we have already learned or knew, how to cross the road from a hypothesis to a solution, to a
generalization, to a scientific theory. Being meant to be general and to provide the know-how that goes
beyond the objectives of a particular discipline, the methodology is recognized the particularity of the
field, becoming specialized, but without having the claim to be defining and specific to a particular
discipline or scientific branches.

The research methodology refers to the research strategy, the way in which knowledge is
acquired. The elements of the research methodology are recommended in a logical sequence, developed
between identifying and assuming the research topic (ontological choice) and validating the research
results. In other words, the research methodology refers to the set of methods, techniques, instruments and
processes of action by which the existing theory is verified in order to obtain a better knowledge of it (the
content of concepts and relationships), its usefulness (checking its applicability) and of its development
(new meanings, new utilities, new deepening directions).

Through the theoretical orientations of the reference field, the research methodology within the
present paper has an interpretative character. The interpretative methodologies support the understanding
and analysis of the meanings of the different codes, symbols, behavioral norms, etc. characteristic of
different cultures™®.

In this subchapter we will detail the main tools used in the analyzes and evaluations carried out,
focusing on the indicators, methods and techniques applied.

3.1 Methodological context

The questionnaire-based survey and semi-structured interviews was conducted within the
National Institute for Research and Development in Informatics (INCDI) - ICI Bucharest, where, during
the study period, 194 employees were active, 95 of them being part of the survey group (research staff
from the CDI departments and the auxiliary CDI service, the heads of departments and the department
managers).

The departments were divided into six groups according to the service tasks of the employees:
D1 - 15 employees (15.6%); D2 - 19 employees (19.8%); D3 - 19 employees (19.8%); D4 - 14 employees
(14.6%); D5 - 21 employees (21.9%); D6 - 7 employees (7.3%).

The identification data of the respondents (gender and status) were provided by the human
resources department. Within the respondents two different structures were identified; firstly, it is the
gender structure of the group, respectively 37 women (38.5%) and 59 men (61.5%), the second structure
being represented by the status of the group members, namely 82 persons employed (85, 4%) and 14
people in management positions (14.6%).

The research considered the types of motivation (intrinsic, extrinsic, amotivation, other types of
motivation), job satisfaction and the correlation between needs-characteristics and employee-motivation.
Under these conditions, the following research questions were established:

114 1dem;
15 1. Heritage of technical knowledge and experience regarding the reproduction of an existing product or process, the disclosure of which
is not permitted to other persons without prior authorization.” in DEX*09, 2009, http:// dexonline.ro/definitie/know-how;
16 Zait, D., Spalanzani, A., 2006, p. 130;
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o What are the specific intrinsic motivation metaprograms that predominate the motivational
model?

o What are the metaprograms specific to the extrinsic motivation that predominates the
motivational model?

o What are the specific metaprograms of motivation that predominate the motivational model?

o What are the metaprograms specific to other types of motivation that predominate the
motivational model?

o What is the correlation between motivation and job satisfaction?

3.2 Questionnaire-based survey

The questionnaire-based survey was applied, between October 2017 - April 2018, at the level of
five departments of scientific research, technological development and innovation (CDI) and an auxiliary
CDI service within INCDI - ICI Bucharest where, during the study period, 194 employees were active, 95
of them being part of the survey group. Two different structures are identified in this lot; firstly, it is the
gender structure of the group, namely 38 women and 57 men, the second structure being represented by
the level of the studies followed by the members of the group, namely 86 persons with higher education
and 9 persons with average education.

The sample selection stage and the completion of the questionnaires:

o Establishing the sample: (1) Observation unit - employee of the institute taken into
observation; (2) Collectivity - respondents were questioned among the employees who gave
their consent to participate in the study carried out.

o Establishing the method of collecting information: (1) Space coordinates - the research was
conducted within the institute; (2) Time coordinates - the period for completing the
questionnaires was October 2017 - April 2018; (3) Modal coordinates - the way of
communicating with the respondents was directly (face-to-face) in the form of a semi-
structured interview that allowed the completion of the evaluation sheets by the managers
and representatives of the human resources department; (4) How to record the answer - the
answers have been completed by the respondents.

The methodological construction of the researches in the present work starts from the
specificities of the metaprograms as a NLP technique. The metaprogram used takes into account the
identity, beliefs, abilities, behavior, environment and the self and aims at combining them. Starting from
the specialized literature (see Subchapter 2.1.1. (3) Metaprograms), the research had considered: the
association-dissociation model of the persons in the workplace, their ability to meet their work objectives,
the reporting in place and time, the relationship between intrinsic and extrinsic motivation, the orientation
and direction of motivation, the level of integration and the need for feedback, etc. NLP
metaporgramming allowed us to perceive a person's map and to know how an individual prefers to act so
that we understand how the person next to us thinks and how he can be successfully influenced in the
direction of motivation. We also combined this method with the methodologies for constructing the
motivational scales presented in the previous chapter.

D) The basic questionnaire (Annex 4.1) was constructed on 7 sections and was structured on

101 5-point Linkert type statements based on statements correlated with the NLP
methodology. These have been associated with specific words such as pleasure, important,
success, etc. integrated into the questions and answers. In order to ensure the efficiency of
the answers for analysis, they were mixed. Sections 1-6 were created to quantify motivation,
and section 7 to quantify job satisfaction. The database was structured on 60 NLP parameters
and 16 metaprogram categories.

The types of motivation quantified were:
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1

Question

Table 1. Intrinsic motivation

Statement

Metaprogram

code category
Even if an activity of mine does not succeed, | am . . .
16_12 satisfied if | feel that | have gained a new experience. Perfectionist Interior quality
128 At work it is important: To carry out activities that allow Creative Interior quality
— me to express myself.
12_9 At work it is important: To enjoy the work | do. Relaxed Interior quality
12_10 At work it is important: To know I'm good at what | do. Perfectionist Interior quality
At work I do enjoy: To work on activities that are o . R
112 Curiosity Interior quality
completely new to me.
13 8 :hvlv:grg at this workplace because: | enjoy learning new Learning desire Interior quality
13.9 1 work at'tl'wls wo_rkplace because: It gives me r_eal Learning desire Interior quality
opportunities to improve my knowledge and skills.
1312 J_Iovt‘;ork at this workplace because: | feel good doing my Positive Interior quality
1 work at this workplace because: My work is - . s
13_13 captivating/interesting. Positive Interior quality
16 17 Analyze th_e following statement: In the work process | Individualistic Behavior
= prefer to figure out how to solve a problem by myself.
Analyze the following statement: | feel more comfortable L .
163 when | work if | establish for myself what to do. Individualistic Comportament
16 10 Analyze the following statement: | prefer to do better Based on Comportament
= than an activity that goes beyond my abilities. expertise P
12_7 At work it is important: To perform the activities better Competitive Behavior
than other people.
1.1 At Wprk 1 do enjoy: To let me work on something that Competitive Behavior
requires me to forget about any other concerns.
113 At ‘,M?r,k | do enjoy: To work on simple and hassle-free Uncompetitive Behavior
activities.
11 4 At work | do enjoy: To solve complex problems. Competitive Behavior
13_15 I work at this workplape_ because: | am satisfied when | Competitive Behavior
manage to complete difficult work tasks.
115 At work I do enjoy: To be part of a team. Team Environment
11.8 At work I do enjoy: To work with other people. Contact with Environment
other people
L The need for
119 :(t:t‘x?tril;sl do enjoy: To be the person who controls the integration in Environment
) the collective
12 3 At work it is important: To be the person who controls Control Basic
— the activities. motivation
12.2 At work it is important: To know the details and tools of Survey Basic
my own work. motivation
11 15 At wo_rk | do enjoy: To start an activity after I'm sure I'll Materialistic B_asm_
= be paid. motivation
L B . The need to be Basic
12_4 At work it is important:: To be liked by others. nice motivation
At work I do enjoy: To start an activity after | know what The need for a Basic
11_16 . . friendly AR
people I will work with. . motivation
environment
At work I do enjoy: To start an activity after | clarify . Basic
1113 what | have to do. Organized motivation
125 At work it is important: To understand the processes Organized Basic
— around you. Y motivation
At work | do enjoy: To start an activity after receiving . Basic
1114 directions. Subordinate motivation
- . Basic
12_1 At work it is important: To be successful. Success motivation

Source: author of the work.

Intrinsic motivation - the assertions aimed at quantifying the intrinsic motivation led to
obtaining 21 metaprogramming parameters centralized in 4 categories: interior quality,
behavior, environment and basic motivation (Table 1).

2)  Extrinsic motivation - statements designed to quantify extrinsic motivation have resulted
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(Table 2).
Table 2. Extrinsic motivation
Question Statement Metaprogram
code categon
44 I want to succeed in the workplace activities: Because others Safet External
— give me greater job security if | put in enough effort. y adjustment
| want to succeed in the workplace activities: Because others Financial External
14_6 - " A !
— will only reward me financially if | make enough effort. reward adjustment
I want to succeed in the workplace activities: Because | risk External
14_10 N . Safety X
losing my job. adjustment
| want to succeed in the workplace activities: To avoid being - External
142 I Criticism ¥
= criticized by others. adjustment
I want to succeed in the workplace activities: To receive the External
143 Approval "
approval of others. adjustment
145 | want to succeed in the workplace activities: Because others Respect E_><terna|
will respect me more. adjustment
1412 | want to succeed in the workplace activities: Because | want Personal External
— my work to have a positive impact on others. satisfaction adjustment
136 | work at this workplace because: The promotion opportunities Professional External
- they offer. importance adjustment
1 work at this workplace because: It allows me to earn the External
135 Necessary "
money to support myself. adjustment
16_16 Analyze the following statement: | fulfill my job duties because Obligation E_><terna|
| have to. adjustment
Analyze the following statement: | want other people to know Personal External
16_11 . : -
- how good | am. satisfaction adjustment
1 work at this workplace because: This kind of work gives me External
131 . Safety "
security. adjustment
L . " External
126 At workplace it is important: Someone to set my work goals. Subordinate !
adjustment
Analyze the following statement: | do my job because my boss . External
16_15 wants me to do this. Subordinate adjustment
137 | work at this workplace because: It allows me to earn money Financial External
- to support myself. importance adjustment
13 10 1 work at this workplace because: It allows me to achieve a Financial Identified
= certain lifestyle. importance adjustment
1311 | work at this workplace because: It allows me to reach my Professional Identified
- career goals. importance adjustment
13 14 | work at this workplace because: It allows me to reach Personal Identified
= important personal goals. importance adjustment
1 work at this workplace because: Work has become a Personal Integrated
132 , . ) "
= fundamental part of one's own. integration adjustment
133 | work at this workplace because: This job is an important part Lifestyle Integrated
- of my life. integration adjustment
. s X Full Integrated
13 4 | work at this workplace because: This job defines me. integration adjustment
| want to succeed in the workplace activities: Because this . Introjection
14_1 Pride -
- makes me feel proud of myself. (positive)
I want to succeed in the workplace activities: Because | want Introjection
14_13 g Success -
= to succeed in life as other people. (positive)
7 | want to succeed in the workplace activities: Because Guilt Introiectie
- otherwise | would feel guilty. (negativa)
148 | want to succeed in the wor_kplace_ activities: Because Disappointment Introze;;ie
otherwise | would be very disappointed. (negativa)
49 | want to succeed in the workplace activities: Because Shame Introjection
- otherwise | would be very ashamed of myself. (negative)
11 | want to succeed in the workplace activities: Because | have Fear of failure Introjection
— to prove myself that | can. (negative)

