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Abilitatea de a-i face pe oameni sa munceascd, arta
motivarii angajatilor, in legatura cu scopurile comune,
este esentiald pentru succesul oricarui manager. Diag-
nosticarea aspectelor motivationale si a factorilor
motivationali ai angajatilor poate fi considerata un prim
pas in elaborarea unei politici adecvate de motivare a
personalului. Astfel, in acest articol, ne-am propus sd
analizam cdteva din strategiile motivationale, pe care
organizatiile din Republica Moldova le aplica in
activitagile lor, sistemele de recompense care sunt aplicate
si in ce masurd managerii de diverse niveluri sunt
implicati in motivarea personalului.

Cuvinte-cheie: politica motivationald, motivarea
personalului, performante profesionale, formare profe-
sionald continua, stimulente.

JEL: M12, M51, M52, M54.

Introducere. Analizand parerile diverse ale cerce-
tatorilor preocupati de problematica motivarii, se evi-
dentiaza multiplele tratari ale acesteia, care, in ultima
instanta, se reduc la faptul cd motivarea personalului
este procesul de initiere si dirijjare a comportamentului
uman pentru atingerea obiectivelor organizatiei in
schimbul satisfacerii nevoilor personale. Tn activitatea
conducatorilor moderni, previziunea comportamentului
colaboratorilor lor este esentiald si, chiar dacd este
extrem de dificil de anticipat, specialistii trebuie sa
identifice nu doar cine/ce influenteaza un anumit com-
portament, ci si cum poate fi el orientat. Comporta-
mentul dirijat al angajatilor de cétre manageri vizeaza
reactia pozitiva a celor dintdi de a manifesta un com-
portament in consonantd cu dorintele, sperantele aces-
tora. Prin urmare, cel dirijat (manipulat) nu este cola-
boratorul, ci cadrul de conducere care, pentru a-si putea
motiva angajatii, trebuie sa aibd un comportament cat
mai aproape de asteptarile lor, de fapt, aceastd schim-
bare de sens reprezintd una dintre modificérile funda-
mentale n stilul modern de conducere.

Material si metodi. In scopul diagnosticirii
aspectelor motivationale, determinarii tehnicilor moti-
vationale si a sistemului de recompense aplicat in
organizatiile din Republica Moldova, a fost realizat un
studiu cantitativ si calitativ complet, orientat in directia
fundamentarii stiintifico-practice a rezultatelor.

Pentru culegerea si sistematizarea informatiilor
primare, a fost aplicatdi metoda anchetei prin ches-
tionare. Reprezentativitatea esantionului a fost asigurata
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The ability to make people work, the art of moti-
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Introduction. Analysing the various views of the
researchers concerned with the issue of motivation, its
multiple treatments are highlighted, which ultimately
reduces to the fact that the staff motivation is the process
of initiating and directing human behaviour to achieve
the goals of the organisation in exchange for satisfying
personal needs. In the activity of modern leaders, the
prediction of their collaborators’ behaviour is essential
and, even if it is extremely difficult to predict, the spe-
cialists need to identify not only who/what is responsible
for a particular behaviour but also how it can be
influenced. Managed behaviour of employees by the
managers aims the positive reaction of the first ones to
manifest behaviour in consonance with their desires and
hopes. Therefore, the guided (manipulated) is not the
collaborator, but the leader who, in order to motivate
their employees, must behave as closely as possible to
their expectations; in fact, this change of meaning is one
of the fundamental changes in modern leading style.

Material and method. In order to diagnose the
motivational aspects, to determine the motivational
techniques and the reward system applied in the
organisations of the Republic of Moldova, a complete
quantitative and qualitative study has been carried out,
oriented towards the scientific and practical substantia-
tion of the results.

