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INTRODUCERE

Aparitia si dezvoltarea conceptului de motivare se suprapune evolutiei omenirii, in
toate etapele ei. Conceptul de motivare isi are originile complexitdtii sale In lumea
instinctelor omului. S-ar putea spune ca motivarea este ratiunea de a fi a omului, la
intretaierea corpului cu spiritul, constientului cu inconstientul intr-un univers profesional. Tn
acest univers, omul este posesorul unui ansamblu de nevoi, cu viziune pentru viitor pentru
care isi creeazd si implementeaza proiecte. S-ar putea Spune ca istoria fiintei umane este
puternic ancoratd in cea a motivatiilor sale; de la revolutia neoliticd la mondializare,
motivarea este legatd de notiunile de nevoi si cdutarea satisfactiei acestor nevoi.Motivarea a
devenit o constantd a dezvoltdrii umane Tn care satisfacerea nevoilor indiferent de natura lor
este fundamentald, iar eforturile depuse in acest scop constituie preocupari vitale. Motivarea
este in central preocuparilor oricarui manager care doreste sa-si dinamizeze organizatia si sa
insufle fiecarui angajat dorinta si vointa sa-si valorifice la maxim potentialul sau profesional.

Organizatiile, fie ele publice sau private, se confruntd cu problema motivarii
angajatilor. Ceea ce motiveazd individul la muncd reprezintd o adevaratdi miza pentru
Mmanageri, care sunt obligati sa-si adapteze comportamentul. Nu se poate vorbi de motivare
daca nu se iau 1n considerare, 1n acelasi timp, performanta asteptarilor actorilor implicati
(manageri si angajati), pe de o parte si mediul socio-politic Tn care organizatia exista si
functioneaza, pe de alta parte.

Abordarea conceptului de motivare Tintr-un context de schimbare, presupune
evidentierea sintagmei performante — recompense cel putin din doud motive:

- In primul rand motivarea este un rezultat al anticiparii unui schimb intre munca
depusa si recompensa care va fi obtinuta.

- in al doilea réand, relatia care stabileste intre muncitor si munca ca atare ludndu-se in
considerare rolul mediului social si cultural si valorile personale.

Un asemenea tip de abordare genereaza trei Intrebari:

v" Determinantii traditionali ai motivarii si-au pierdut din pertinenta lor? De ce
practicile motivationale care s-au dovedit eficace pana in prezent nu mai sunt
eficace?

v Existd si alte surse ale motivarii care iau in considerare mediul social si

cultural al muncii?



v Ce fel de proces psihologic este generat de relatia intre munca si cel care
indeplineste. Analiza unei asemenea relatii ar putea permite intelegerea mai
bunad a diverselor surse ale motivarii.

Teza de doctorat si-a propus sd gaseasca raspunsurile la aceste intrebari care vor
constitui 1n final, baza proiectarii unui model integrat al motivarii.

Necesitatea gasirii raspunsurilor la aceste intrebari va constitui principala provocare
dar si preocupare in realizarea acestui demers stiintific.

Contextul de incertitudine si de schimbare, in care organizatiile isi duc existenta,
impune reconsiderarea comportamentului acestora fatd de angajati prin pozitionarea
motivatiei in central practicilor manageriale folosite. Ca urmare, aceasta devine dimensiunea
fundamentald a managementului resurselor umane.

Managementul motivarii presupune cunoasterea fiintei umane careia stiintele sociale
inca nu i-au descoperit toate nuantele posibile de abordare.

Motivarea constituie elementul declansator al ratiunii de actiune pentru fiecare
individ, fundamentul dezvoltarii umane. Din aceastd perspectiva, atat specialistii, cat si
teoreticienii considerd motivarea factorul care asigurd coerenta actiunii, nivelul de
performantd si constituie valoarea addugatd necesare pentru transformarea parteneriatului
dintre organizatie si individ Intr-un binom castigator — castigiator. Obtinerea binomului
castigator — castigator are ca fundament raspunsurile pe care managerii unei organizatii aflata
in fata unor mutatii implacabile (flexibilitatea timpului de munca, evolutia conceptului de
carierd, diversificarea nevoilor si asteptarilor angajatilor, impactul crizei economice, riscurile
aparitiei unor fenomene neprevazute — pandemia etc.) la intrebarea: Ce trebuie facut pentru a
suscita motivatia managerilor si cea a echipelor pe care le conduc ? Nu se poate vorbi de o
organizatie performanta fara o motivare durabila a actorilor implicati.

Toate aceste aspecte constituie, de fapt, actualitatea si oportunitatea acestui demers
stiintific care constd in identificarea principalelor factori de declansare si sustinere a
motivarii, pe de o parte si gasirea principalelor tehnici motivationale ca instrumentar
managerial la indeména celor care conduc destinele unei organizatii, pe de alta parte.
Utilitatea tezei de doctorat consta in aceea ca aceasta poate constitui o baza solida pentru cei
interesati sa-si largeasca campul de cunoastere, si in acelasi timp, un ghid de bune practici in

acest domeniu, atat de complex al motivarii.



CUPRINSUL TEZEI DE DOCTORAT

Astfel teza de doctorat este structurata in patru capitole:

1. stadiul cunoasterii in domeniu;

2. cadrul conceptual, epistemologic si metodologic;

3. prezentarea cercetdrii stiintifice;

4. proiectarea modelului integrat al motivarii.

Capitolul 1 ,, Stadiul cunoasterii in domeniu” este precedat de o introducere in care
sunt prezentate actualitatea si oportunitatea demersului stiintific, precum si structurarea tezei
de doctorat”.

Tn cadrul capitolului 1 sunt prezentate directiile de abordare ale motivarii:

- Inceputurile (perspectiva filozofica: Platon si Aristotel, Socrate), analiza mecanica

a comportamentului motivat (Galileo Galilei, Réné Descartes, Thomas Hobbes),
abordarea asociationistd (John Locke), social relationala (Thomas Reid cu
psihologia aptitudinilor si Kant cu teoria organizarii spiritului)

- etapa  premodernista:  evolutionismul  (Charles  Darwin), emergenta
determinismului  si  behaviorismului  (John Broodus Watson); teoria
comportamentului irational sau a fortelor inconstiente (Franz Anton Mesmer, Jean
Charcot, Sigmund Freud, precursorii psihanalizei; C.G.Jung- fondatorul
psihologiei analitice, Alfred Adler- fondatorul scolii de psihologie individuala,
Karen Horney — fondatoarea psihologiei feministe);intoarcerea la demersul
rationalist (cognitiv) sau studiul fortelor sociale (Walter Dohler, E.C.Tolman cu
analiza comportamentului in termeni de asteptdri, Kurt Lewin cu psihologia
sociald, Julian Rotter cu dezvoltarea teoriilor influente, John Atkinson cu
realizarea motivarii, Bernard Weiner cu psihologia motivatiei si emotiei)

- epoca moderna care se suprapune aparitiei managementului ca stiintd distincta.