3)

Source: author of the work.

in 21 metaprogramming parameters centralized into 5 categories: external regulation,
identified regulation, integrated regulation, introjection (positive), introjection (negative)

Amotivation - the assertions intended to quantify the amotivation have led to obtaining 5

79



metaprogramming parameters centralized in 2 categories: external amotivation and
internal amotivation (Table 3).

Table 3. Amotivation

Metaprogr:
Statement Metaprogram
Analyze the following statement: At work we are offered Unfavorable Amotivation
unrealistic working conditions. environment (external)
167 Analyze the following statement: At work too much is Too high Amotivation
- expected from our part. expectations (external)
Analyze the following statement: | make no effort Amotivation
16 4 I . ’ Bored "
- because | feel like I'm wasting my time at work. (internal)
Analyze the following statement: At work | do not seem Amotivation
16_6 to be able to handle the important tasks related to the Unprepared .
(internal)
current workplace.
Analyze the following statement: I'm doing a little bit of Amotivation
16_14 work because | don't think this work is worth the effort Disappointed .
made (internal)

Source: author of the work.

4)  Other types of motivation - statements intended to quantify other types of motivation
have resulted in 13 centralized metaprogramming parameters in 5 categories: the
motivation direction ,,towards”, the direction of motivation ,,far from”, motivation by

options, motivation by procedures and motivation by feedback (Table 4).

Table 4. Other types of motivation

Question Stateme Metaprogram Metaprogram
category
1111 At work | enjoy to: To avoid problems. Cautious Motivation dlrestlon )
.. far from
1112 At work | enjoy to: To see before | get involved. Cautious MOtIVa;;?nfs)l;fsthﬂ )
At work | enjoy to: To be receptive (to receive . Motivation direction -
11.6 observations from which to learn). Perfecting ,, towards”
11_10 At work | enjoy to: To get the expected results. Perfecting Motivation dll'eElIOn )
., towards
12_11 At work it is important: To give diligence in my labor. Involved Motlva::)%;\a?:jrsestlon )
16 13 Analyze the following statement: | think the work I do is Valorisation Motivation direction -
- valuable. ., towards”
16 2 Analyze the following statement: At work a person The need for Motivation
= needs to have more options in carrying out an activity. choice through options
16 8 Analyze the following statement: An activity is better Innovation, Motivation
- realized if new alternatives or solutions are found. alternatives through options
11.7 At work | enjoy to: To start new activities. Creative Motlvatlo_n
through options
Analyze the following statement: At work a person Motivation through
161 needs procedures to follow. The need for order procedures
169 Analyze the following statement: An activity is better The need to Motivation through
- accomplished if the procedures are followed. respect order procedures
152 At work | want to be rewarded/praised: For the Initiative Motivation
= decisions | make alone. recognition through feedback
15 4 At work | want to be rewarded/praised: Because | know Recognition of Motivation
- what | have to do. expertise through feedback
55 At work | want to be rewarded/praised: For identify Recognition of Motivation
= problems. expertise through feedback
151 At work | want to be rewarded/praised: For achieving The need for Motivation
- results. appreciation through feedback
153 At work | want to be rewarded/praised: Because | The need for Motivation
— respect orders. approval through feedback

Source: author of the work.
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The last section of the questionnaire focused on the assessment of job satisfaction, comprising the
following 20 5-point Likert statements (Table 5):

Table 5. Workplace Satisfaction

Satisfaction
element

Statement

Analyze the following statement about job satisfaction: | am
17_1 pleased with the advancement opportunities offered by the Perfecting
organization.
Analyze the following statement about job satisfaction: | am
17_2 satisfied with the training opportunities offered by the Perfecting
organization.
Analyze the following statement about job satisfaction: | am .
. h - Professional
17_4 determined by the environment of the organization to make an . N
- integration
effort in the work | do.
Analyze the following statement about job satisfaction: The -
175 . P Communication
= employees help each other on their own initiative.
Analyze the following statement about job satisfaction: The
17_6 communication between employees and managers/leaders is Communication
very good.
17 10 Analyze tht_e followmg sta_teme_nt about job satisfaction: | have Communication The_colleglal
- good working relationships with colleagues. environment
1711 An_alyze the following statement about job satisfaction: | can't Expectations
wait to get to work.
17 15 Analyze the following statement about job satisfaction: At work Exnectations
- | have all the resources | need to do my job well. P
1712 Analyze the follow_lng sta{ement about job satisfaction: | rarely Stability
think about changing my job.
Analyze the following statement about job satisfaction: The
17_14 . . Safety
workplace gives me a sense of personal achievement.
17 22 Analyze the following statement about job satisfaction: | enjoy Contact with
= working with colleagues. other people
17 23 Analyze the following statement about job satisfaction: | enjoy Team
= working as a team.
17 24 Analyze the following statement about job satisfaction: The Friendly
= work environment is friendly. environment
173 Analyze the following statement about job satisfaction: | am Chief
= inspired by the management to reach my professional goals. encouragement
Analyze the following statement about job satisfaction: At work, Chief
17_13 | feel encouraged to identify better ways of carrying out
N encouragement
activities.
Analyze the following statement about job satisfaction: | am Freedom of
17_7 b L
- allowed to make decisions related to my own activity. movement
17 8 Analyze the following statement about job satisfaction: Chief
- Managers and leaders recognize work performance. recognition
Analyze the following statement about job satisfaction: Chief
17_19 P . s
- Managers and leaders keep in mind my suggestions. recognition
17 21 Analyze the following statement about job satisfaction: The Chief
= manager/direct leader appreciates the value of my work. recognition Management
179 Analyze the following statement about job satisfaction: | have a Communication
- good relationship with the superiors.
Analyze the following statement about job satisfaction:
17_16 Managers and leaders keep employees informed about things Communication
that affect them.
Analyze the following statement about job satisfaction:
17_17 Managers and leaders demonstrate a commitment to quality of Quality
work.
1718 Analyze the following statemept_about job satisfaction: | am Involvement
consulted on management decisions.
Analyze the following statement about job satisfaction: | am
1720 rewarded for being involved in work. Reward

Source: author of the work.

E) Self-assessment questionnaire (Annex 4.2). Each employee was asked to complete in addition
to the questionnaire an individual assessment sheet structured into 4 categories: work needs,
behavior, job perception and obtained benefits. There were identified, according to the NLP
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method, 14 parameters for describing the needs, 18 parameters for describing the behavior, 9
parameters for describing the workplace and 8 parameters for describing the benefits.
Employees were asked to prioritize these parameters and to select 3-5 of them.

F)  Semi-structured interview (Annex 4.3). In April 2018 interviews were organized with the
managers and leaders of the institute and the personnel of the human resources service. With
their help, evaluation sheets were completed for each employee and manager participating in
the study. According to the NLP method, 14 parameters for describing needs and 18
parameters for describing behavior were used. The use of this sheet and the self-assessment
sheet allows us to outline a map of our own perception compared to the external perception.

The information collected from the last two types of questionnaires were created based on NLP
parameters, which allowed to associate the classification of the needs and characteristics of the employees
with the different types of motivation, as follows (Table 6):

Table 6. Correlation of needs - characteristics of the employee - type of motivation

Elements
The need to respect order

Metaprog
Motivated by procedures

category

Motivation type
Other types of motivation

The need for choice

Motivated by options

Other types of motivation

The need for appreciation

Motivation through feedback

Other types of motivation

The need for recognition of expertise

Motivation through feedback

Other types of motivation

The need for approval

External adjustment

Extrinsic motivation

The need for respect

External adjustment

Extrinsic motivation

The need for improvement (learning)

Interior quality

Intrinsic motivation

The need for contact with other people

Environment

Intrinsic motivation

The need to work as a team

Environment

Intrinsic motivation

The need for integration in the collective

Environment

Intrinsic motivation

The need to be pleasant

Basic motivation

Intrinsic motivation

The need for a friendly environment

Basic motivation

Intrinsic motivation

The need to receive directions

Basic motivation

Intrinsic motivation

Competitive Behavior Intrinsic motivation
Controller Basic motivation Intrinsic motivation
Creative Interior quality Intrinsic motivation
Curious Interior quality Intrinsic motivation
Dejected Amotivation (internal) Amotivation
Disappointed Amotivation (internal) Amotivation
Involved Motivation direction - ,,towards” | Other types of motivation
Individualistic Behavior Intrinsic motivation
Innovative Motivated by options Other types of motivation
Materialistic Basic motivation Intrinsic motivation
Unprepared Amotivation (internal) Amotivation
Organized Basic motivation Intrinsic motivation
Perfectionist Interior quality Intrinsic motivation
Bored Amotivation (internal) Amotivation
Positive Interior quality Intrinsic motivation
Cautious Motivation direction -, far from” | Other types of motivation
Relaxed Interior quality Intrinsic motivation

Subordinate

Basic motivation

Intrinsic motivation

Source: author of the work.