In order to gather and systematize the primary
information we applied the survey method — ques-
tionnaire. The representativeness of the sample was
ensured by the involvement of 55 organisations from the
Republic of Moldova to analyse their opinions and to
draw a general picture. Most respondents were from: SA
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de implicarea unui numar de 55 de organizatii din
Republica Moldova pentru analiza opiniilor si contura-
rea unui tablou general, cei mai multi respondenti fiind
de la: SA ,,Apa-Canal Chisginau”, iM ,RTEC”, SA
»Viorica-Cosmetic”, SRL ,Top Fashion” si SRL
»Luxtore”. Astfel, in perioada septembrie 2016 — martie
2017, a fost intervievat atat personalul de conducere,
cat si cel executiv (40 de manageri si 357 din persona-
lul de executie). In continuare, ne propunem si anali-
zam doar catva aspecte al studiului, care reflectd impli-
catiile manageriale asupra motivatiei personalului in
organizatiile din Republica Moldova.

Rezultate si discutii. Obiectivele generale stabilite
la nivelul organizatiei ce vizeaza dirijarea comportamen-
tului angajatilor presupun valorificarea muncii prin crearea
de oportunitati pentru obtinerea satisfactiei si evitarea
insatisfactiei in munca sau prin constituirea unui climat de
apreciere a muncii; asigurarea unui sistem de salarizare
stimulativ; delegarea responsabilititilor la nivelurile
operationale de conducere §i executie; asigurarea com-
petitiei constructive; potentarea increderii in sine a
angajatilor cu scopul ca acestia sd devina motivati pentru a
se implica 1n activitati complexe etc.

Toate acestea sunt incluse Tn politica motiva-
tionald a organizatiei. Elaborarea politicii motivationale
a oricarei organizatii este prerogativa managerilor de
varf ai acesteia, insd, implementarea ei revine si mana-
gerilor operationali.

“Apa-Canal Chisinau”, IM “RTEC”, SA *“Viorica
Cosmetic”, SRL “Top Fashion” and SRL “Luxtore”. So,
between September 2016 and March 2017, both
management and executive staff (40 managers and 357
executives) were interviewed. Next, we propose to
analyse only some aspects of the study, which reflect the
managerial implications on staff motivation in the
organisations of the Republic of Moldova.

Results and discussions. General goals set at the
organisation level to guide employee behaviour require
work to be capitalized by creating opportunities for
satisfaction and avoiding dissatisfaction at work or by
creating a climate of work appreciation; ensuring an
incentive payment system; delegating responsibilities at
the operational level of management and execution;
ensuring constructive competition; empowering emp-
loyees' confidence in order to become motivated to
engage in complex activities, etc.

All of these are included in the organisation’s moti-
vational policy. Developing the motivational policy of
any organisation is the prerogative of its top managers,
but its implementation is also the responsibility of ope-
rational managers.

410%_— 2

\_27; 67%

Da, in cadrul strategiei firmei/Yes,
within the firm's strategy

= Nu/No

Nu stiu/Do not know

Figura 1. Existenta politicii de motivare a personalului in cadrul firmelor autohtone/
Figure 1. The existence of the motivation policy of the personnel within local organisations
Sursa: Studiul efectuat de autor in baza intervievarii managerilor autohtoni/

Source: Author's study based on interviewing local managers

Rezultatele studiului, elaborat si aplicat de autor,
releva faptul ca o parte din cadrele de conducere nu stiu
despre existenta unei asemenea politici in cadrul firmei
lor, fapt reflectat in figura 1. Acest lucru denotd lipsa
transparentei sau a transparentei selective a politicilor
motivationale in cadrul organizatiilor autohtone.

Sarcina managerilor constd in identificarea si
activarea motivelor salariatilor, in dirijarea lor catre o
munca performanta, utilizdnd stimulente adecvate.
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The results of the study, elaborated and applied by
the author, reveal that some of the management staff are
unaware of the existence of such a policy within their
firm, as reflected in figure 1. This indicates the lack of
transparency or selective transparency of motivational
policies within local organisations

The task of the managers is to identify and activate
the reasons of employees, to lead them to performing
work, using appropriate incentives.
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Ponderea cea mai mare in categoria stimulentelor
materiale (cu exceptia salariului/primelor) o detin
biletele la concerte si spectacole, oferirea serviciilor de
transport, mesei (pranzului), a produselor sau serviciilor
firmei Tn mod gratuit. Dintre stimulentele nemateriale
predomina aprecierea rezultatelor prin laude sau
diplome, recunoasterea publicd a meritelor, comunica-
rea eficientd, dar si formarea continua.