Astfel Frederic W. Taylor si urmasii sdi , H.Ford si H. Emerson, Henri Fayol si Max Weber,
cei trei piloni ai scolii clasice, au abordat problema motivarii angajatilor din perspective
organizatorice ca sistem inchis. Abordarea umanistd a motivarii a avut ca reprezentanti pe
Douglas Mc Gregor (teoriile x si y); Elton Mayo (experimentele de la Howthorne). Epocii
modern ii este caracteristica diversitatea abordarii motivarii, folosindu-se drept criteriu:

- semantica conceptului de motivare (teoriile continutului);

- procesul de formare si declansare a motivarii (teoriile procesului)

- contextul Tn care are loc motivarea;



¢ interactiunea dintre diferitele elemente (teoriile interactioniste)
e dezvoltarea personala a motivarii(teoriile dezvoltarii)
e cultura organizationala (teoriile motivarii bazate pe valori)

Capitolul al doilea intitulat ,,Cadrul conceptual, epistemologic si metodologic al
demersului stiintific” abordeaza:

- conceptele fundamentale cu care se opereazd, motivarea, comunicarea,

schimbarea si performanta organizational;

- pozitionarea epistemologica a demersului stiintific;

- cadrul metodologic in care se prezintd metodologia cercetarii: obiectivul general,

si obiectivele specifice, ipoteza centrald si ipotezele de lucru, aspecte privind
unitatea de observare, colectarea datelor, esantionul si programul de prelucrare a
datelor.

Tn capitolul al treilea , Prezentarea cercetdrii empirice” se prezinti rezultatele
cercetarii pe teren pe cele trei teme majore: motivare, comunicare si schimbare. Sunt
evidentiate cauzele si consecintele starii de fapt constatate. La fiecare tema majora sunt
prezentate un set de concluzii intermediare. Capitolul se finalizeaza cu validarea ipotezelor,
ceea ce a demonstrate necesitatea proiectarii unui model de motivare a angajatilor.

Capitolul patru cu titlul ,,Modelul integrat al motivarii” si-a propus identificarea unui
set de modalitati de imbunatitire a managementului resurselor umane din perspective
motivarii. Componentele modelului: directiile de actiune (atragerea resursei umane, pastrarea
angajatilor performanti, reconsiderarea atitudinii manageriald a conducatorilor de organizatii,
perfectionarea departamentului de resurse umane, controlul si evaluarea, managementul
conflictelor), dezvoltarea competentelor de motivare, dezvoltarea culturii organizationale
motivatoare si instrumentarul managerial utilizat (tehnici de motivare, tehnici de comunicare
si tehnici de schimbare) pot constitui, toate impreuna, structura unui ghid de bune practici in
domeniu. Proiectarea modelului integrat al motivarii a permis autorului sd introduca concept
noi in teoria si practica manageriald: liderul motivational, carta motivarii, disciplind
motivationald, politicile FACI (favorizarea autonomiei, creativitdtii s1 inventivitatii),
paradigmele MCS (motivare, comunicare, schimbare) si ADR (adaptare, delegare,
responsabilizare) sau lantul valoric al atitudinii manageriale.

»Modelul integrat al motivarii” este completat cu propuneri de implementare a
acestuia, concretizat in ,,carta motivarii”, ca parte componentd a manualului de asigurare a

calitatii oricarei organizatii.



Teza de doctorat se finalizeaza cu concluziile finale, referintele bibliografice utilizate,
contributiile personale (cu caracter de sinteza, cu caracter teoretic si experimental, cu caracter

practic), directiile viitoare de actiune si limitele demersului stiintific.

STADIUL CUNOASTERII iN DOMENIU

Problemele motivarii fiintei umane au constituit din totdeauna preocupari pentru
ganditori si oameni de stiintd. Fiecare abordare identificata a capatat pecetea vremurilor cand
a fost emisa. Elementul comun al tuturor acestora a fost interesul de a explica ce se Intampla
cu individul n societate, care este statutul acestuia, ce-1 preocupa si ce-1 motiveaza.

Motivarea a fost, este si va fi intotdeauna un subiect la moda, dar mereu actual. S-ar
putea spune cd motivarea este un panaceu pentru o organizatie dar, in acelasi timp, o
satisfactie sufleteasca pentru angajati. Cu alte cuvinte motivarea este generatda de
,confruntarea” dintre interesul individual cu cel colectiv, cele doua parti, individul si
organizatia dorind sa fie castigatoare.

Intrebarea fundamentalad care se pune: ,,se poate manageria motivarea” , avand in
vedere urmatoarele doua mari dileme:

- prima dilema, dimensiunea umana a motivarii angajatilor si dimensiunea economica
care tine de rationalitatea obiectivelor organizationale.

- a doua dilema, organizatia, ca sistem bine structurat si articulat, pe de o parte si
angajatul, ca persoana motivatd si libera , care este pus in situatia sa aleaga.

Réspunsul la 0 asemenea intrebare contine abordarea a trei aspecte:

v' primul, cel al mizelor motivarii intr-o organizatie;

v" al doilea , clarificarea conceptelor de satisfactie in munca si implicarea in
munca din perspectiva motivarii

v' al treilea, cel al managementului motivarii.

Primul aspect se refera atat la mizele pentru individ (abordare centrata pe individ), cat
si pentru organizatie (abordare centrati pe organizatie). In ceea ce priveste individul ,
problema motivarii se pune in termeni de satisfacerea nevoilor care sunt generate de insasi
existenta omului: nevoi de ordin economic (hrana, imbracaminte, conditii de viata, etc) si
nevoi de ordin social care tin de statutul angajatului in organizatie si in societate (implinirea

de sine, recunoasterea sociald , respectul fata de sine si de altii, etc). Daca motivarea in



munca nu este un secret universal al fericirii pentru individ , trebuie sd recunoastem ca a fi
motivat este un avantaj real in viatd. De ce? Pentru cd daca ne gandim in termeni de timp si
de relatii sociale, angajatii 1si petrec cea mai mare parte a vietii lor intr-o organizatie. Locul
de munca este considerat un loc de motivare, satisfacere a dorintelor si aspiratiilor fiecarui
angajat.

Daca conceptul de motivare este considerat dificil de conturat si masurat, satisfactia in
schimb a fost cunoscuta si studiati de foarte mult timp. In plus fata de motivare, satisfactia
implica asteptarile proprii acesteia in comparatie cu rezultatele obtinute.

Motivarea este legatd de interactiunea dintre doud entitati: individul si organizatia.
Ceea ce intereseaza, in egald masurd, pe teoretician si pe practician, este relatia dintre cele
doud parti. Motivarea este, prin insdsi natura sa, un fenomen uman si psihologic. Sandra
Michel considera ca nu se poate vorbi de motivarea organizatiei. Orice organizatie este un tot
intreg, are logica sa proprie si finalitdtile sale, ea decide, ea impune, ea negociaza. Motivarea
se defineste plecand de la individ si nu de la structura organizatiei. Aceasta din urma
constituie cadrul in care motivarea se deruleazi ca proces. In acest sens organizarea muncii
este vazuta ca instrument de mediere intre salariat si organizatie. Daca intreprinderea este
interesatd sd dezvolte motivare, aceasta Tnseamna cd este posibil ca organizatia sa abordeze

ntr-o maniera eficienta finalitatile individului, cat si cele ale intreprinderii.

POZITIONAREA EPISTEMOLOGICA A DEMERSULUI STIINTIFIC

Demersul stiintific propus este o reprezentare cauzald si obiectivd a realitatii.
Cauzalitatea stiintifica reprezinta faptul cd fenomenele reale sunt legate de un rationament
logic si coerent, cu alte cuvinte corelatia dintre cauzd si efect, succesiunea genetica a
fenomenelor in functie de ansamblul conditiilor care insotesc dinamica lor obiectiva: se
stabilesc un set de ipoteze; acestea se demonstreaza; se trag concluzii.

Obiectivitatea 1n sensul epistemologic, desemneaza valoarea de adevar, a
cunostintelor 1n raport cu obiectul lor.