3.3 Methods and techniques of analysis

The processing and centralization of the data from the questionnaires were carried out with the
IBM SPSS 20.0 Statistical Package for the Social Sciences program (trial). This involved building the
database by defining the variables in the Variable View option in the Data Editor window and defining the
values taken by the variables and the corresponding labels (Value Label).
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The quantitative analysis we performed is based on ordinal variables, 5-point Likert scalar type.
Ordinary scales ,,allow the hierarchy of the investigated stimuli, depending on the evaluated variable, by
assigning ranks or order numbers™**. The Likert scale, which | used, is a non-comparative scaling
method that allows the evaluation of the researched elements independently of the other indicators. The
scale is created on 5 steps from total disagreement (value 1) to total agreement (value 5). To these were
added the categorical type variables (nominal scale), which characterized the gender, status and indicators
in the evaluation sheets.

In order to process and interpret the ordinary variables, the scores were modified (using the
Record into different variable option, new variables were created) using the values {-2, -1, 0, 1, 2}. The
synthesis of the opinions of each respondent was achieved by determining the average score per statement
and the global average score by category by applying the weighted arithmetic mean, respectively:

n

> xn,

i=1 '

n
>,
i=l
where: x = the score; n = frequency/number of respondents.

For the calculation of these scores, was used Descriptive Statistic - Frequencies which allowed
the quantification of the frequency of a value relative to the total number of cases, and the highlighting of
these frequencies was achieved by the table and graphical methods offered by the program used.

The nominal variables (needs, employee description, job description and benefits) were
processed by the Multiple response Frequencies option which allowed the identification of the common
responses of several variables (0 = NO, 1 = YES) and the calculation of their frequency of occurrence at
the level validated cases. The method is used when there are several possible answers and it is desired to
identify their frequency, allowing data management from multiple-choice questions.

The analysis was extended by applying the Split Files Option which allowed the automatic
grouping of responses into subgroups specific to a certain predetermined variable. The results obtained on
the basis of this command allow the statistical analyzes to be carried out on subgroups, according to the
values of the respective variable. The subgroups selected were: department (D1 - D6), gender
(male/female) and status (employee/manager/direct manager).

CONCLUSIONS

Extensive field of applied psychology, NLP is one of the recent resources fully utilized in
achieving efficiency in communication, anthropology, cybernetics, personal and organizational
development. It should not only be considered as a relatively specialized branch of psychology, being an
artistic manifestation of subjective experience in order to achieve the highest level of personal efficiency.
Organizations increasingly understand both the fact that everything relates to money and that they cannot
have enough financial opportunities to ensure a high level of motivation in the workforce only on the basis
of material incentives.

The Romanian Association for Neuro-Linguistic Programming defines NLP as ,,a technology of
communication efficiency, behavior change and success obtaining through the way we think, feel and
act”8, The NLP rules are based on successful behavioral models, which have already proven their

U7 Timiras, L.C. - ,, Cercetdri de marketing. Aplicatii si studii de caz”, Editura Alma Mater, Bacau, 2016, p. -154;
18 *** Agociatia Romana pentru Programare Neuro-Lingvistica - ,, Ce este NLP 7, http://nlp.ro/ce-este-nlp/.
83


http://nlp.ro/сe-еstе-nlp/

usefulness in psychotherapy, counseling, education and in the organizational environment. These models
cover a wide field: from the spontaneous thanks addressed to the data subject, to the public and formal
thanks that encourage certain types of behavior and where the modalities of granting non-financial
rewards are clearly established.

Starting from the pyramid of neurological levels and understanding of the human cybernetic
system, the original NLP model developed by R. W. Bandler and J. T. Grinder was adopted and applied,
based on the work of G. Bateson, by R. B. Dilts. The model is considered to be extremely useful in the
organizational study, which can be used to gather information, to identify the lack of congruence between
hierarchical levels or between organizations, to choose the right point in which the change is applied or to
prepare a specification (job description, description of an organization's mission).

The level of the financial reward, until recently considered to be the only one that motivates the
individual for a high efficiency in work, becomes ordinary very fast, losing his motivating force. This gap
can be bridged with the help of a wide range of non-financial means of motivation, neurological levels
(environment, behavior, aptitudes, beliefs, values, identity and spirituality) can be used in organizations to
determine positive changes and achieve useful goals. Organizations are structured systems of interaction
of people for the purpose of achieving common goals, and in those that say they focus on achieving a
certain objective, but they act in contradiction with it, the increasingly hostile positions only provoking
anger, protest actions , counter-productivity, fraud, repeated frustrations and hatred. Only organizations
that have neurological levels aligned with their entire staff maintain the same set of beliefs and values and
are moving in the same direction to achieve a common goal, maintaining a lasting relationship.

Analyzing the information about NLP presented in the paper we can conclude that NLP practice
extends to two main types of approaches: modeling and programming.

Modeling is the process of study, analysis and structuring having the form of theoretical schemes
that are applicative or explanatory of efficient behavioral patterns. As modelling, learning involves the
progressive realization of conscious mastery over the mind, holding control over the process and not
allowing the random manifestation of the natural learning techniques and strategies that each person has
developed based on the experience gained. This thing includes both careful, intelligent and deliberate
decision making, maintaining a positive emotional state, regardless of circumstances, developing strong
beliefs, while weak ones are eliminated, as well as understanding their own thinking process, emotions
and behavior, focusing attention on what to do and building an accurate and efficient reality model.

Thus, it can be seen that modeling is part of the arsenal of a set of psychology methods.
However, in NLP, modeling has not only a primary role, but also some peculiarities, as neuro-linguistic
programming contributes considerably to the development and broadening of the scope of this method.
Therefore, modeling brings together two main functions, one of analytical nature (regarding the detailed
identification and research of those successful behavioral patterns) and a predominantly synthetic one
(with the objective of identifying the patterns of efficiency). So, we have models regarding the use of
language (in interrogative form or through mild hypnosis), models of effective learning, business or
negotiation, conflict management.

Programming is the process by which models are learned by the o person, through which they
internalize those patterns of efficiency. The programming term starts from the premise that the psychic
processes (cognitive, affective and regulatory), the subjective experiences and the life of each person are
developed according to the routes built from previous life experiences, there being a significant variety of
ways in which he can organize his thoughts, emotions and actions so that they can feel comfortable, safe
and have o harmonious relationships with themselves and those around them.

Programming is the main objective of the modeling process, discovering the efficiency criteria
having significance only if other people will benefit from them, a fact that demonstrates the applicability
of neuro-linguistic programming that responds to an essential wish of psychology, respectively that any

84



type of investigative action is meant to correlate with a practical necessity, with an individualized
application purpose. The planning of the programming processes is carried out by referring to the area of
activity, being able to take the form of the psychological training or the professional one of the specialized
one or of the psychotherapy.

People are the most important and costly resources within organizations, and managers and
leaders are the ones who decide to use them in a profitable and beneficial way for the evolution of the
organization, influencing its culture in a large proportion, which then influences not only the behavior,
the values, the belief systems and the performance of the employees but also the organizational
development process. Also, organizations are becoming increasingly aware of the fact that importance of
motivational factors are, at the same time, both intrinsic and extrinsic.

Figure 2. Comparative analysis of job satisfaction and efficiency

of the employees do not have a strong connection with

88% the organization they work for;

among the young professionals change jobs very quickly
and with a fairly high frequency;
of the employees are convinced that their managers and

30% lack of satisfaction;
low commitment;

lack of trust;

90% leaders do not understand this as an important element stress;
of the organization lack of objectives;
T of the employees feel that they are, for the most part, just illness, exhaustion;
»an extra aspect to manage”; disillusionment.
of the HR experts see the lack of competence in
40% management and leadership as the biggest challenge of the

organization they belong to.

{0

Source: adaptation after Wiithrich, H. A., Osmetz, D., Kaduk, S., 2008, p. 24.

There are a whole series of factors because some of the motivational methods do not reach the
expected results in the managerial practice, some of them cannot be explained only by what we know
regarding the motivation of the employees. But for motivation to take effect, it is imperative for the
individual to be aware that both his efforts lead to reward and that he wants that reward. With all this in
mind, a useful and efficient work tool is needed that will provide the skills and vision in business
communication, management and leadership, all starting and ending with the people behind the business.
And behind the behaviors of people are, on the one hand, the values and beliefs that they possess and
their fear and limits, on the other hand, which largely determines the efficiency of communication in
organizations and constitute the key to motivating employees and training and evolution of an
organizational culture.

Specific NLP methods, techniques, tools, processes, theories and models address the need for
managers, leaders and consultants to better understand how employee qualities will be leveraged and how
to motivate, increase morale to engage people in achieving goals. Most of the advanced applications of
NLP used in the business field mostly refer to advanced language models and superior observation tools
that have the potential to probe deep into the human subconscious, contributing to the programming
process by creating new convictions and beliefs which will then be able to harmonize the individual with
the internal environment of the organization. All these applications offer many ways to cope with the
nonsense and real problems of today's management, without which it would be very difficult, if not
impossible, to have a management that would ensure the efficient conduct of the activities and an optimal
level of professional satisfaction.

85



PERSONAL CONTRIBUTIONS

The researches of the present doctoral thesis aimed to highlight the theoretical and practical
aspects regarding the relationship between motivation and NLP methods, materializing in a critical and
original approach in which the flow of thought can be traced in its scientific coherence. Thus, during the
different research stages, | aimed to obtain the results according to the objectives proposed by using
methods and techniques specific to quantitative research, these being the most adaptable to my scientific
endeavor. The approach of the questionnaire-based survey and the use of parametric statistical methods
for their processing aimed to create a viable methodology for identifying the NLP-motivation relationship
and, thus, to identify the intervention directions for improving the motivational climate within an
organization.

In this context, the paper has been structured in such a way as to allow the proposed objectives to
be achieved, which has led to a series of researches highlighting their own contributions to the researched
field, respectively:

o identifying approaches to neuro-linguistic programming, and focusing on capturing the

following elements: objectives, methods, techniques, tools, processes, theories and models;

o identifying the main researches regarding the quantification of the motivational elements and
highlighting the particularities of the NLP-motivation relationship;

o analysis of the types of motivation (intrinsic, extrinsic, motivating, other types of motivation)
by categories of metaprograms (integrated in the items of the questionnaires applied) which
allowed to highlight both totally, and depending on the state and gender, identifying the
metaprogramming models existing at the level of the respondents taken as a case study;

o comparative analysis, by institutional compartments (departments), between the motivational
profile (given by the human resources department), the map of the motivational needs
realized by self-evaluation, the map of the motivational needs realized by the human
resources department, the benefits obtained at work in the employee's vision and the
satisfaction from work;

o outlining critical thinking about the measures needed to improve the motivational climate in
the context of intervention on NLP specific metaprograms.