Formarea profesionald continud nu este numai o
modalitate de dezvoltare personald a angajatilor, ci si o
investitie superioara in dezvoltarea capitalului uman, cu
impact asupra cresterii calitdtii muncii, in contextul in
care foarte multe programe si proiecte europene lan-
seazi sloganul ,,Investeste in oameni”. In acest context,
prioritdtile In domeniu vizeaza concepte, precum: inva-
tarea continud; recunoasterea competentelor si a cali-
ficdrilor; asigurarea calitatii in formare; ameliorarea
retelei de informare, consilierea si orientarea profesio-
nald; cresterea participarii la formare; dezvoltarea pietei
furnizorilor de programe de formare profesionala
continua.

In acest sens, inca din anul 2004, Guvernul Repu-
blicii Moldova a emis o Hotérare cu privire la organi-
zarea formarii profesionale continue [1].

Raspunsurile respondentilor (atat ale angajatilor,
cat si ale managerilor) atesta faptul ca angajatorii
autohtoni promoveaza politica de stat in domeniul per-
fectionarii si recalificarii cadrelor din economia natio-
nali in conformitate cu cerintele economiei de piata. Tn
opinia managerilor intervievati, angajatilor firmei le
sunt oferite sanse egale de dezvoltare profesionala —
scor de 1,04 pe scala lui Likert.

In prezent, tot mai multe firme se confrunti cu
necesitatea cresterii productivitatii si, pentru aceasta,
putin exploatate cdi de crestere a productivitatii o
constituie imbunatatirea performantei umane.

La nivel individual, performanta reprezintd o
nominalizare a ceea ce a realizat persoana respectiva.
Potrivit lui H. John Bernardin, ,,performanta trebuie
definitd ca suma a efectelor muncii, deoarece ele
asigurd cea mai puternica legdaturd cu obiectivele
strategice ale organizatiei, satisfactia clientului si
contributia economica” [2].

Aprecierea performantelor profesionale std la
baza tuturor deciziilor cu privire personalul ntreprin-
derii, oferind posibilitatea identificarii elementelor de
progres sau regres profesional, precum si a necesitatii
unor cursuri de formare si perfectionare profesionala.
Cea mai folositd modalitate de efectuare a evaluarii
performantelor este cea efectuatd de catre manageri.
Evaluarea salariatilor de céatre manager are la baza
rationamentul cd managerul este persoana cea mai
autorizatd sda evalueze, in mod realist si obiectiv,
performantele subordonatilor.

Circa 75% dintre managerii intervievati au afirmat
ca, In organizatiile in care activeaza, existd un sistem de
evaluare a performantelor, iar dintre metodele de eva-

The largest share in the category of material
incentives (excluding wages/bonuses) is held by concert
and show tickets, offering transportation services, lunch,
free products or services of the company. From non-
material incentives predominates the appreciation of
results through praise or diplomas, public recognition of
merit, effective communication, and continuous training.

Continuous vocational training is not only a way of
personal development for employees but a higher invest-
ment in human capital development with an impact on
the increase the quality of work in the context where
many European programs and projects come with the
slogan "Invest in People". In this context, the priorities
in the field concern concepts such as: continuous
learning; recognition of skills and qualifications; quality
assurance in training; improving the information,
counselling and guidance network; increasing participa-
tion in training; developing the market for providers of
continuous professional training programs.

So, the Government of the Republic of Moldova
issued a Decision regarding the organisation of conti-
nuous professional training in 2004 [1].