Realizarea tezei de doctorat cu titlul ,, Perfectionarea managementului motivarii in
societdtile multinationale din Regiunea 3 Sud-Muntenia” se Inscrie intr-un demers pozitivist

— constructivist, prin analiza obiectivd a managementului motivarii in societatile



multinationale, prin analiza conceptelor definitorii utile proiectarii unui model de
perfectionare a managementului motivarii.

Demersul este unul pozitivist, pe parcursul realizarii s-a tinut cont de principiile
realizarii oricarui demers stiintific:

- principiul ontologic: ceea ce este. Orice lucru cognoscibil are o esentd. Orice
cunoastere stiintificd implicad necesar o antologie, adica, altfel spus, stiinta
dispune de un criteriu de veridicitate;

- principiul universului conectat: realitatea este evidenta si obiectivd, dar ea
poate fi cunoscuta,

- principiul obiectivitatii: dacd realul existd in sine, el trebuie sda existe
independent de subiect care declara ca-l percepe si observa,

- principiul naturalitatii logicii: exista o logica disjunctiva si una deductiva.

Demersul este unul constructivist, pentru ca s-au luat in considerare urmatoarele
principii:

- principiul de reprezentabilitate;

- principiul proiectivitatii sau al interactiunii subiect-obiect;

- principiul argumentdrii generale.

CADRUL METODOLOGIC

Obtinerea performantei organizationale a constituit, dintotdeauna, o preocupare
permanentd in cadrul unei organizatii. Astfel pentru a-si atinge acest obiectiv, managerii
trebuie sa asigure un climat de munca motivant pentru fiecare angajat care este responsabil
pentru folosirea Intregului sdu potential ,,Daca doresti sa construiesti un vapor, spunea
Antoine de Saint Exupery, nu trebuie inceput cu pregatirea materialelor si repartizarea
sarcinilor cu insuflarea dorintei de a calatori pe marea mare si frumoasa”.

Teza de doctorat si-a propus sd analizeze motivarea ca element fundamental al unui
management performant. Scopul principal al cercetarii este acela de evidentiere a importantei
si al impactului ameliordrii managementului resurselor umane asupra managementului
organizatiei.

In acest scop, pe parcursul realizarii demersului stiintific se va urmari:



identificarea interdependentelor existente intre acei factori ce influenteaza
climatul organizational: motivarea, comunicarea si schimbarea;

masura In care strategiile alese de motivare, comunicare si schimbare sunt
importante pentru manageri si angajati;

influenta pe care o au procesele motivationale si comunicationale asupra

comportamentului angajatilor.

Motivarea, motivatia si satisfactia in munca in randul angajatilor din societatile

multinationale constituie obiectul de studiere.

Etapele de realizare a demersului stiintific au fost:

documentarea bibliografica, prin stabilirea stadiului cunoasterii in domeniu;
stabilirea conceptelor cu care se va opera in realizarea demersului stiintific;
stabilirea metodelor de cercetare si a instrumentelor pentru colectarea si
prelucrarea datelor;

realizarea cercetarii de teren propriu-zisa

prelucrarea informatiilor cu ajutorul mijloacelor sistemelor de prelucrare
automata a datelor;

analizarea datelor si stabilirea relatiilor de cauzalitate intre componentele
analizate;

realizarea de propuneri de gestionare a unui management eficient al

resurselor umane

Realizarea demersului stiintific a necesitat o documentare ampld. Documentarea a

constat in studierea unor documente primare de doua tipuri: periodice (reviste, jurnale de

specialitate, etc.) si neperiodice (carti de specialitate, manuale universitare, ghiduri de bune

practici, monografii etc.). S-a folosit biblioteca virtuala, studierea unor documente aferente

organizatiilor studiate.

IPOTEZA CENTRALA SI IPOTEZELE DE LUCRU

Cercetarea stiintificd propusa are un dublu caracter - analitic si explicativ- in sensul ca

s-a stabilit, Tn primul rand ipoteza centrala si in al doilea rand ipotezele de lucru, care explica

si sustin ipoteza centrald. Stabilirea ipotezelor cercetarii permite identificarea raspunsului la



problema stiintifica definitd in cadrul obiectivului general. Totodata, aceasta va permite
validarea ipotezelor de lucru.

Ipoteza centralad a demersului stiintific de identificare a gasirii solutiilor de
eficientizare a managementului motivational porneste de la ideea ca in cadrul societatilor
multinationale existd preocupdri in acest domeniu.

Se precizeaza ca factorii care influenteaza climatul de munca al unei organizatii sunt
mult mai multi, dar pentru demersul stiintific propus s-au ales cei trei factori considerati de
autor ca fiind cei mai relevanti: motivarea, comunicarea si schimbarea. S-a avut In vedere
descoperirea relatiilor cauzale care determind ameliorarea climatului de muncd dintr-0
organizatie, inteleasa din perspectiva utilitatii pentru obtinerea performantei organizationale.

Identificarea factorilor de influentd ai climatului organizational va permite stabilirea
celor trei directii pe care se va actiona in realizarea demersului stiintific si care, totodata, vor

deveni temele majore ale acestuia.

Ameliorarea climatului

L .. . |TEMA MAJORA 1
motivational al organizatiei

MOTIVAREA

TEMA MAJORA 2
COMUNICAREA

TEMA MAJORA 3
SCHIMBAREA

Temele majore ale demersului stiintific propus

Din perspectiva celor trei factori care influenteaza climatul organizational, s-au
stabilit urmatoarele ipotezele de lucru:
TEMA MAJORA 1 - MOTIVAREA
HM1- se prezuma ca existd prezentdri In cadrul organizatiei pentru

ameliorarea climatului motivational;
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HM2- exista o delimitare clard a responsabilitatilor posturilor care sa permita
motivarea angajatilor;
HM3- managerii sunt interesati sa promoveze politici eficiente de folosire a
resursei umane la potential maxim.

TEMA MAJORA 2 - COMUNICAREA
HC1- existd preocupari din partea managerilor de stabilire a unor relatii de
parteneriat cu angajatii;
HC2- exista preocupari de folosire a unei game variate de tehnici si metode
de comunicare;
HC3- se prezumd ca managerii sunt preocupati de practicarea
managementului participativ.

TEMA MAJORA 3 -SCHIMBAREA
HS1- se prezuma ca angajatii sunt pregatiti pentru acceptarea schimbarii;
HS2- managerii sunt preocupati de incurajarea personalului sa participe la
procesul de realizare a schimbarii,
HS3- pentru realizarea schimbarii sunt luate in considerare majoritatea

factorilor care o determina.

OBIECTIVUL GENERAL S1 OBIECTIVELE SPECIFICE

Obiectivul general al demersului stiintific a fost stabilit in functie de ipotezele
enuntate: ameliorarea managementului resurselor umane din societdatile multinationale prin
identificarea celor mai bune practici in crearea unui climat de munca motivational, care sa
permita evidentierea intregului potential de care dispune fiecare angajat. Se are in vedere
abordarea tridimensionald a strategiei proiectate din perspectiva celor trei factori ce
influenteazd climatul organizational: motivarea , comunicarea si schimbarea (paradigma
MCS).

In concordanta cu obiectivul general s-au stabilit obiectivele specifice OS:

TEMA MAJORA 1 - MOTIVAREA

OSML1 - stabilirea de politici motivationale care sa Incurajeze angajatii sa-si

pund in evidentd potentialul;



OSM?2 - abordarea unui program de masuri de imbunatatire a climatului de
munca;
OSMBS - promovarea de masuri care sd incurajeze implicarea angajatilor in
luarea deciziilor pe toate nivelurile ierarhice;

TEMA MAJORA 2 - COMUNICAREA
OSC1 - identificarea de tehnici variate de comunicare care sa permita
angajatilor participarea la luarea deciziilor;
OSC2 - eliminarea barierelor de comunicare in cadrul organizatiei,

TEMA MAJORA 3 -SCHIMBAREA
OSS1 - promovarea de masuri prin care angajatii sunt incurajati sa perceapa
schimbarea ca factor de dezvoltare a organizatiei,
OSS2 - identificarea celor mai eficiente metode de implicare a angajatilor la

procesul de realizare a schimbarii.