The analysis methodology was adapted to the aforementioned researches, my contributions being

able to be, thus, synthesized:

o exploratory study about NLP approach and NLP-motivation relationship approach;

o elaboration and application of questionnaires for evaluating the attitude of the employees of
the National Institute for Research and Development in Informatics - ICI Bucharest on their
motivation and processing by parametric and non-parametric methods;

o application of motivation assessment questionnaires: basic questionnaire (with 7 sections,
101 items, 60 NLP parameters and 16 metaprogram categories); self-assessment
questionnaire  (containing 49 self-assessment parameters); institutional evaluation
questionnaire (which contains 32 evaluation parameters from the point of view of the human
resources department);
processing of the results obtained by using descriptive statistics methods;
identifying and proposing measures needed to improve the motivational climate adapted to
the identified metaprograms.

The methodological construction of the paper was carried out on metaprograms as a NLP
technique and allowed the elaboration of motivational maps of individuals, departments and organizations
as a whole, which allowed us to understand the way how people can be influenced in the direction of
motivation. The research considered the analysis by types of motivation (intrinsic, extrinsic, motivational,
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other types of motivation), motivation in the context of job satisfaction and the correlation between needs,
characteristics of employees and motivation.

The organization is dominated by intrinsic motivation and other types of motivation, while
extrinsic motivation is low and amotivation is quite low. The main conclusions and proposals can be
summarized as follows:

1. Research question:
What are the intrinsic motivation metaprograms that predominate the motivational model?
1. Response:

e}

The predominant metaprogram categories specific to the intrinsic motivation are the working
environment, the inner qualities and the basic motivation;
In half of the departments the most important intrinsic motivating factors are the working
environment (Relaxed) and the inner qualities (the desire to learn and the work from pleasure
- positivity);
Intrinsic motivation is stronger among managers, they have a traditionalist profile (with
organizational needs, indications and procedures and with exercising of direct control of the
workplace);
Intrinsic motivation is stronger among women, who want to gain new experiences and work
from pleasure; women prefer individualism but in a pleasant environment, while men are
more competitive;
Predominant metaprograms:
v environment - the need for integration in the group (except for D6 where the need for
teamwork predominates);
V' interior qualities - the desire to learn and the need to be relaxed in the workplace (half
of the departments);
v basic motivation - the need to recognize the expertise (except D6 which has a
subordination profile, ie the need to receive an order).

2. Research question:

What are the metaprograms specific to the extrinsic motivation that predominates the
motivational model?

2. Response:

(e]

The most important categories of metaprograms specific to the extrinsic motivation
identified are: integrated regulation, positive introjection and identified regulation;
Personal and professional satisfaction (career advancement) is more important for managers,
while employees fulfill their duties of duty and with the purpose of promoting; the manager
presents more accented feelings of pride, desire for success and fear of failure;
Predominant metaprograms:
v integrated adjustment - personal integration (work is a fundamental part of a person);
v’ positive introjection - the feelings of pride and achieving success;
v’ identified adjustment - present in half of departments, follows the role of the job in
achieving personal goals.

3. Research question:
What are the specific metaprograms of amotivation that predominate the motivational model?
3. Response:

(¢]

Unrealistic working conditions and too high expectations are the main factors of the
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amotivation;
o Appreciation of unrealistic working conditions is more prevalent among employees.

4. Research question:
What are the metaprograms specific to other types of motivation that predominate the
motivational model?

4. Response:

o The need of the employees to receive a positive feedback, most of them having a tendency to
act ,,towards ” obtaining results (predominant metaprogram);

o The managers are more focused to the need for work procedures, while men require more
work options, orders and feedback.

5. Research question:

What is the correlation between motivation and job satisfaction?

5. Response:

The motivation is higher in the departments where there is a friendly environment and they work
in a team. Problems are created by the needs for improvement and collaboration with colleagues. The
management process is appreciated from the point of view of quality, communication and recognition
from the direct chiefs, but a low involvement is identified in decisions that affect the motivation.

As can be seen from the above, the doctoral thesis is a methodological guide for identifying the
metaprograms with influence on the motivation of the staff, which can be used as a starting point in future
research. | also consider that the results obtained contribute to a deeper understanding of the relationship
between the personal characteristics given by the metaprograms and the level of motivation of the staff,
issues of particular theoretical importance and practical applicability.

THE LIMITS OF SCIENTIFIC APPROACH

The present doctoral thesis tries to synthesize the main theoretical approaches in the specialized
literature, the novelty character in our country coming from the way in which we interpreted the already
existing approaches, which is why errors generated by the construction of questionnaires, the calculation
of estimates, etc. are inevitable, this scientific work can be improved by the results obtained in future
research.

Qualitative research has a strong subjective side by its nature, aiming to obtain generic
information at the level of the questioned group of respondents. Thus, at the base we have a holistic
approach, applied in this situation to a certain entity, and which takes into account the contextual factors
that influence the respondents. The application of the questionnaire-based inquiry at the case study level is
justified by the need to describe the complexity of the NLP-motivation relationship. In choosing the case
study, the instrumental depended on the researcher's reason and the accessibility of the information, the
lack of standardized questionnaires generating not only a great consumption of time and resources, but
also the difficulty of finding a methodology common to the entire NLP instrumental.

The low level of abstraction of the NLP instrumentation generated a very high consumption of
time because it forced the creation of an operating scheme for each category of the NLP instrumentation
and the identification of its main component elements, as well as the relationships within them. However,
as a complex sociological research technique, the questionnaire remains one of the most used research
methods, even if the results can be influenced by: the personality of the researcher and the respondent, the

topics addressed, the environment, the completion time, the way of application, etc.
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The questionnaires built in this paper are opinion questionnaires regarding the quality of
information, trying to capture data that cannot be directly observed, entering in this category elements
such as opinions, motivations, attitudes, expectations, etc. The results obtained in this case can be
influenced by the following elements: the respondents did not clearly and frankly express their real
opinions on the proposed topic; respondents refuse to disclose real opinions; respondents are disinterested
in completing the questionnaire; respondents are afraid that they will be considered ridiculous or fear that
they may respond incorrectly, which is why they tick the answers depending on what they think the
investigator wants; respondents provide false answers for various reasons, such as social prestige,
embarrassment, etc. Thus, the scientific approach in the construction of questionnaires used: control
questions and comparable questions to reduce the errors caused by the reasons mentioned above; a wide
spectrum of items with balanced scalar responses that allow measuring the intensity of the opinion (5-
point Likert).

The limitations of the research by using the questionnaires are outlined by reducing the freedom
of the respondent in offering the answers or by the knowledge of the topic by the researcher and
respondents. Difficulties in interpretation are given by the necessity of coding in order to carry out the
quantitative statistical analysis, but also by the nature of the questions which, in the case of the
motivational theme, ask for opinions regarding the logic or psychology of the individual. At the same
time, errors can also occur due to the following elements: the formulation of the questions was confusing
for the respondent; the length of the questionnaires can influence the accuracy of the answers; the
psychological characteristics of the respondents (insincerity, social desirability, ability to understand,
process and interpret information, human memory). Also, the use of several concepts that define the same
tool can generate difficulties in the objective interpretation of the evaluated items, because they come
from different currents, approaches and authors.

Last but not least, given the economic conditions, some managers did not agree with the conduct
of investigations within the departments that, at the time of elaborating this paper they were leading them,
led to difficulties in collecting more answers, in this way the questionnaires were applied to a smaller
number of people than initially estimated. However, the questionnaires were an important source of data,
and the research carried out allows the assessment of the motivational climate within an organization,
from different perspectives, but also the tools needed for the intervention starting from the metaprograms
that govern human behavior.

FUTURE RESEARCH DIRECTIONS

First, the research from this doctoral thesis shows that this needs to be continued in order to
verify the replicability of the methodology and to allow other organizations (public or private) to solve the
challenges related to the motivational climate. The conducted research shows that NLP can alleviate some
of the difficulties encountered in identifying how to effectively use all existing power sources in order to
transform into a reality a vision designed for subordinates in order to achieve the goals pursued. Through
future research | propose both to succeed in discovering new ways of action of NLP methods, techniques,
tools, processes, theories and models of motivation at the decision structures at the organization level, as
well as to develop an NLP motivational model to analyze the relationships that are established between
the organizations that simultaneously apply the neuro-linguistic programming tool. According to the
research undertaken, the biggest problems are registered in the following cases: inadequate professional
knowledge and management skills, the insufficient documentation of the intervention actions, the lack of
innovation and the non-recognition of alternatives, the insufficient involvement of some managers in the
elaboration process and poor interdepartmental communication. I'm mentioning the fact that the

participants used the questionnaires only for the purpose of evaluation and for a relatively short period, the
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continuation of the evaluation activity being a matter of the highest priority.

Secondly, the research must be replicated even within the same organization, after the
implementation of the measures applied based on its own metaprograms. However, these require in-depth
studies over long periods of time to enable, in fact, the foundation of an efficient management of human
resources, oriented towards increasing the motivational level within the organization, proposing me to
adapt the NLP instrumentation in such a way that it becomes so much flexible it must be so that it can be
adapted to any particular situation within any organization.

And, last but not least, | intend to continue the research for discovering a personalization formula
of the NLP-motivation relationship strong enough that it can be used in any field of activity and to suit
any particular situation.
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Personal
information

First name / Surname
Adress

Telephone

E-mail

Nationality

Date and place of birth
Marital status

Work experience
Dates

Occupation or
position held

Main activities and
responsabilities

FURDUESCU Bogdan - Alexandru

Zboina Neagra Str. No. 6, Bl. 88, Sc. B, Floor 8, Ap. 101, District 6, RO
060455, Bucharest

+40 744 764 705

bogdan_af@yahoo.com / bogdan.furduescu@ici.ro

Romanian

21 June 1980, District 2, Bucharest

Married, 1 child

(1) 01 March 2019 - present; (2) 16 November 2017 - 28 February 2019; (3)
01 February 2017 - 15 November 2017.

(1) Head of Human Resources Service, Payroll and OHS Compartment; (2)
Head of Human Resources Service and Payroll Compartment; (3) Head of
Human Resources and Legal Department.