Respondents’ answers (both employees and mana-
gers) attest the fact that the local employers promote the
state policy in the field of improvement and retraining of
the staff of the national economy in accordance with the
requirements of the market economy. In the opinion of
interviewed managers, employees of the firm are offered
equal opportunities for professional development — a
score of 1.04 on Likert’s scale.

Nowadays, more and more companies face the
need to increase productivity and for this they have
limited possibilities. One of the least exploited ways to
increase productivity is to improve human performance.

At the individual level, performance is a nomina-
tion for what the person did. According to Bernardin,
“performance must be defined as a sum of the effects of
work because they provide the strongest link to the
organisation's strategic goals, customer satisfaction and
economic contribution™ [2].

The assessment of professional performance is at
the basis of all staff decisions, offering the possibility of
identifying the elements of professional progress or
regression, as well as the necessity of professional
training and retraining. The most used way to effectuate
performance evaluation is that done by managers. The
manager's assessment of the employees is based on the
reasoning that the manager is the most authorized person
to realistically and objectively assess the performances
of the subordinates.

About 75% of surveyed managers said that in the
organisation they operate, there is a performance evalua-
tion system, and among the methods of assessing
employee performance in the firms included in the
study, we mention the assessment scales (the amount of
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luare a performantelor angajatilor, in firmele incluse ini
studiu, mentionam scalele de evaluare (cantitateai
muncii, calitatea muncii, disciplina muncii) — 47% si|

evaluarea bazata pe rezultate — 35% (figura 2). i

work, the quality of work, the discipline of work) — 47%
and outcome-based assessment — 35% (figure 2).

35%

3%
3%

[ —

12%

47%

= Scale de evaluare (cantitatea muncii, calitatea muncii, disciplina muncii) / Evaluation scales (the amount of work, the quality of work, the

discipline of work)

m Listele de verificare (termina lucrul la timp, este cooperant, accepta critica, accepta sa lucreze peste program etc.) / Verification lists (ends
up working on time, is cooperative, accepts criticism, accepts working over the program, etc.)

Comparatia simpla (ierarhizarea angajatilor descrescator in functie de performantele realizate) / Simple comparison (hierarchy of

employees decreasing, depending on the achieved performances)

= Metode scrise sau descriptive (descrierea performantelor sau a incidentelor critice ale angajatilor) / Written or descriptive methods

(description of employees' critical performance or incidents)
= Evaluarea bazata pe rezultate / Assessment based on results

Figura 2. Ponderea metodelor de evaluare a performantelor angajatilor predominante
in organizatiile autohtone/ Figure 2. Share of predominant employee performance assessment
methods in native organisations
Sursa: Studiul efectuat de autor in baza intervievarii managerilor autohtoni/

Source: Author's study based on

Desi, managerii considera ratingul angajatilor un
instrument motivant in realizarea performantelor Inalte
(70%), totusi, doar 3 la sutd dintre ei au mentionat ci
existd in cadrul firmei ierarhizarea angajatilor degresiv,
in functie de performantele realizate.

Rezultatele obtinute in urma evaludrii performan-
telor angajatilor servesc (in opinia managerilor), in
primul rand, la promovare, apoi la diferentierea sala-
riului, dar si la instruirea (dezvoltarea) profesionald a
angajatului. Nu Tn ultimul rénd, evaluarea performan-
telor constituie conditia obligatorie pentru luarea unor
decizii privind eliberarea din post.

Evaludrile performantei sunt parte integranta a
sistemului de recompense si penalizari al unei intre-
prinderi. Scopul corelarii recompenselor cu performanta
rezidd in motivarea angajatilor si lucreze mai bine. In
acelasi timp, evaluarea performantelor motiveaza angajatii
sd lucreze mai bine, au declarat peste 55% dintre
respondentii studiului (tabelul 1). De asemenea, managerii
au sustinut ca implementarea, in cadrul organizatiei, a unui
sistem de evaluare a performantelor a dus la cresterea
productivitatii muncii cu peste 20%.
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interviews with local managers

Although managers consider the employee rating
as a motivating tool for achieving high performance
(70%), however, only 3% of them mentioned that there
is a hierarchy of employees in the company according to
their performance.