CONTRIBUTII PERSONALE

Contributii cu caracter de sinteza

v trecerea in revistd a stadiului cunoasterii in domeniul managementului
motivarii;

v" abordarea multidisciplinard a tematicii tezei de doctorat din perspectiva
sociologica, psihologica, statistica etc.;

v’ prezentarea conceptelor fundamentale cu care s-a operat Tn realizarea
demersului stiintific (motivarea, comunicarea, schimbarea, performanta
organizationald);

v insusi demersul stiintific realizat.

Contributii cu caracter teoretic §i experimental

v' dialogul permanent purtat cu literatura de specialitate, formularea de opinii
personale la unele probleme privind managementul motivarii in societatile
multinationale. Astfel s-a realizat un proces de identificare si studiere a celor

mai reprezentative surse bibliografice cu privire la managementul motivarii:
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= evaluarea resursei umane din  perspectiva  perfectiondrii
managementului motivarii;

= stabilirea metodologiei de cercetare in ceea ce priveste identificarea
diferitelor disfunctionalitdti In activitatea organizatiei referitor la
motivarea resursei umane si impactul pe care-l au o serie de factori,
precum comunicarea si schimbarea asupra comportamentului
angajatilor;

= proiectarea, elaborarea si aplicarea chestionarului ca si instrument
principal de colectare a informatiilor;

= analiza si validarea ipotezelor legate de perfectionarea
managementului motivarii si societdtile multinationale din domeniul
comertului en-detail;

v'introducerea unor noi concepte in teoria managementului, cum ar fi
disciplina motivationala, lider motivational, carta motivarii, paradigmele
MCS (motivare, comunicare, schimbare) si ADR (adaptare, delegare,
responsabilizare) sau lantul valoric al atitudinii manageriale. Insusi modelul
integrat al motivarii poate fi abordat ca si concept nou, avand 1n vedere
viziunea sistemica care a stat la baza fundamentarii sale in relatiile cauzale
dintre componentele sale;

v identificarea relatiilor de cauzalitate intre motivare si factorii care o
influenteazd (comunicarea, schimbarea) din perspectiva realizarii
performantei organizationale. In acest scop s-au folosit metode statistice
pentru identificarea si explicarea cauzelor fenomenelor constatate si
precizarea consecintelor acestora;

v’ realizarea cercetdrii empirice prin dezvoltarea celor trei teme majore care au

stat la baza demersului stiintific: motivarea, comunicarea si schimbarea.

Contributii cu caracter practic

v proiectarea modelului integrat al motivarii stabilind ca obiective: crearea de
instrumentar managerial pentru asigurarea gestiunii eficiente a motivarii si
modificarea progresiva a culturii organizationale favorabila credrii unui
climat de muncd motivator si instaurarii unor relatii salariat — organizatie de

tip castigator — castigator;



v' conceperea modelului integrat al motivarii ca un ghid de bune practici in care
se pot regasi trei tipuri de strategii (strategii de identificare a principalelor
directii de actiune, strategii de dezvoltare a competentelor de motivare si
strategii de dezvoltare a unei culturi organizationale motivatoare) si
propuneri de utilizare a unui instrumentar managerial util si complex.
Modelul integrat al motivarii a fost conceput avand marea paradigma a
motivarii in societatea contemporand in care comunicarea si schimbarea pot
fi considerate factorii modelatori ai comportamentului uman. Aceastd
paradigma presupune abordarea motivarii din perspectiva a mai multor
aspecte: egalitatea de sanse, respectarea diversitdtii, promovarea
managementului participativ, munca in echipa, spirit intreprinzator, dialog
social etc.;

v" introducerea conceptului de FACI ca un set de politici de favorizare a
autonomiei, creativitatii si inventivitatii in cadrul organizatiei;

v’ regandirea structurii ,,Manualului de asigurare a calititii” prin introducerea
unui capitol care sa se numeasca ,,Carta motivarii”;

v identificarea de instrumentar managerial (metode si tehnici) indispensabil
pentru dezvoltarea competentelor de motivare (a motiva si a se motiva);

v identificarea principalelor leviere ale motivarii tinAnd seama de schimbarile
survenite In societatea contemporand, complexd si plind de riscuri si

provocdri.

DIRECTII VIITOARE DE ACTIUNE

v" continuarea demersului stiintific inceput prin realizarea unei cercetari privind
perceptia angajdrii, la o perioadd prestabilitd de implementare a modelului
propus;

v" dezvoltarea demersului stiintific prezent prin luarea in considerare a altor
factori cum ar fi leadership-ul, situatii neprevazute, cum ar fi cazul

pandemiei prin care trece lumea;



v’ regandirea conceptului de motivare ca urmare a schimbarilor survenite in
ultimele decenii, raspunzand astazi la doua intrebari: se poate vorbi de o criza
a motivarii i se poate gestiona motivarea ?

v elaborarea unui ghid pentru dezvoltarea motivarii si a angajamentului in
munca;

v’ realizarea unui studiu privind dezvoltarea implicarii angajatilor in procesul

de luare a deciziilor.

LIMITELE CERCETARII

v limitarea, din motive metodologice, a marimii esantionului la un numar de 20
societdti multinationale din sectorul comertului en detail, ceea ce nu va
permite generalizarea rezultatelor obtinute la organizatii din alte sectoare;

v refuzul unor respondenti de a completa chestionarele, pe motiv cd politica
firmei nu permite acest lucru. Completarea electronica a chestionarelor s-a
dovedit neviabila, din momentul declansarii pandemiei de coronavirus;

v sesizarea unor aspecte de subiectivitate din partea unor respondenti
(informatiile colectate le apartin in totalitate), fenomen cauzat de dorinta
acestora de a nu intra in conflict cu managerii (ex. gradul mare de rezistenta
la schimbare. Opiniile respondentilor pot fi caracterizate ca fiind prea
subiective datorita unor factori situationali, cum ar fi: starea emotionala, trairi
personale, stare de sanatate etc.);

v identificarea anumitor bariere in procesul de comunicare din organizatii ceea
ce a Ingreunat realizarea cercetarii;

v 0 altd limitare a emersului stiintific poate fi considerat caracterul static al
cercetarii intreprinse, raportandu-se la momentul analizei la perioada n care

s-a desfasurat cercetarea



DISEMINAREA REZULTATELOR CERCETARII

. Pricopoaia Oana, Busila Andreea, Andrei Valentin Florin, Domestic Tourism in
Brasov - the Effect of Manifesting the Interest of Being a Tourist in Your Own City,
International Conference - Risk in Contemporary Economy — XXIIth Edition (online),
4 th June 2021, Galati
http://www.rce.feaa.ugal.ro/images/stories/RCE2021/Conference_Program_Sections.
pdf
. Lazar Plesa Teodora Nicoleta, Popescu Constanta, Andrei Valentin Florin, The
Main Risks and Threats Posed by the COVID 19 Pandemic on the Supreme Audit
Institutions, International Conference - Risk in Contemporary Economy —
XXIIth Edition (online), 4 th June 2021, Galati,
http://www.rce.feaa.ugal.ro/images/stories/RCE2021/Conference _Program_Sections.