Member in the Board of Directors ICI Bucharest (march 2017 - present), in
the Commission for the investigation of disciplinary deviations ICI
Bucharest (march 2017 - present), in the Occupational Health and Safety
Comitee (OSH) of ICI Bucharest (february 2017 - present) and in the
Security structure for the protection of classified information of ICI
Bucharest (september 2014 - present).

- coordination the activity of Human Resources Service, Payroll and
OHS, Human Resources Service and Payroll Compartment; Human
Resources and Legal Department;

- Deepening and applying labor law norms according to the following
laws: Law no. 53/2003 - Labor Code, Law no. 62/2011 on social dialogue,
Law no. 263/2010 regarding the Public Pension System, Law no. 467 /
2006 concerning the establishment overall framework for information and
consultation of employees, The Government Decision no. 257 / 2011
approving the rules for implementing the Law no. 263 / 2010, The
Government Decision no. 905/2017 regarding the General Register of
Employees Recording (repealing HG 500/2011), Act on paternity leave, of
31 December 1999 (Law no. 210 from 31 December 1999, The law of
parental leave), Law for adopting Emergency Ordinance nr 96/2003 on
Maternity protection at work, Emergence Decree No.111 of 2010 on leave
and monthly allowance for raising children, Order no. 1832 / 856 / 2011 of
Minister (MFPS) and the President of National Institute of Statistics (NIS)
to approve classification of the jobs in Romania, Law no. 91 /2014
regarding the granting of 1 day per year for the care of the child's health,
Law no. 273/2004 on the adoption procedure, The Government Decision
no. 1364/2006 for approving the rights and obligations of blood donors,
Law no. 227/2015 Fiscal Code, Law no. 136/2017 regarding the approval
of Emergency Ordinance no. 32/2016 for completing the Law no. 227/2015
regarding the Fiscal Code and the regulation of financial-fiscal measures,
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Law no. 177/2017 regarding the approval of Emergency Ordinance no.
3/2017 for amending and supplementing the Law no. 227/2015 regarding
the Fiscal Code, Law no. 142/1998 on granting meal vouchers, The
Government Decision no0.23/2015 for the approval of the Implementing
Rules on Law 142/1998 on granting meal vouchers, The Government
Decision no. 1621 / 2003 for organization and functioning of ICI
Bucharest, The Government Decision no. 544/2004 regarding the
modification of The Government Decision no1621 / 2003 for organization
and functioning of ICI Bucharest, The Government Decision no.
751/2017for amending the annex to GD no. 327/2003 regarding the
ceilings based on which the direct wage costs are calculated for the
financing contracts concluded from budgetary funds, Order no. 57/2002 on
scientific research and technological development, Government Emergency
Ordinance no. 32/2016 for completing the Law 227/2015 regarding the
Fiscal Code and the regulation of financial-fiscal measures, Government
Emergency Ordinance no. 3/2017 for modification and completion the Law
227/2015 regarding the Fiscal Code, Government Emergency Ordinance
no. 8/2018 rregarding the regulation of some measures in the health field,
Law no. 39/2003 regarding the Status of the research staff;

- establishing, recording, drawing up, storing, processing, multiplying,
manipulating, transporting, transmitting or destroying classified
information within the institute in compliance with the provisions of the
Law no. 182/2002 on the protection of classified information and of
Government Decision no. 585/2002 for the approval of national standards
for the protection of classified information in Romania;

- knowledge, observance and application of the regulations in force,
including internal ones, and bringing them to the notice of subordinates;

- the knowledge, the respect, the known fact and the enforcement of the
measures to prevent fires and accidents at work;

- managing and planning the human resources activity of ICl Bucharest,
drawing up records and personnel dynamics;

- participation in the elaboration of the programs regarding the
development strategy of ICI Bucharest in the medium term in the field of
human resources;

- decision of the positions of the ICI Bucharest according to the COR -
Classification of Occupations in Romania;

- elaboration of job descriptions for subordinate staff;

- keeping the records of the documents required for the activity of the
Human Resources, Payroll and SSM / Human Resources and Payroll
Service / Human and Legal Resources Department regarding payroll, social
insurance, staff turnover, employment, promotions, leaving the institute;

- taking the necessary measures to ensure the quality of the work
performed within the Human Resources, Payroll and SSM Service / Human
Resources and Payroll Service / Human and Legal Resources Department;

- ensuring an efficient working climate within the Human Resources,
Payroll and SSM / Human Resources and Payroll Service / Human and
Legal Resources Department;

- participation in the elaboration / modification of the Quality Manual,
the Internal Regulations and the Organization and Functioning Regulations
and the follow-up of each ICI employee in Bucharest to be aware of the
content of these documents;

- preparation of minutes of the Steering Committee meetings (when
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appropriate);

- drawing up the personnel work and salaries required for the Financial-
Accounting / Financial-Accounting-Payroll Services and Plan-contracts
and monitoring projects / Plan-Contracts for granting the salary rights
(advance, liquidation, salary fund, personal structure);

- selecting, recruiting and interviewing candidates for employment on
vacant positions, together with the other heads of departments /
departments / services / offices / centers, participating in the organization
and conduct of employment competitions;

- drawing up employment files for specialized personnel, including the
individual employment contract;

- organizing the selection of personnel for the finalization by function of
the personnel hired by individual contract of fixed-term work;

- participation in the elaboration of the contest methodologies for the
occupancy of the leadership positions in research and non-research;

- selecting, recruiting and interviewing candidates for the positions of
leadership in research and non-research, together with the General Director
and / or the Technical Director and the other members appointed to the
commission, participating in the organization and conduct of the
competitions;

- evaluates and submits for approval to the General Manager and / or the
Technical Director the documents regarding the hiring, suspension,
termination (termination) of the individual employment contracts;

- keeping the records of the documents necessary for the activity of the
service regarding payroll, social insurance, staff turnover, employment,
promotions, departures from the institute;

- drawing up and checking monthly schedules for staff in the functional
unit;

- monthly preparation of the state of functions based on personnel
fluctuation;

- drawing up / targeting the individual employment contracts and the
additional documents concluded;

- drawing up retirement files for old age as well as recruitment files for
newly hired specialized personnel;

- issuing of warnings to the former employees in order to establish the
seniority in work for the calculation of the pension rights;

- daily verification of the presence of personnel at work;

- establishing the number of days of rest leave, in accordance with the
legal provisions and those of the collective labor agreement approved at the
institute level and monitoring the observance of the scheduling and
performing the rest holidays, on departments / compartments / services /
offices / centers;

- the registration in the Employee Record Book (ReviSal) of all the
changes in the situation of the employees according to the laws and
instructions in force;

- introducing in the ERP program the modification of the personnel
structure by departments / compartments / services / offices / centers, of
salaries and salary increases, hiring / retirement, holidays;

- completion of the eSOP (e-Survey Online Portal) commissioned by the
National Institute of Statistical Data for the UNICA survey - Short-term



Dates

Occupation or
position held

Main activities and

indicators in 2016 (monthly) and for the Short term survey on the situation
and the perspectives of the activity from services, of the data required for
LV - Survey of vacancies 2016 (quarterly), as well as of other
questionnaires (general, official travel expenses, ICT, research-
development activity etc.);

- centralization of the records of appreciation of the activity of the
personnel and of the professional improvement;

- ensuring the interface with the representatives of the medical centers of
occupational medicine in Bucharest (scheduling of new employees for
performing the control of occupational medicine, highlighting the
employees who ceased activity and monthly billing for the number of
employees) and with the doctor of occupational medicine (for organizing
the control annual medical);

- designing / drafting certificates, updating norms, various forms, tables,
addresses needed for Human Resources, Payroll and SSM / Human
Resources and Payroll Service / Human and Legal Resources;

- approving the documentation regarding the trips abroad for the
accomplishment of temporary missions;

- working with the other departments / departments / services / offices /
centers within the institute to obtain the necessary support in solving the
problems that have connections with the activity specific to the Human
Resources, payroll and SSM / Human Resources and Payroll Service /
Human and Legal Resources compartment;

- drawing up of specialized Human Resources materials for the
certification of the institute;

- presentation of the executive management of the Institute of Human

Resources activity reports;

- organizing and responsible for archiving the work of the Human

Resources, Payroll and SSM / Human Resources and Payroll Service /

Human Resources and Legal Department, according to the legislation in

force;

- drawing up the various personnel and material situations requested by

the executive management of the institute.

01 April 2004 - 31 January 2017

Legal Adviser

= Chairman of the Commission for the Inventory of Lands, Buildings,
Special Constructions, Means of Transport, Machines, Machines, Work
Facilities, Appliances, Measuring and Control Facilities, Furniture, Offices,
Protective Equipment of the Fixed Means and Inventory Objects of ICI
Bucharest (February 2007 - December 2009);

= Member co-opted to support the activity of the evaluation commission
in order to select and evaluate the tenders for the award of contracts of low
complexity (February 2015 - August 2017) and in the Commission for the
use of fixed assets and inventory objects (of the nature of IT equipment)
proposed for disposal (October 2008 - October 2017);

= Secretary in the Central Commission for the Inventory of the assets and
liabilities of ICI Bucharest (December 2011 - February 2017), in the
Commission of disciplinary misconduct in ICI Bucharest (April 2011 -
March 2017 and October 2007 - July 2010), as well as and in the Committee
of the Union of Employees of ICI Bucharest (August 2008 — November
2010).