The results obtained from the employee perfor-
mance evaluation serve (in managers' opinion) the most
to promote, then to differentiate the salary, but also to
the professional development of the employee. Last but
not least, performance evaluation is a compulsory
condition for taking decisions on dismissal.

Performance appraisals are part of reward and
penalty system. The purpose of correlating rewards with
performance is to motivate employees to work better.
At the same time, performance evaluation motivates
employees to work better, what said more than 55%
of respondents (table 1). Also, managers have argued
that implementing a performance appraisal system
within the organisation has increased work productivity
by over 20%.
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Tabelul 1/ Table 1

Corelarea performantei angajatilor cu factorii motivationali/
Correlation of employee performance with motivational factors

intrebirile chestionarului propuse angajatilor/ R:;?&g;:gélz:: :v%;‘f,gtl(}/?)r/
guestionnaire’s questions proposed to employees Da/Yes Nu/No Pa,rtial/Partly

Evaluarea performantelor va motiveaza sda lucrati mai bine?/ 55 15 30
Performance appraisal motivates you to work better?
Managementul organizatiei ofera angajatilor cele mai bune conditii
de munca pentru obtinerea performantelor inalte?/The organisation's 27 19 54
management provides employees the best working conditions to
achieve high performance?
Relatiile informale stabilite intre manageri si subordonati conduc
la cresterea performantelor si a satisfactiei in munca?/ Informal 46 15 39
relationships between managers and subordinates lead to increased
performance and job satisfaction?

Sursa: Elaborat de autor in baza studiului efectuat/ Source: Written by the author based on the study

Managerii trebuie sa valorifice la maximum po-
tentialul uman de care dispun prin analiza §i imbu-
natatirea factorilor ce influenteaza performanta fiecarui
angajat, crearea unei echipe stabile si motivate, deoa-
rece performanta angajatilor este si performanta
organizatiei.

Pentru ca metodele de masurare a performantelor
sd fie relevante, scopurilor organizatiilor, managerii
acestora trebuie sa asigure transparenta obiectivelor
organizationale, dar si a cerintelor si responsabilitatilor
care se asteaptd de la angajati.

Astfel, 55% dintre subordonati stiu ce se asteapta
de la ei la locul de munca, 38% isi cunosc doar partial
sarcinile si responsabilitatile, iar 7% dintre respondenti
au raspuns negativ la aceastd intrebare. Analiza
chestionarelor reflecta faptul cd, in cadrul organizatiilor
mici (70%), nu toti angajatii au fise de post, prin
urmare $i sarcinile nu sunt foarte clar formulate, iar,
uneori, chiar contradictorii.

Acest lucru este inadmisibil in organizatiile mari,
unde fisele de post sunt instrumente de asigurare a
transparentei responsabilitatilor si sarcinilor fiecarui
post. De asemenea, sarcinile si responsabilitatile gene-
rale ale angajatilor, deseori, fac obiectul reglementarii
regulamentelor interne, contractelor colective/individuale
de munca sau a strategiilor de resurse umane.

In ultima instanta, aprecierea generala a angajatilor,
referitoare la gradul/nivelul de implicare a managerilor in
motivatia angajatilor, este reflectata in tabelul 2.

Managers need to make the most of their human
potential by analysing and improving the factors that
influence the performance of each employee, creating
a stable and motivated team because the performance
of the employees is also the performance of the orga-
nisation.

For performance measurement methods to be
relevant to organisational goals, their managers need to
ensure the transparency of organisational goals and
the requirements and responsibilities expected from
employees.