pdf

. Gabriela-Daniela BULACU, Florin-Valentin ANDREI, RESISTANCE TO THE

ORGANIZATIONAL CHANGE, 6 th Emerging Trends and Approaches in
Knowledge based Economy - Creative Thinking and Innovation in Multi-crisis
Environment, Faculty of Economics and Law University of Pitesti, Romania,
https://www.upit.ro/_document/111687/etaec_conference_book of abstracts_romani

a_2020.pdf

. Gabriela-Daniela BULACU, Florin-Valentin ANDREI, THE EDUCATIONAL

LEADERS AND THE PRESTIGE, 6 th Emerging Trends and Approaches in
Knowledge based Economy - Creative Thinking and Innovation in Multi-crisis
Environment, Faculty of Economics and Law University of Pitesti, Romania,
https://www.upit.ro/_document/111687/etaec_conference_book of abstracts_romani
a_2020.pdf

. Blidaru Onorel Petrisor, Sfichi Daniela, Andrei Valentin Florin, Communication in
Private and Public Companies, International Conference “Global Economy Under
Crisis”, 8th Edition 14th — 15th November, 2019, Pitesti

https://stec.univ-

ovidius.ro/images/2019/international _conference/ GEUC%202019%20Extended%20P
rogram.pdf

. Sfichi Daniela, Blidaru Onorel Petrisor, Andrei Valentin Florin, The
Communication Relationship between Companies and the Public, International
Conference “Global Economy Under Crisis”, 8th Edition 14th — 15th November,
2019, Pitesti

https://stec.univ-

ovidius.ro/images/2019/international _conference/ GEUC%202019%20Extended%20P

rogram.pdf
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Alte limbi straine
cunoscute

ENGLEZA

GERMANA

INTELEGERE VORBIRE SCRIERE
Ascultare Citire Part|C|pare_ la Discurs oral
conversatie
Bl B2 Bl B1 A2
B2 Bl Bl B1 Bl

Niveluri: AL/A2: Utilizator elementar - B1/B2: Utilizator independent - C1/C2:
Utilizator experimentat
Cadrul european comun de referintd pentru limbi straine

COMPETENTE DIGITALE:

-Concepte de baza ale tehnologiei informatiei;

-Utilizarea computerului si organizarea fisierelor;

-Baze de date si prezentari;
-Operare PC( MICROSOFT OFFICE, SAGA C, REVISAL).

COMPETENTE PROFESIONALE DOBANDITE:

-Planificarea activitatilor;
-Comunicarea cu angajatii;
-Aplicarea prevederilor legale referitoare la sanatate si securitate in

munca si In domeniul situatiilor de urgenta;

electronic.

APTITUDINI

-Intocmirea documentelor de evidneta a persoanelor;
-Intocmirea registrului general de evidenta a salariatilor in format

Excelente abilitati de comunicare, fire dinamica, sociabila, usor adaptabila,

disponibil la program prelungit;

- Invat lucruri noi si imi formez usor noi deprinderi profesionale;

- Bune abilitati organizatorice, lucrul in echipa, punctualitate, seriozitate;

- Capacitatea de a distinge informatia relevanta de cea nerelevanta;

- Capacitatea de a comunica in scris si verbal, de a intelege si a-i face pe altii sa
inteleaga diferite mesaje in situatii variate;

- Capacitatea de a separa intre viata personala si cea profesionala;

- Capacitatea de a evalua si a-ti asuma riscuri in diverse situatii.
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EXPERIENTA PROFESIONALA:

19.04.2021 — Prezent BRD - Groupe Société Générale — Operator casierie

-Asigura confidentialitatea informatiilor si a datelor referitoare la conturile clientilor si
la operatiunile efectuate

-Asigura receptionarea si procesarea numerarului (verificarea autenticitatii, sortarea
bancnotelor bune /uzate/ deteriorate);

Efectueaza operatiunile in numerar (lei si valuta) ordonate direct de clienti, inclusiv
operatiunile initiate de operatorii de ghiseu / consilieri clientela ; Verifica documentele
aferente pentru toate operatiunile realizate ;

15.02.2020 - 31.03.2021 OTPADVISORS, PLOIESTI, ROMANIA-REPREZENTANT
VANZARI

-Identificarea clientilor si a oportunitatilor de vanzare;

-Prezentarea si promovarea produselor si serviciilor bancare;

-Colectarea si depunerea documentatiei aferente tipului de produs la una din unitatile teritoriale
OTP Bank Romania SA;

- Mentinerea unei legaturi permanente cu clientii si cu unitatea teritoriala pe parcursul procesului de
intermediere a vanzarii.

18.11.2019-06.11.2020 - QUALICAPSS.R.L.— OPERATOR CHIMIST
- Preparea materiei prime;

- Mentinerea fluxului de productie;

- Conectarea si deconectarea liniei de productie;

-Asigurarea necesarului pentru buna functionare a linei de productie;

- Raportatea situatiilor catre superiorul direct.

11.02.2019 - 15.11.2019 - BANCA COMERCIALA ROMANA - OFITER BANCAR
-Vei gestiona relatia cu clientul prin canalele de comunicare disponibile conform domeniului
de interventie si procedurilor de lucru stabilite;

- Vei fi responsabil cu atingerea obiectivelor stabilite la nivelul Contact Center si al echipei
din care face parte;

- Vei promova si vinde produsele si serviciile bancii si ale subsidiarelor/ofera consiliere
clientilor existenti si potentiali in concordanta cu gama de produse disponibile prin telefon;

- Vei identifica nevoile clientilor si oportunitatile de a vinde produsele si serviciile bancii,
preia oportunitatile de vanzare si le transmite canalelor in masura sa le trateze.

01.10.2018 — 20.12.2018 - MAXIGEL SRL - COORDONATOR TRANSPORT

- Va cunoaste si va respecta prevederile legale cu privire la circulatia pe drumurile publice, in
trafic intern si international de marfuri;

- Planifica, organizeaza si controleazd activitatile legate de transport;

- Administreaza flota auto si bugetul alocat;

- Coordoneaza echipa care intocmeste toate documentele si obtine toate actele necesare
pentru circulatia legala pe drumurile publice;

- Asigura derularea activitatilor de Tnmatriculdri si radieri;

- Coordoneaza si supravegheaza activitatea conducatorilor auto;

- Programeaza si optimizeaza rute;

- Urmareste modul de intretinere si exploatare a masinilor, starea tehnica si de curatenie;
- Pastreaza legatura cu autoritdtile rutiere si furnizorii relevanti;

- Reprezentarea societdtii in raport cu ARR, RAR, Politie;
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- Preluarea cererilor de oferte si a comenzilor din partea clientilor;

- Primirea si confirmarea comenzilor de transport;

- Gasirea solutiilor optime de desfasurare a transporturilor si comunicarea solutiilor alese
catre clienti;

- Organizarea transporturilor in cele mai bune conditii, cu respectarea calitatii si termenelor
cerute de standardele firmei;

- Optimizeaza costurilor legate de transport;

- Realizarea rapoartelor de activitate si prognozarea cheltuielilor aferente departamentului.