® 01 March 2011 - 31 January 2017 and 01 April 2004 - 31 May 2009:
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responsabilities

- drawing up the personnel files and the pension files, in payroll and
personal administration, in compliance with the provisions of the labor law,
with modifications and completions;

- Secretary within the evaluation committee of the personnel that will be
included in the vacant positions, of the staff hired with an individual
contract of fixed-term work and of the commission of evaluation of the
personnel that will be promoted on the position, in compliance with the
provisions of Law no. 53/2003 - Labor Code;

- Secretary within the commissions for solving the appeals submitted by
the candidates registered for the positions of Scientific Researcher Gr. | -
111, Scientific Researcher, Scientific research assistant, Technological
Development Engineer Gr. | - I11 and Technological Development
Engineer, with respect to Technological Development, the provisions of
Law no. 319/2003 regarding the Statute of the research staff, with
modifications and completions;

- finding disciplinary misconduct / damage to the institute, guilty
identification and degree of guilt, applying disciplinary sanction or
establishing the damage caused and committing the material liability, as
well as monitoring the correct application of the procedure, in compliance
with the provisions of Law no. 53/2003 - Labor Code, Collective Labor
Contract and Internal Regulation of ICI Bucharest, with amendments and
completions;

- active / alternate member within the evaluation commission for the
public procurement of goods, works or services, in compliance with the
provisions of Law no. 98/2016 regarding public procurement, O.U.G. no.
34/2006 regarding the award of public procurement contracts, public works
concession contracts and service concession contracts, H.G. no. 395/2016
for the approval of the Methodological Norms for the application of the
provisions regarding the award of the public procurement contract / the
framework agreement of the Law no. 98/2016 on public procurement, H.G.
no. 925/2006 for the approval of the norms of application of the provisions
regarding the awarding of the public procurement contracts, with
modifications and completions;

- establishing, recording, drawing up, keeping, processing, multiplying,
handling, transporting, transmitting or destroying classified information
within the institute, in compliance with the provisions of Law no. 182/2002
on the protection of classified information and of H.G. no. 585/2002 for the
approval of the national standards for protection of classified information
in Romania, with modifications and completions;

- the annual inventory of the fixed means and the inventory objects
according to the legal provisions in force and the decisions issued in this
respect and the drawing up / completing the lists of disposal proposals
coming from different employees of the institute and of the minutes
regarding the results of the inventory, in compliance with the provisions of
the Order no. 2861/2009 for the approval of the Norms regarding the
organization and carrying out of the inventory of elements of the nature of
assets liabilities and equity, with modifications and completions;

- removal, dismantling and dismantling (after analyzing the component
parts that could be used as spare parts) of the fixed assets and proposed
inventory items, in accordance with the legal provisions in force and the
decisions issued in this regard;

- working with other departments / compartments / services within the
institute to solve the problems that have a connection with the specific

95



Name and address of
employer

Type of business or
sector

Dates

Occupation or
position held

activity of the Human and Legal Resources Department;

- designing / drafting of information / responses to requests,
notifications, verifications, complaints received to the institute, in
compliance with the legal provisions in force and the decisions issued in
this regard,;

- drawing up documentation regarding trips abroad, in compliance with
the provisions of GD no. 518/1995 regarding some rights and obligations
of the Romanian personnel sent abroad for the accomplishment of some
missions of temporary character, with modifications and completions, as
well as the cooperation with the Ministry of Foreign Affairs on issues
regarding passports and consular information and with the Ministry
Communications and Information Society to obtain the necessary approvals
for travel abroad,;

- representation of the institute, based on the power of attorney issued by
the executive management, in relations with the Territorial Labor
Inspectorate, the Pensions House, the Financial Administration, State
archives and other organizations, public institutions or legal entities.

® 01 June 2009 - 28 February 2011 — Posting to the Public Procurement
Service - Economic, Human Resources and Administrative Department
within the Ministry of Communications and Information Society, with the
following tasks:

- studying the legal problems regarding the applicable law in the field of
public procurement of goods, works or services and informing the Head of
the Public Procurement Service with the news that appear on this line;

- designing / drafting the documents for organizing the procurement
procedure, with complaints coming from the bidders, the result of the
award, as well as the contract for the public procurement to be concluded
with the tenderer declared the winner;

- use of the SEAP AC system;

- working with other specialized services within the ministry to obtain
the necessary support in solving the problems that have connections with
the specific activity of the Public Procurement Service, cooperating with
the Ministry of Public Finance on the issues related to public procurement
and providing information to the requests received from the Unit for the
Coordination and Verification of Public Procurement (UCVAP), the
National Authority for Regulation and Monitoring of Public Procurement
(ANRMAP) and the National Council for Public Procurement Resolution
of the Appeals (CNSC).

National Institute of Research and Development in Informatics - ICI
Bucharest,

Marshal Alexandru Averescu Ave. no. 8-10, District 1, RO-011455,
Bucharest.

Scientific research and technological development in the field of
information technologies and communications necessary for the realization
of structures and services specific to the information society.

(1) 07 December 2003 - 31 December 2003; (2) 07 April 2003 - 15 June
2003; (3) 01 November 2002 - 06 April 2003; (4) 01 April 2002 - 31 July
2002; (5) 06 June 2001 - 31 March 2002; (6) 05 July 2000 - 31 March 2001.

Sales Agent / Sales Representative
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Main activities and
responsabilities

Name and address of
employer

Type of business or
sector

Education and
training

Dates

Title of qualification
awarded

Principal subjects /
occupational skills
covered

Name and type of
organisation
providing education
and training

Level in national or
international
classification

Dates

Title of qualification
awarded

Principal subjects /
occupational skills

- learning the products and technical characteristics and planning the
sales activity;

- visiting current clients, creating and developing relationships,
developing projects for them;

- identification of potential new customers, gathering information about
them and visiting for the presentation of products in order to increase the
number of customers;

- achieving the sales target allocated to the team and collecting /
recovering the money owed by the customers;

- gathering information on competition and its customers, updating the
database on current and potential customers and preparing activity reports.

(1) S.C. Perfetti van Melle Romania S.R.L.,

Aurel Vlaicu Str. no. 186, RO-400581, Cluj-Napoca, Cluj County;

(2) S.C. Waldy Com S.R.L. (through S.C. Imex S.R.L., Soimoseni Str.
no. 30, RO-440111, Satu-Mare County),

Ciclop Entry no. 2, District 6, RO-052786, Bucharest;

(3) S.C. Mike Marketing S.R.L.,

Ring road no. 41, RO-077175, Stefanestii de Jos, lIfov County;

(4) S.C. Whiteland Import-Export S.R.L.,

Metalurgiei Ave. no. 132, District 4, RO-755752, Within PGB, Bucharest;
(5) S.C. Randler Group S.R.L.,

Timisoara Ave. no. 57, District 6, RO-061334, Bucharest;

(6) S.C. Romsar Cosmetics S.A.,

Ring road no. 13, RO-077040, Chiajna, llfov County.

(1) manufacturer and distributor of sugary products; (2) distributor of
alcoholic beverages, mineral waters, soft drinks and tobacco products; (3)
importer and distributor of cosmetics and perfumery products, soaps,
detergents and maintenance products; (4) manufacturer and distributor of
dairy products and cheese; (6) dairy importer and distributor; (6)
manufacturer and distributor of cosmetics and perfumery products, soaps,
detergents and maintenance products.

01 Octomber 2014 - present
PhD

Management

10SUD - Doctoral School of Economic and Humanities, ,,Valahia”
University from Targoviste

ISCED 8

01 Octomber 2008 - 31 March 2010
Master's degree

Organizational and human resources management
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covered

Name and type of
organisation
providing education
and training

Level in national or
international
classification

Dates

Title of qualification
awarded

Principal subjects /
occupational skills
covered

Name and type of
organisation
providing education
and training

Level in national or
international
classification

Personal skills and
competences

Mother tongue
Other languages

Self-assessment
European level (*)

English Language

French Language

Social skills and
competences

Organisational skills
and competences

Computer skills and
competences

University ,,Spiru Haret” from Bucharest, Faculty of Sociology-Psychology

ISCED 7

01 Octomber 1999 - 30 July 2003
,,Ovidius” University from Constanta, Bachelor's degree

Legal Sciences

,,Bioterra” University from Bucharest, Law School

ISCED 6

Romanian

Understanding Speaking
Listening Reading . Spoke_n SpOKEn Writing
interaction production
B2 Experienced B2 Experienced B2 Independent B2 Independent B2 Independent
user user user user user
Al Basic Al Basic Al Basic Al Basic Al Basic
user user user user user

(*)Common European Framework of Reference for Languages

Adaptability, self-control, communication, belief, coordination, dexterity,
determination, empathy, expressivity, extraversion, flexibility, self-
confidence, loyalty, mobility, intrinsic and extrinsic motivation, operability,
optimism, strong personality, sympathy, team spirit.

- active, ambitious, consistent, efficient, determined, involved, informed,
operative, responsible;

- assuming responsibilities, capacity for interpersonal relationships,
analysis and synthesis, mobilization and effort, emotional balance, power of
concentration, speed in decision making, resistance to repetitive tasks,
solving in good conditions of assigned tasks, high capacity for work, ease in
expressing ideas.

- computer operating systems - Windows 9x, 2000, NT, XP, Vista, 7 - 10
RP, working with files and folders (renaming, deleting, restoring, copying,
moving, creating shortcuts, etc.), searching for files (using the Search
option), using an external storage device (Stick);

- document operations (creating Word / Word Perfect, saving, opening,

closing), saving a document in another format (PDF / XPS / RTF) and / or
for use in an earlier version (Office 2003);
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- formatting the characters of the documents (fonts and styles, symbols,
diacritics), formatting paragraphs (alignment, spacing, new page hopping,
dividing columns, using Change Case, applying a border, inserting a latrine
etc), formatting the page (setting the edges, orienting the Portrait /
Landscape pages, numbering the pages, inserting the header / footer,
inserting the Page Break separators), usual operations with text (copying,
moving, deleting, cancelling);

- creation / modification Excel tables (adding / deleting rows / columns),
using the Split Cells and Merge Cells options, establishing the dimensions
of rows / columns / tables, equalization of rows / columns / tables,
formatting of tables (applying a border / background), automatic formatting
of tables, aligning the data in the tables, changing the direction of writing,
simple sorting (by one field) / multiple (by multiple fields) of data in tables;

- using Microsoft Office Access software (creating a database using a
template, downloading a template from Microsoft Office Online, creating a
database from scratch, creating a blank database, adding a table, pasting
data from another source into an Access table, importing data from another
source, opening an existing Access database);

- creating Power Point presentations / working with slides, formatting
presentations (background / texts / images / charts / organizational charts),
using templates to format presentations, inserting notes and footnotes into
slides, use of the Master Slide, insertion of animations in slides, application
of transitions, special printing options;

- inserting images from a file, printing documents (configuring print
options, selecting the printer);

- accessing / analyzing the data / information processed by the modular

database management, personnel records and payroll programs (ReviSal
HG500-2011, REGES, SIVECO Applications - SVAP 2011);

- browsing the Internet through search engines (Explorer / Chrome /
Mozilla Firefox / Safari / Opera) and web directories, searching information,
e-mail (Outlook), creating an email address, sending and receiving
messages, attachments, use of filters, password change.
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Other skills and
competences

" Certificate of completion course authorized by CNFPA (recognized by
the Ministry of Labor, Family and Social Protection / Ministry of Labor,
Family, Social Protection and Older Persons and the Ministry of Education,
Research and Innovation / Ministry of National Education and Scientific
Research) of:

- Salary Inspector — S.C. Absolute Pro Training S.R.L. (January -
February 2018);

- Human Resources manager — IRECSON Institute (April - May 2012);
- Human Resources Inspector — S.C. Intratest S.R.L. (April - May 2011);
- Public Procurement Expert — S.C. Ira Test Consult S.R.L. (January
2010).