Thus, 55% of subordinates know what is expected
from them at work, 38% only know their tasks and
responsibilities, and 7% of respondents have answered
this question negatively. The analysis of questionnaires
reflects the fact that within small organisations (70%)
not all employees have job descriptions and therefore
tasks are not very clearly formulated, and sometimes
even contradictory.

This is inadmissible in large organisations, where
job descriptions are tools to ensure the transparency of
the responsibilities and tasks of each post. Also, the
general tasks and responsibilities of employees are often
subject to the regulations of internal rules, collective/
individual labour agreements or human resources
strategies.

As a last resort, the general assessment of emp-
loyees regarding the degree/level of involvement of
managers in employee motivation is reflected in table 2.

Tabelul 2/ Table 2

Aprecierea gradului de implicare a managerilor in motivatia angajatilor/
Appreciation of the degree of managers’ involvement in the motivation of employees

Rispunsuri/Answer Foarte inalt/ | Tnalt/ | Mediu/ Sub mediu/ | Redus/
spunsu swers Very high High | Medium |Under medium| Low
Nivelul scalei/Scales’s level 5 4 3 2 1
Nr. de respo’ndenp ai e§ant10_nu1u1 _1nterv1evat/ 8 64 168 49 58
respondents’ number of the interviewed sample

Sursa: Elaborat de autor in baza studiului efectuat/ Source: Written by the author based on the study
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8x5+74x4+168x3+49%x2+58x1

Scor total =

=2,79

Un scor de 2,79 este un scor sub medie, prin
urmare, managerii organizatiilor implicate in studiu isi
vor reconfigura politica motivationald astfel, incat acest
scor sa depaseascd cel putin media, deoarece politica
motivationala a organizatiei este prerogativa mana-
gerilor nu numai sub aspect de elaborare, ci si sub
aspect de implementare.

Ca rezultat al studiului complex elaborat, tragem
urmatoarele concluzii:

1. Politica motivationald a organizatiilor autohtone,
materializatd prin sistemele de recompense apli-
cate, este corelata cu principalele prevederi legis-
lative si normative ce reglementeaza remunerarea
muncii angajatilor in Republica Moldova. Statul
garanteaza atat salariul minim, cat si dreptul la
asigurari sociale; durata legalda a timpului de
munca si a celui de odihnd; crearea conditiilor de
formare si dezvoltare profesionala.

2. Recompensele oferite angajatilor corespund, in
mare parte, prevederilor legislatiei muncii, organi-
zatiile rezervandu-si dreptul de a suplini sistemul de
recompense, tindnd cont de forma de proprietate,
genul de activitate, performantele organizationale.
Functia de motivare este una dintre functiile prin-

cipale ale managementului, in general, si ale manage-
mentului resurselor umane, in special. Managerii sunt
responsabili pentru elaborarea si implementarea poli-
ticii si strategiilor motivationale, iar abilitatea de a-i
face pe oameni si munceascd, arta motivarii perso-
nalului firmei in legiaturd cu scopurile comune este
esentiald pentru succesul oricarui manager.

357

A score of 2.79 is a score below average; therefore
the managers of the organisations involved in the study
will reconfigure their motivational policy so that this
score exceeds at least the average because the moti-
vational policy of the organisation is the prerogative of
managers not only in terms of elaboration, but also in
terms of implementation.

As a result of the elaborate complex study, we
draw the following conclusions:

1. The motivational policy of the local organisations,
materialized by the applied rewards systems, is
correlated with the main legislative and normative
stipulations regulating the remuneration of the
employees’ work in the Republic of Moldova. The
state guarantees both the minimum wage and the
right to social security; working and rest time;
creating the conditions of professional training and
development.

2. Rewards offered to employees largely correspond
with labour law stipulations, and organisations
have the right to change the reward system, taking
into account the form of ownership, the type of
activity and organisational performance.

Generally, the motivation function is one of the
main functions of management and particularly of
human resources management. Managers are respon-
sible for developing and implementing motivational
policies and strategies, also the ability to make people
work, the art of motivating others about common goals
is essential for the success of any manager.
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