18.09.2017 - 30.09.2018 - PATRIA BANK S.A. — ADMINISTRATOR CONT
- Identificarea clientilor si a oportunitatilor de vanzare;

- Prezentarea si promovarea produselor si serviciilor bancare;

bancii persoane fizice si juridice;

- Efectueaza operatiuni de incasari si plagi cu numerar de la clienti;

26.06.2017 - 15.09.2017 - UNICREDIT BUSINESS INTEGRATED SOLUTION-
REFERENT SPECIALITATE FINANCIAR BANCAR CU LIMBA GERMANA
- Procesarea diferitelor operatiuni de back-office;

- Crearea si verificarea documentatiei necesare;

- Procesarea cererilor sosite din filiale;

- Solutionarea posibilelor incidente legate de activitate;

- Reconciliere de conturi;

- Gestionarea datelor clientilor bancii;

- Certificarea situatiei financiare a conturilor clientilor bancii;

- Comunicarea cu reprezentantii bancii si/sau a altor departamente din cadrul UBIS, prin
intermediul, email-ului, telefonului sau a altor aplicatii.

13.06.2016 - 13.10.2016 - Lugera & Makler - PATRIA BANK S.A -
ADMINISTRATOR CONT

- Identificarea clientilor si a oportunitatilor de vanzare;

- Prezentarea si promovarea produselor si serviciilor bancare;

bancii persoane fizice si juridice;

- Efectueaza operatiuni de incasari si plati cu numerar de la clienti;

24.10.2011 - 19.02.2016 I.1. ANDREI G E LIVIU - OPERATOR INTRODUCERE SlI
VALIDARE DATE

- Introduce si valideaza date pe suport electronic;

- Prelucreaza date (efectueaza operatii de calcul avand la baza datele introduse, interogheaza,
sorteaza, filtreaza date);

- Gestioneaza suporturile magnetice;

- Transpune pe suporti de stocare datele introduce;

- Raspunde de conformitatea datelor introduse cu documentele primare;

- Salveaza periodic si in situatii critice datele introduce;

- Pastreaza copiile de siguranta ale datelor salvate;

Permis de conducere CATEGORIA: B (09.2010)
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The emergence and development of the concept of motivation overlaps with the
evolution of mankind, in all its stages. The concept of motivation has its origins in the world
of human instincts. In this universe, man is the possessor of a set of needs, with a vision for
the future for which he creates and implements projects. It could be said that the history of
the human being is strongly anchored in that of his motivations; from the Neolithic revolution
to globalization, motivation is related to the notions of needs and the search for satisfaction of
these needs. Motivation has become a constant of human development in which meeting
needs regardless of their nature is fundamental, and efforts to this end are vital concerns.
Motivation is at the heart of the concerns of any manager who wants to dynamize his
organization and instill in each employee the desire and will to make the most of his
professional potential.

Organizations, be they public or private, face the problem of motivating employees.
What motivates the individual at work is a real stake for managers, who are forced to adapt
their behavior. One cannot speak of motivation if one does not take into account, at the same
time, the performance of the expectations of the actors involved (managers and employees),
on the one hand, and the socio-political environment in which the organization exists and
functions, on the other hand.

Approaching the concept of motivation in a context of change, involves highlighting
the phrase performance — rewards at least for two reasons:

- first of all, motivation is a result of anticipating an exchange between the work done
and the reward that will be obtained.

- secondly, therelationship that establishes between the worker and the work as such
taking into account the role of the social and cultural environment and personal values.

Such an approach generates three questions:

v Have the traditional determinants of motivation lost their relevance? Why are
motivational practices that have proven effective so far no longer effective?

v Are there other sources of motivation that take into account the social and
cultural environment of work?

v' What kind of psychological process is generated by the relationship between
work and the one who performs. The analysis of such a relationship could
make it possible to better understand the various sources of the reasoning.

The doctoral thesis aimed to find the answers to these questions that will ultimately

form the basis of the design of an integrated model of motivation.
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The need to find answers to these questions will be the main challenge but also a
concern in carrying out this scientific approach.

The context of uncertainty and change, in which organizations make their living,
requires reconsideration of their behavior towards employees by positioning motivation at the
center of the managerial practices used. As a result, it becomes the fundamental dimension of
human resource management.

Motivation management presupposes knowing the human being to whom the social
sciences have not yet discovered all the possible nuances of approach.

Motivation is the triggering element of the reason for action for each individual, the
foundation of human development. From this perspective, both specialists and theorists
consider motivation the factor that ensures the coherence of the action, the level of
performance and constitutes the added value necessary for transforming the partnership
between the organization and the individual into a winning binomial — winner. Obtaining the
winning binomial — winner is based on the answers that the managers of an organization
facing implacable mutations (flexibility of the working time, evolution of the concept of
career, diversification of the needs and expectations of employees, the impact of the
economic crisis, the risks of occurrence of unforeseen phenomena — pandemic, etc.) to the
question: What should be done to arouse the motivation of the managers and that of the teams
they lead? One cannot speak of a performing organization without a lasting motivation of the
actors involved.

All these aspects constitute, in fact, the actuality and opportunity of this scientific
approach,which consists in identifying the main factors of triggering and supporting the
motivation, on the one hand, and finding the main motivational techniques as managerial
tools within the reach of those who lead the destinies of an organization, on the other hand.
The usefulness of the thesis lies in the fact that it can be a solid basis for those interested in
broadening their field of knowledge, and at the same time, a guide of good practices in this

field, so complex of motivation.

THESIS CONTENT

Thus, the doctoral thesis is structured in four chapters:
1. the state of knowledge in the field;
2. the conceptual, epistemological and methodological framework;

3. the presentation of scientific research;
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4. design of the integrated model of the motivation.

Chapter 1 "The stage of knowledge in the field" is preceded by an introduction in

which are presented the actuality and opportunity of the scientific approach, as well as the

structuring of the doctoral thesis".

Chapter 1 presents the directions for addressing the motivation:

the beginnings (philosophical perspective: Plato and Aristotle, Socrates),
mechanical analysis of motivated behavior (Galileo Galilei, Réné Descartes,
Thomas Hobbes), the analyst approach (John Locke), the relational social
approach (Thomas Reid with the psychology of skills and Kant with the theory of
the organization of the spirit)

premodernist stage: evolutionism (Charles Darwin), the emergence of
determinism and behaviorism (John Broodus Watson); the theory of irrational
behavior or unconscious forces (Franz Anton Mesmer, Jean Charcot, Sigmund
Freud, the forerunners of psychoanalysis; C.G.Jung- founder of analytical
psychology, Alfred Adler - founder of the school of individual psychology, Karen
Horney - founder of feminist psychology);return to the rationalist (cognitive)
approach or the study of social forces (Walter Dohler, E.C.Tolman with the
analysis of behavior in terms of expectations, Kurt Lewin with social psychology,
Julian Rotter with the development of influential theories, John Atkinson with the
realization of motivation, Bernard Weiner with the psychology of motivation and
emotion)

the modern era that overlaps with the emergence of management as a distinct
science. Thus Frederic W. Taylor and his followers H.Ford and H. Emerson,
Henri Fayol and Max Weber, the three pillars of the classical school, addressed
the issue of motivating employees from organizational perspectives as a closed
system. The humanistic approach to motivation had as representatives Douglas
Mc Gregor (theories x and y); Elton Mayo (experiments at Howthorne). The
diversity of the approach to motivation is characteristic of the modern era, using

as a criterion:

- semantics of the concept of motivation (content theories);

- the process of formation and triggering of motivation (process theories)

- the context in which the motivation takes place;

e interaction between the different elements (interactionist theories)
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e personal development of motivation (development theories)
e organizational culture (values-based theories of motivation)

The second chapter entitled"The conceptual, epistemological and methodological
framework of the scientific approach™ addresses:

- the fundamental concepts with which it is operated; motivation, communication,

change and organizational performance;

- epistemological positioning of the scientific approach;

- the methodological framework in which the research methodology is presented:
the general objective, and the specific objectives, the central assumption and the
working assumptions, aspects of the observation unit, data collection, sample and
data processing program.