" Certificate of participation / attendance at:

- ANC authorized open system seminar ,,Expert Labor Law. Module:
Labor law. Legislative news. Litigation” — OK Service Corporation (July
2018);

- ANC authorized open system seminar ,,Expert Labor Law. Module:
Payroll and Social Contributions 2018 — OK Service Corporation (March
2018);

- The Conference ,,Data Protection .RGPD” — The Society of Legal
Sciences (November 2017);

- Browsing the community kit at the ,, GDPR Romania Forum 2017”
followed by the launch of the ,,#GDPR Romania Working Group” — IT&C
Advisory Board (October 2017);

- Informal training program ,,First Aid Concepts” — External Prevention
and Protection Service ,,Delta Medical Center” (April 2017);

- Childcare courses ,,Parents' School” — MedL.ife (May 2012);

- The seminar ,,Important changes regarding REVISAL since 01 August
20117 - S.C. TAK Education Grup S.R.L. (July 2011).

" Certificate of achievement:
- Selling techniques — S.C. Hochland Romania S.R.L. (April 2002).

" Training report:

- Using of SIVECO Applications 2020 component: ,,Human resources
management” and ,,Payroll Management" — S.C. SIVECO Romania S.A.
(September 2019);

- Using of SIVECO Applications 2011 component: ,,Human resources
management” — S.C. SIVECO Romania S.A. (September 2017).

"  Participation to:

- Training course ,,Research and disciplinary sanction of employees”
organized by Av. Eugenia-Maria HAIDA from the Bucharest Bar
(September 2017);

- Training course ,,Modern trends in the evolution of worldwide
leadership” — Training program based on advanced university studies
organized by Prof. univ. dr. lon STEGAROIU at I0SUD - Doctoral School
of Economic and Humanities, ,,Valahia” University from Targoviste (May -
June 2015);

- Training course ,,The management of Informations” — Training
program based on advanced university studies organized by Prof. univ. dr.
Marius PETRESCU at I0SUD - Doctoral School of Economic and
Humanities, ,,Valahia” University from Targoviste (May 2015);

- Training course ,,Communication and negotiations in business” —
Training program based on advanced university studies organized by Prof.
univ. dr. Delia Mioara POPESCU at IOSUD - Doctoral School of
Economic and Humanities, ,,Valahia” University from Targoviste (April -
May 2015);

- Training course ,,Management methods and techniques used in modern
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Driving licence

management systems” — Training program based on advanced university
studies organized by Prof. univ. dr. Constanta POPESCU at IOSUD -
Doctoral School of Economic and Humanities, ,,Valahia” University from
Targoviste (March - April 2015).

B Category (2001)
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Additional
information

Developed and
published
articles / works

" Neuro-Linguistic Programming: History, Conception, Fundamentals

and Objectives” (Author) in ,,Valahian Journal of Economic Studies”, Vol.
10(24), Issue 1 /2019 — De Gruyter Open (Ed.), pp. 39-50, DOI: 10.2478 /
Vvjes-2019-0004, ISSN 2344-4924;

" NLP tools and processes of motivation” (Author) in Periodical
HOLISTICA — Journal of Business and Public Administration”, Vol. 10,
Issue 2 / 2019 — Sciendo (Ed.), pp. 39-50, DOI: 10.2478 / hjbpa-2019-0014,
ISSN-L & ISSN Online 2067- 9785 / ISSN Print 2457-5720;

®  Theories used in NLP for motivation. 2" Part” (Author) in ,,The 25
International Conference Knowledge-Based Organization — KBO 2019~
(Topics: Social Sciences an Foreign Languagess), 25" Edition, 13 -
15.06.2019, Sibiu, Romania —,,Nicolae Balcescu” Land Forces Academy
Publishing House, Vol. 25, No. 2 / 2019, pp. 251-257, ISSN & ISSN-L
1843-6722;

®  Theories used in NLP for motivation. 1% Part” (Author) in ,, The 25
International Conference Knowledge-Based Organization — KBO 2019~
(Topics: Social Sciences an Foreign Languagess), 25" Edition, 13 -
15.06.2019, Sibiu, Romania — ,Nicolae Balcescu” Land Forces Academy
Publishing House, Vol. 25, No. 2 / 2019, pp. 245-250, ISSN & ISSN-L
1843-6722;

.. Models Used in NLP for Motivation” (Author) in ,,The 8"
International Conference Redefining Community in Intercultural Context —
RCIC’19” (Topics: New Technologies, Resources and Connections)
[Selection of papers presented within The 8" RCIC Conference, Vlora,
Albania, 02 - 04.05.2016], Vol. 8, No.1 / 2019, ,,Henri Coanda” Air Force
Academy Publishing House, Brasov, Romania, pp. 285-292, ISSN & ISSN-
L 2285-2689;

= Extrinsic Meta-Programs with Influence on Workers Motivation”
(Author) in ,,The 8" International Conference Redefining Community in
Intercultural Context RCIC*19” (Topics: New Technologies, Resources and
Connections) [Selection of papers presented within the 8" RCIC
Conference, Vlora, Albania, 02 - 04.05.2016], Vol. 8, No.1 /2019, ,,Henri
Coanda” Air Force Academy Publishing House, Brasov, pp. 281-284, ISSN
& ISSN-L 2285-2689;

= _NLP Methods Of Motivation: Metaprograms and Reframing”
(Author) in Periodical ,,HOLISTICA - Journal of Business and Public
Administration”, Vol. 10, Issue 1 /2019 — Sciendo (Ed.), 2019, pp. 76-90,
DOI: 10.2478 / hjbpa-2019-0010, ISSN-L & ISSN Online 2067- 9785 /
ISSN Print 2457-5720;

"= NLP Methods of Motivation: Metaphor and Metamodel” (Author) in
,-The International Conference on Global Economy under Crisis — GEUC
2018~ (Section IV: Marketing - Management), 7" Edition, 28 - 29.11.2018,
Constanta, Romania —,,Ovidius” University Annals, Economic Science
Series, Vol. XVIII, Issue 2 / 2018, pp. 442-448, ISSN 2393-3127(Online) /
ISSN 2393-3119 (CD-ROM) / ISSN - L 2393-3119;

" Neuro-Linguistic Programming Techniques of Motivation” (Author)
in ,, The International Conference on Global Economy under Crisis — GEUC
2018” (Section 1V: Marketing - Management), 7™ Edition, 28 - 29.11.2018,
Constanta, Romania —,,Ovidius” University Annals, Economic Science
Series, Vol. XVIII, Issue 2 /2018, pp. 436-441, ISSN 2393-3127(Online) /
ISSN 2393-3119 (CD-ROM) / ISSN - L 2393-3119;
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,.Negative Motivation” (Author) in ,,The International Conference
Present Issues of Global Economy — PIGE 2018 (Section I1V: Marketing -
Management), 15" Edition, 07 - 09.06.2018, Constanta, Romania —
,,Ovidius” University Annals, Economic Science Series, Vol. XVIII, Issue 1
/2018, pp. 293-296, ISSN 2393-3127 (Online) / ISSN 2393-3119 (CD-
ROM) / ISSN - L 2393-3119;

,Management Information Systems” (Author) [Proceedings of ,,GEG
2016 — Global Economy & Governance. Perspectives, Challenges and Risk
of the World: Financial Integration and Global Economic Governance”
(Topics: Management and Marketing Issues), 13 - 16.11. 2016, Qingdao,
China] in Periodical ,,HOLISTICA — Journal of Business and Public
Administration”, Vol. 8, Issue 3 / 2017 — De Gruyter Open (Ed.), pp. 61-70,
ISSN-L & ISSN Online 2067- 9785 / ISSN Print 2457-5720;

,,Staff Motivation: Functions, Principles and Sources” (Author) in ,,The
International Conference Present Issues of Global Economy — PIGE 2017~
(Section IV: Marketing - Management), 14" Edition, 08 - 10.06.2017,
Constanta, Romania — ,,Ovidius” University Annals, Economic Science
Series, Vo. XVII, Issue 1 /2017, pp. 289-295, ISSN 2393-3127 (Online) /
ISSN 2393-3119 (CD-ROM) / ISSN - L 2393-3119;

® _Increasing the agriculture business performance by migrating to Cloud
Services of informational structures” (Coauthor) in ,,The 7" Edition of the
International Symposium Agrarian Economy and Rural Development —
Realities and Perspectives for Romania”, 24.11.2016, Bucharest, Romania
— ASE Bucharest Publishing House, 2016, pp. 56-61, ISSN / ISSN-L 2285-
6803;

. Implementation risk analysis of Cloud Computing Technologies at
farm level” (Coauthor) in ,,The 7" Edition of the International Symposium
Agrarian Economy and Rural Development — Realities and Perspectives for
Romania”, 24.11.2016, Bucharest, Romania —ASE Bucharest Publishing
House, 2016, pp. 26-29, ISSN / ISSN-L 2285-6803;

,,Using the 3M method for the optimization of the managerial act”
(Author) in ,,Communication, Management and Information Technology:
Proceedings of The International Conference on Communication,
Management and Information Technology 2016 (ICCMIT 2016)”, Cosenza,
Italy, 26-29.04.2018 — Marcelo Sampaio de Alencar (Ed.), CRC Press /
Balkema, 2016, Netherlands, pp. 171-178 (© 2017 Taylor&Francis Group,
London), ISBN 978-1-138-02972-9 (Hbk) / ISBN 978-1-315-37508-3
(eBook PDF);

" Theories used in Neuro-Linguistic Programming (NLP) for
motivation” (Author) in Periodical ,,HOLISTICA — Journal of Business and
Public Administration”, Year 7, No. 1, January - April 2016 [Proceedings
of ,,CPAM 2016: The 3" International Conference on Comparative