In the third chapter "Presentation of empirical research” are presented the results of
field research on the three major themes: motivation, communication and change. The causes
and consequences of the ascertained state of affairs are highlighted. A set of intermediate
conclusions are presented for each major theme. The chapter ends with the validation of
hypotheses, which demonstrated the need to design a model for motivating employees.

Chapter four, entitled "The Integrated Model of Motivation" aimed to identify a set of
ways to improve human resource management from the perspective of motivation. The
components of the model: the directions of action (attracting human resources, keeping
performing employees, reconsidering the managerial attitude of the leaders of organizations,
improving the human resources department, controlling and evaluating, conflict
management), developing motivation skills, developing motivating organizational culture and
the managerial tools used (motivation techniques, communication techniques and change
techniques) can all together constitute the structure of a guide of good practices in the field.
The design of the integrated model of motivation allowed the author to introduce new
concepts in managerial theory and practice: motivational leader, motivational charter,
motivational discipline, FACI policies (favoring autonomy, creativity and inventiveness),
MCS paradigms (motivation, communication, change) and ADR (adaptation, delegation,
empowerment) or value chain of managerial attitude.

The "integrated model of motivation™ is completed with proposals for its
implementation, materialized in the "motivation charter”, as part of the quality assurance

manual of any organization.
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The doctoral thesis ends with the final conclusions, the bibliographic references used,
the personal contributions (with a synthesis character, with a theoretical and experimental
character, with a practical character), the future directions of action and the limits of the
scientific approach.

STATE OF KNOWLEDGE IN THE FIELD

The problems of motivating the human being have always been preoccupations for
thinkers and scientists. Every approach identified has taken on the seal of the times when it
was issued. The common element of all this was the interest in explaining what happens to
the individual in society, what is his status, what concerns him and what motivates him.

Motivation has been, is and always will be a trendy topic, but always current. It could
be said that motivation is a panacea for an organization but, at the same time, a satisfaction of
the soul for the employees. In other words, the motivation is generated by the "confrontation”
between the individual interest with the collective one, the two parties, the individual and the
organization wanting to be the winner.

The fundamental question that arises: "one can manage motivation”, given the
following two great dilemmas:

- the first dilemma, the human dimension of employee motivation and the economic
dimension related to the rationality of organizational objectives.

- the second dilemma, the organization, as a well-structured and articulated system, on
the one hand, and the employee, as the motivated and free person, who is put in the situation
to choose.

The answer to such a question contains the approach of three aspects:

v’ the first, that of the stakes of motivation in an organization;

v second, clarifying the concepts of job satisfaction and involvement in work
from the perspective of motivation

v' the third, that of motivation management.

The first aspect concerns both the stakes for the individual (individual-centered
approach) and for the organization (organization-centered approach). As for the individual,
the question of motivation arises in terms of satisfying the needs that are generated by the
very existence of man: economic needs (food, clothing, living conditions, etc.) and social

needs related to the status of the employee in the organization and in society (self-fulfillment,
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social recognition, respect for himself and others, etc.). If motivation in work is not a
universal secret of happiness for the individual, we must recognize that being motivated is a
real advantage in life. Why? Because if we think about it in terms of time and social
relationships, employees spend most of their lives in an organization. The workplace is
considered a place of motivation, satisfaction of the desires and aspirations of each employee.
If the concept of motivation is considered difficult to outline and measure, the
satisfaction in return has been known and studied for a very long time. In addition to
motivation, satisfaction implies its own expectations compared to the results obtained.
Motivation is related to the interaction between two entities: the individual and the
organization. What interests both the theorist and the practitioner is the relationship between
the two parties. Motivation is, by its very nature, a human and psychological phenomenon.
Sandra Michel believes that one cannot speak of the organization's motivation. Any
organization is a whole, it has its own logic and its purposes, it decides, it imposes, it
negotiates. Motivation is defined based on the individual and not on the structure of the
organization. The latter constitutes the framework within which the reasoning takes place as a
process. In this sense, the organization of work is seen as a tool of mediation between the
employee and the organization. If the enterprise is interested in developing motivation, this
means that it is possible for the organization to effectively address the goals of the individual,

as well as those of the enterprise.

EPISTEMOLOGICAL POSITIONING OF THE SCIENTIFIC APPROACH

The proposed scientific approach is a causal and objective representation of reality.
Scientific causality represents the fact that real phenomena are linked to a logical and
coherent reasoning, in other words the correlation between cause and effect, the genetic
sequence of phenomena according to all the conditions that accompany their objective
dynamics: a set of hypotheses are established; these shall be demonstrated; conclusions are
drawn.

Obijectivity in the epistemological sense, designates the value of truth, of knowledge
in relation to its object.

The realization of the doctoral thesis entitled "Improvement of the motivation
management in multinational companies from Region 3 Sud-Muntenia” is part of a positivist

— constructivist approach, through the objective analysis of the motivation management in
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multinational companies, by analyzing the defining concepts useful for designing a model for
improving the management of motivation.

The approach is a positivist one, during the realization it was taken into account the
principles of carrying out any scientific approach:

ontological principle: what it is. Every cognizable thing has an essence. Any
scientific knowledge necessarily involves an anthology, that is, in other words,
science has a criterion of veracity;
- the principle of the connected universe: reality is obvious and objective, but it
can be known;
- the principle of objectivity: if the real exists in itself, it must exist
independently of the subject who declares that he perceives and observes it;
- the principle of the naturalness of logic: there is a disjunctive logic and a
deductive one.
The approach is a constructivist one, because the following principles have been taken
into account:
- the principle of representability;
- the principle of projectivity or subject-object interaction;

- the principle of general arguments.

METHODOLOGICAL FRAMEWORK

Achieving organizational performance has always been a permanent concern within
an organization. Thus, in order to achieve this goal, managers must ensure a motivating work
climate for each employee who is responsible for using his full potential "If you want to build
a ship, said Antoine de Saint Exupery, it should not be started with the preparation of
materials and the distribution of tasks with the instillation of the desire to travel on the sea
and beautiful.”

The doctoral thesis aimed to analyze motivation as a fundamental element of an
efficient management. The main purpose of the research is to highlight the importance and
impact of improving human resources management on the management of the organization.

For this purpose, during the scientific approach, the following will be pursued:

- identification of existing interdependencies between those factors that

influence the organizational climate: motivation, communication and change;
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- the extent to which the strategies chosen for motivation, communication and
change are important for managers and employees;
- the influence that motivational and communicational processes have on the
behavior of employees.
Motivation, motivation and job satisfaction among employees of multinational
companies are the object of study.
The stages of carrying out the scientific approach were:
- bibliographic documentation, by establishing the state of knowledge in the
field;
- establishing the concepts with which it will be operated in carrying out the
scientific approach;
- the establishment of research methods and tools for collecting and processing
data;
- carrying out the field research itself
- processing of information by means of automatic data processing systems;
- analyzing the data and establishing causal relationships between the analyzed
components;
- making proposals for the management of an efficient management of human
resources
The realization of the scientific approach required an extensive documentation. The
documentation consisted in the study of primary documents of two types: periodicals
(journals, specialized journals, etc.) and non-periodicals (specialized books, university
textbooks, good practice guides, monographs, etc.). The virtual library was used, the study of
documents related to the studied organizations.

CENTRAL ASSUMPTION AND WORKING HYPOTHESES

The proposed scientific research has a double character - analytical and explanatory -
in the sense that it has been established, firstly, the central hypothesis and secondly the
working hypotheses, which explain and support the central hypothesis. The establishment of
the research hypotheses allows the identification of the answer to the scientific problem
defined within the general objective. At the same time, it will allow the validation of working
hypotheses.
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The central hypothesis of the scientific approach to identify the finding of solutions to
streamline motivational management starts from the idea that within multinational companies
there are concerns in this field.

It is stated that the factors that influence the working climate of an organization are
many more, but for the proposed scientific approach, the three factors considered by the
author as the most relevant were chosen: motivation, communication and change. It was
considered the discovery of causal relationships that determine the improvement of the
working climate in an organization, understood from the perspective of utility for achieving
organizational performance.

The identification of the factors of influence of the organizational climate will allow
the establishment of the three directions on which the scientific approach will be acted on and

which, at the same time, will become its major themes.

Improving the motivational
climate of the organization

MAJOR THEME 1

MOTIVATION

MAJOR THEME 2
COMMUNICATI

MAJOR THEME 3
CHANGE

The major themes of the proposed scientific approach

From the perspective of the three factors that influence the organizational climate, the
following working hypotheses have been established:
MAJOR TOPIC 1 - MOTIVATION
HM1- it is presumed that there are presentations within the organization to
improve the motivational climate;
HMZ2- there is a clear delineation of the responsibilities of the positions that

allows motivating the employees;
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HM3- managers are interested in promoting effective policies to use human
resources to the full potential.

MAJOR TOPIC 2 - COMMUNICATION
HC1- there are concerns on the part of managers to establish partnership
relations with employees;
HC2- there are concerns about using a wide range of communication
techniques and methods;
HC3- it is presumed that managers are concerned about the practice of
participatory management.

MAJOR THEME 3 - CHANGE
HS1- it is presumed that employees are prepared for acceptance of change;
HS2- managers are concerned with encouraging staff to participate in the
process of achieving change;
HS3- for achieving change, most of the factors that determine it are taken

into account.

GENERAL OBJECTIVEAND SPECIFIC OBJECTIVES

The general objective of the scientific approach was established according to the
mentioned hypotheses: to improve the management of human resources in multinational
companies by identifying the best practices in creating a motivational work climate, which
would allow highlighting the full potential of each employee. The three-dimensional approach
of the projected strategy from the perspective of the three factors that influence the
organizational climate is taken into account: motivation, communication and change (MCS
paradigm).

In line with the general objective, the specific objectives of the SO have been set:

MAJOR TOPIC 1 - MOTIVATION

OSML1 - establishing motivational policies that encourage employees to
highlight their potential;

OSM2 - approaching a program of measures to improve the working climate;
OSM3 - promoting measures that encourage the involvement of employees
in decision-making at all hierarchical levels;

MAJOR TOPIC 2 - COMMUNICATION
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OSC1 - the identification of various communication techniques that allow
employees to participate in decision-making;
OSC2 - removal of communication barriers within the organization;

MAJOR THEME 3 - CHANGE
OSS1 - promoting measures by which employees are encouraged to perceive
change as a factor in the development of the organization;
OSS2 - identifying the most effective methods of involving employees in the
process of achieving change.

PERSONAL CONTRIBUTIONS

Contributions of a summary nature

v' reviewing the state of knowledge in the field of motivation management;

v/ multidisciplinary approach to the thesis topic from a sociological,
psychological, statistical perspective, etc.;

v presentation of the fundamental concepts with which the scientific approach
was operated (motivation, communication, change, organizational
performance);

v the very scientific approach carried out.

Theoretical and experimental contributions

v’ the permanent dialogue with the specialized literature, the formulation of
personal opinions on some issues regarding the management of motivation in
multinational companies. Thus, a process of identifying and studying the
most representative bibliographic sources regarding the management of
motivation was carried out:

= evaluation of the human resource from the perspective of perfecting
the management of the motivation;

= establishing the research methodology regarding the identification of
different malfunctions in the organization's activity regarding the
motivation of the human resource and the impact that a number of
factors have, such as communication and change on the behavior of

employees;
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= the design, development and application of the questionnaire as the
main tool for collecting information;

= analysis and validation of the hypotheses related to the improvement of
the motivation management and multinational companies in the field
of retail trade;

v the introduction of new concepts in management theory, such as motivational
discipline, motivational leadership, motivation charter, MCS paradigms
(motivation, communication, change) and ADR (adaptation, delegation,
empowerment) or value chain of managerial attitude. The very integrated
model of motivation can be approached as a new concept, given the systemic
vision that was the basis of its foundation in the causal relations between its
components;

v identifying causal relationships between motivation and the factors that
influence it (communication, change) from the perspective of achieving
organizational performance. For this purpose, statistical methods were used
to identify and explain the causes of the phenomena found and to specify
their consequences;

v’ carrying out empirical research through the development of the three major
themes that formed the basis of the scientific approach: motivation,

communication and change.

Contributions of a practical nature

v' designing the integrated model of motivation establishing as objectives:
creating managerial tools to ensure the efficient management of motivation
and progressively modifying the organizational culture favorable to the
creation of a motivating work climate and establishing employee - winner-
winning organization relationships;

v' designing the integrated model of motivation as a guide of good practices in
which three types of strategies can be found (strategies for identifying the
main directions of action, strategies for developing motivational skills and
strategies for developing a motivating organizational culture) and proposals
to use a useful and complex managerial instrument. The integrated model of

motivation was conceived with the great paradigm of motivation in the



contemporary society in which communication and change can be considered
the modeling factors of human behavior. This paradigm involves
approaching motivation from the perspective of several aspects: equal
opportunities, respect for diversity, promotion of participatory management,
teamwork, entrepreneurship, social dialogue, etc.;

v" introducing the concept of FACI as a set of policies to foster autonomy,
creativity and resourcefulness within the organization;

v rethinking the structure of the "Quality Assurance Manual" by inserting a
chapter called the "Citation Charter";

v identification of managerial tools (methods and techniques) indispensable for
the development of motivation skills (to motivate and motivate);

v" identifying the main levers of motivation taking into account the changes in

the contemporary society, complex and full of risks and challenges.

FUTURE DIRECTIONS FOR ACTION

v’ continuing the scientific approach started by conducting a research on the
perception of employment, at a predetermined period of implementation of
the proposed model;

v' developing the present scientific approach by taking into account other
factors such as leadership, unforeseen situations, such as the case of the
pandemic that the world is going through;

v rethinking the concept of motivation as a result of the changes that have
occurred in recent decades, answering today two questions: can one speak of
a crisis of motivation and manage motivation?

v' developing a guide for the development of motivation and commitment to
work;

v’ conducting a study on the development of employee involvement in the

decision-making process.
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THE LIMITS OF RESEARCH

v' limiting, for methodological reasons, the sample size to a number of 20

multinational companies in the retail trade sector, which will not allow the

generalization of the results obtained at organizations in other sectors;

v the refusal of some respondents to fill in the questionnaires, on the grounds

that the company's policy does not allow this. The electronic completion of
the questionnaires proved to be unviable, since the onset of the coronavirus
pandemic;

the referral of subjectivity aspects from some respondents (the information
collected belongs entirely to them), a phenomenon caused by their desire not
to conflict with the managers (e.g. the high degree of resistance to change.
Respondents' opinions can be characterized as too subjective due to
situational factors, such as: emotional state, personal experiences, health,
etc.);

identifying certain barriers in the communication process in organizations,

which made it difficult to carry out research;

v another limitation of the scientific approach can be considered the static

nature of the research undertaken, referring at the time of the analysis to the

period in which the research was carried out.
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