Public Administration and Management — Intellectual Capital, Knowledge
& Performance” (WG 2: Motivation and organizational behavior),
23.06.2016, Bucharest, Romania / Kaunas, Lithuania] —,,Uranus”
Bucharest Publishing House, 2016, pp. 76-90, ISSN-L & ISSN Online
2067- 9785 / ISSN Print 2457-5720;

® _Motivation, assessment and improvement of employees’ performance”
(Author) in ,,Conferenza Internazionale DKS 2015: Diversita nella societa
della conoscenza (Istruzione, istruzione leadership, studi interdisciplinary,
lingua, letteratura) / The DKS 2015 International Conference: Diversity in
Knowledge Society (Education, Education Leadership, Interdisciplinary
Studies, Language, Literature)”, 21 - 23.11.2015, Rome, Italy — Rediviva
Edizioni (presso la Biblioteca Romena), Collezione: Colana «Generazioni e
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National and /
or international
programs / projects

Annexes

diritti», Milan, Italy, 2016, pp. 89-98, ISBN 978-88-97908-29-6;

,,Study regarding the modern management systems, methods and
techniques” (Author) in ,, The 6™ Edition of the International Symposium
Agrarian Economy and Rural Development — Realities and Perspectives for
Romania”, 20 - 21.11.2015, Bucharest, Romania — ASE Bucharest
Publishing House, 2015, pp. 418-424, ISSN & ISSN-L 2285-6803 (Public
Economy — Development: Development Strategies eJournal, Vol. 4, No. 61:
Apr. 14, 2016);

,Motivation in the context of multicultural behaviour” (Author) in ,,The
International Conference Education and Creativity for a Knowledge-Based
Society” — Law — 9" edition, 19 - 21.11. 2015, Bucharest, Romania —,,Titu
Maiorescu” Bucharest Publishing House, 2015, pp. 152-161, ISSN 2248-
0064 / ISBN 978-3-9503145-3-3 (Public International Law: Sources
eJournal, Vol. 3, No. 28: Mar. 22, 2016).

Name of Program / Project Function Period
PN 16 09 03 03: Research on migrating
R 4 H October -
computer applications in cloud virtualized Executor

structures (Phase I) December 2016

POSDRU/187/1.5/S/155463: Supporting Individual doctoral

excellence in interdisciplinary doctoral research project July -

scientific research in the economic, medical and December 2015
S executor
social sciences
PN 09 23 07 04: Support system based on cloud
i : f January -
technologies for business development in rural Executor
December 2015

areas (Phase I1)

They will be submitted only upon receipt of requests.
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DISEMINAREA REZULTATELOR CERCETARII STIINTIFICE

DISSEMINATION OF THE SCIENTIFIC RESEARCH RESULTS

a.  Listd lucrdri prezentate
ooo

a.  List of papers presented

Data la care a avut

Nr. Evenimentul in cadrul ciruia a avut loc prezentarea
crt. Nume si prenume Titlul lucrarii prezentate (indicand si locul desfasuririi evenimentului) [ e
Curt. Name and surname Title of the presented work The event in which the presentation took place T G W!"Ch
no. (also indicating the location of the event) (R IS
i took place
Domeniul de doctorat: MANAGEMENT
PhD field: MANAGEMENT
FURDUESCU M. Bogdan - . . - nd The 25" International Conference Knowledge-Based Organization — KBO
1 Alexandru Theories used in NLP for motivation. 2" Part 2019, 13 - 15.06.2019, Sibiu, Romania 14.06.2019
FURDUESCU M. Bogdan - . . - st The 25" International Conference Knowledge-Based Organization — KBO
2. Alexandru Theories used in NLP for motivation. 1% Part 2019, 13 - 15.06.2019, Sibiu, Romania 14.06.2019
FURDUESCU M. Bogdan - , I The 339 IBIMA (International Business Information Management
3 Alexandru Employee's motivation. Research paper Association) Conference, 10 - 11.04.2019, Granada, Spain 10.04.2019
2 FURDUESCU M. Bogdan — Extrinsic Meta-Programs with Influence on The 8" International Conference Redefining Community in Intercultural 03.05.2019
) Alexandru Workers Motivation Context RCIC’19, 02 - 04.05.2016, Vlora, Albania e
FURDUESCU M. Bogdan - . A The 8" International Conference Redefining Community in Intercultural
5 Alexandru Models Used in NLP for Motivation Context RCIC’ 19, 02 - 04.05.2016, Vlora, Albania 08.05.2019
6 FURDUESCU M. Bogdan - NLP Methods of Motivation: Metaphor and The International Conference on Global Economy under Crisis — GEUC 2018, 28.11.2018
) Alexandru Metamodel 28 - 29.11.2018, Constanta, Romania T
7 FURDUESCU M. Bogdan - Neuro-Linguistic Programming Techniques of The International Conference on Global Economy under Crisis - GEUC 2018, 28.11.2018
) Alexandru Motivation 28 - 29.11.2018, Constanta, Romania T
FURDUESCU M. Bogdan - . L The International Conference Present Issues of Global Economy — PIGE 2018,
8 Alexandru Negative Motivation 07 - 09.06.2018, Constanta, Romania 08.06.2018
9 FURDUESCU M. Bogdan - Staff Motivation: Functions, Principles and The International Conference Present Issues of Global Economy — PIGE 2017, 09.06.2017
i Alexandru Sources 08 - 10.06.2017, Constanta, Romania T
FURDUESCU M. Bogdan - Increasing the agriculture business performance by The 7" Edition of the International Symposium Agrarian Economy and Rural
10. ->0d migrating to Cloud Services of informational Development — Realities and Perspectives for Romania, 24.11.2016, Bucharest, 24.11.2016
Alexandru, SIPICA L. Alexandru ’
structures Romania
11. FURDUESCU M. Bogdan - Implementation risk analysis of Cloud Computing The 7™ Edition of the International Symposium Agrarian Economy and Rural 24.11.2016
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Alexandru, SIPICA L. Alexandru Technologies at farm level Development — Realities and Perspectives for Romania, 24.11.2016, Bucharest,
Romania
a Global Economy & Governance. Perspectives, Challenges and Risk of the
12. ;LéiaDnl(lerEuSCU M. Bogdan Management Information Systems World: Financial Integration and Global Economic Governance — GEG 2016, -
13 - 16.11. 2016, Qingdao, China
. K S . The 3 International Conference on Comparative Public Administration and
13. FURDUESCU M. Bogdan - Theories used n Neuro-Llngwstlc Programming Management — Intellectual Capital, Knowledge & Performance, 23.06.2016, 23.06.2016
Alexandru (NLP) for motivation . . X
Bucharest, Romania/Kaunas, Lithuania
j . S Communication, Management and Information Technology: Proceedings of
14. ;ﬁz?nléﬁjscu M. Bogdan %2':3 ;hrieaIBZIétmethod for the optimization of the The International Conference on Communication, Management and 26.04.2016
9 Information Technology 2016 (ICCMIT 2016), 26-29.04.2018, Cosenza, Italu
Conferenza Internazionale DKS 2015: Diversita nella societa della conoscenza
; A . (Istruzione, istruzione leadership, studi interdisciplinary, lingua, letteratura) /
15, FURDUESCUM. Bogdan Motwation. a:f?gf;‘;gé:”d improvement of The DKS 2015 International Conference: Diversity in Knowledge Society 22.11.2015
ploy P (Education, Education Leadership, Interdisciplinary Studies, Language,
Literature), 21 - 23.11.2015, Rome, ltaly
. The 6™ Edition of the International Symposium Agrarian Economy and Rural
16. FURDUESCU M. Bogdan - Study regarding the modern management systems, | o100 ment — Realities and Perspectives for Romania, 20 - 21.11.2015, 21.11.2015
Alexandru methods and techniques :
Bucharest, Romania
17 FURDUESCU M. Bogdan - Motivation in the context of multicultural The International Conference Education and Creativity for a Knowledge-Based 20.11.2015
) Alexandru behaviour Society — Law - 9" edition, 19 - 21.11. 2015, Bucharest T
b.  Listd lucrari publicate
(XY}
b.  List of published works
Nr. Tipul de acreditare al publicatiei:
crt. Nume si prenume Titlul lucririi publicate Publicatia si data aparitiei CNCSIS (tip D,C,B,B+) sau ISI ISBN sau ISSN
Curt. Name and surname Title of the published work Publication and date of issue Publication type of accreditation: ISBN or ISSN
no. CNCSIS (type D, C, B, B+) or ISI
Domeniul de doctorat: MANAGEMENT
PhD field: MANAGEMENT
} Neuro-Linguistic Programming: Valahian Journal of Economic Studies, Vol. 10(24), Issue 1 CNCSIS (tip B sau B+)
1. FURDUESCU M. Bogdan History, Conception, Fundamentals | /2019 — De Gruyter Open (Ed.), pp. 39-50, DOI: 10.2478 / ISSN 2344-4924
and Objectives Vvjes-2019-0004 CNCSIS (type B or B+)
} HOLISTICA — Journal of Business and Public CNCSIS (tip B sau B+) ISSN-L & ISSN Online
2. Zﬁg;ﬂfuscu M. Bogdan anI(;tFI> Vt:t?:; and processes of Administration, Vol. 10, Issue 2 / 2019 — Sciendo (Ed.), pp. 2067- 9785 / ISSN Print
39-50, DOI: 10.2478 / hjbpa-2019-0014 CNCSIS (type B or B+) 2457-5720
The 25% International Conference Knowledge-Based
} ; ; Organization — KBO 2019 (Topics: Social Sciences an N g
3 FURDUESCU M. Bogdan Theprle§ used"dln NLP for Foreign Languagess), 257 Edition, 13 - 15.06.2019, Sibiu, s ISSN & ISSN-L 1843
Alexandru motivation. 2" Part . . o " 6722
Romania — ,,Nicolae Balcescu” Land Forces Academy
Publishing House, VVol. 25, No. 2 / 2019, pp. 251-257
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The 8" International Conference Redefining Community in
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The 7™ Edition of the International Symposium Agrarian
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ISSN / ISSN-L 2285-
6803

15.

FURDUESCU M. Bogdan -

Alexandru

Using the 3M method for the
optimization of the managerial act

Communication, Management and Information Technology:
Proceedings of The International Conference on
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