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IMPORTANTA, ACTUALITATEA SI NOUTATEA TEMEI

Organizatiile private si publice suferd schimbari majore. Complexitatea crescanda a
mediului de lucru aduce modificari semnificative, astfel incat acum este dificil pentru o
persoana sa gestioneze, sa dezvolte solutii si s ia decizii singura.

Desi organizatia dispune de o serie de practici de performantd (managementul
calitatii, redesignul proceselor, reducerea costurilor, externalizarea activitatilor, CRM etc),
cele mai recente cercetiri au concluzionat cd existd totusi o parghie de performanta
insuficient utilizatd: munca 1n echipa. Ori, echipa poate fi un factor major performanta.
Motivele pentru promovarea muncii in echipa sunt numeroase: echipele sunt locul in care se
produce performanta colectiva, deoarece acestea reunesc competente si experientd; echipele
pot crea un angajament puternic din partea membrilor, ele constituind, de asemenea, un loc
de invatare, de transfer competente, o sursa de creativitate si inovatie).

Organizatiile performante isi organizeaza, in general, angajatii, in jurul echipelor si i
recompenseaza pentru performanta acestora. Lucrul in echipa este, de asemenea, unul dintre
valorile esentiale ale organizatiilor de succes.

Asistam, in prezent, la o fuziune a vietii profesionale cu cea privata, gratie in special
noilor tehnologii. Principala provocare manageriala, atat la nivelul organizatiei cat si la cel al
echipei de lucru consta in emergenta generatiei Y, ca reprezentanta a epocii digitalizarii.
Echipa secolului 21 este compusa, in masura tot mai mare din angajati ce apartin generatiei Y.
Pe de o parte, generatia Y are dificultati de integrare pe piata muncii, iar pe de alta parte,
organizatiile intdmpina dificultdti in integrarea generatici Y in matricea profesionala.
Managementul organizatiei trebuie sd porneasca de la intelegerea asteptarilor generatiei Y,
pentru a putea valorifica potentialul acesteia.

Din punct de vedere epistemologic, lucrarea de doctorat dezvoltd o abordare
pluridiciplinard a subiectului dezbatut (performanta echipei si factorii de crestere ai acesteia la
locul de muncd). Se urmareste expunerea pozitiondrii cercetarii fatd de problema supusa
analizei (lipsa corelarii dintre performanta individuald si cea a echipei de lucru
departamentale in domeniul productiei).

Abordarea este una pozitiva si se realizeaza prin intermediul utilizarii conceptelor care
permit exprimarea si masurarea din punct de vedere cantitativ a fenomenului studiat.
Rezolvarea problemei stiintifice presupune folosirea unor concepte si metode din domenii

diverse: economie, marketing, management, econometrie si statistica.



STRUCTURA TEZEI DE DOCTORAT

Constructia tezei de doctorat s-a bazat pe o structura clasica. Prima parte, cuprinzand
primele doua capitole are ca axa de cercetare cadrul teoretic al echipei de lucru, interconectat
cu leadershipul si managementul acesteia. A doua parte este formatd din capitolele trei si
patru, avand o vocatie exclusiv practica.

Capitolul 1 - Abordiri teoretice privind echipa de lucru abordeaza exigentele
definirii echipei de lucru intr-0 viziune integratoare, pornind de la delimitarile conceptuale
dintre grup si echipa, continuand cu conceptul si caracteristicile echipei de lucru. Capitolul se
incheie cu analiza tipologiilor relevante ale echipei de lucru, prezente in literatura de
specialitate, accentul fiind pus pe tipurile de echipe emergente (echipa la distanta, echipa
dispersata, echipa multiculturala etc).

Capitolul 2 - Leadershipul si managementul echipei de lucru: conlucrare pentru
performanta” abordeaza, in prima parte, conceptul de peformanta a echipei, din perspectiva
obiectivelor, angajarii in indeplinirea lor si factorii de influenta a performantei echipei. Un
management si un leadership corespunzatoare tipului de echipa sunt cei doi piloni majori ai
performantei acesteia. Ca urmare, am considerat necesar sa investigam atat managementul
diverselor tipologii ale echipei de lucru cat si rolul leadershipului partajat in performanta
echipei de lucru.

Capitolul 3 - Cercetare empirica privind factorii de crestere a performantei
echipei de lucru reprezinta trecerea din campul teoretic in cel pragmatic al investigatiei
noastre, prin analiza si interpretarea rezultatelor cercetarii, avand ca finalitate identificarea
determinantilor performantei echipei de lucru. Verificarea ipotezelor formulate s-a realizat, ca
de altfel, si analiza si interpretarea rezultatelor cercetarii empirice, cu ajutorul programului
statistic SPSS.

Capitolul 4 - Recomandiri privind cresterea performantei echipei de lucru
reprezinta practic finalitatea demersului nostru, dar si o continuare fireasca a concluziilor
rezultate, fiind gandit ca un set de propuneri axat pe 5 piloni: comunicare prin coaching,
management, diversitate, leadership participativ si colaborarea inter-echipe.

Metodologia cercetarii

Parcurgerea unei bibliografii de specialitate preliminare, reprezentaind nume de
notorietate in domeniu ne-a permis formularea intrebarilor cercetarii:

1. Cat si cum se angajeaza membrii unei echipe in indeplinirea obiectivelor echipei?

2. Care este rolul experientei de grup in indeplinirea obiectivelor echipei?



3. Care este rolul viabilitatii echipei si cum poate fi determinata?
4. Cum poate fi evaluat randamentul echipei de lucru?

5. Ce tip de leadership este adecvat pentru eficientizarea echipei de lucru?

Obiectivele cercetarii

Obiectivul fundamental al cercetarii 1l reprezinta indentificarea si analiza factorilor de
crestere a performantei echipei de lucru din perspectiva asigurarii unui raport functional intre
managementul si leadershipul echipei.

Data fiind complexitatea si dificultatea obiectivului fundamental al cercetdrii, am
formulat un set de obiective derivate:

1. Analiza masurii si modului de angajare individuala in indeplinirea obiectivelor echipei.
2. Investigarea calitatii experientei de grup: comunicarea, climatul si ambianta in cadrul
echipei.
3.Analiza viabilitatii echipei: increderea reciproca, increderea in manager si impartirea
responsabilitatilor.
4. Evaluarea randamentului echipei: performanta individuald, performanta colectiva,
expertiza tehnica si comportamentala a managerului.
5. Analiza tipului de leadership practicat in cadrul echipei.

In scopul indeplinirii obiectivelor propuse, am utilizat ca metode de cercetare analiza
bibliografiei de specialitate si ancheta pe baza de chestionar.

Ipotezele cercetarii empirice

Ipoteza centrala deriva din obiectivul fundamental al cercetarii si se formuleaza astfel:
performanta echipei de lucru este rezultatul sinergiei dintre performanta individuala,
managementul echipei si stilul de leadership practicat.

Am urmarit atat asigurarea concordantei punctuale intre obiectivele derivate si
ipotezele derivate, cat si formularea clara a ipotezelor, ceea ce ne-a permis cresterea gradului
de acuratete a cercetarii.

Chestionarul a fost elaborat pornind de la obiectivele si ipotezele cercetdrii, iar itemii
chestionarului au fost formulati astfel Tncat sd permita prelucrarea informatiilor cu ajutorul

sistemului Statistical Package for Social Sciences (SPSS).



CONCLUZII FINALE

Pe parcursul tezei noastre de doctorat, am urmarit permanent sa asiguram raspunsuri
fundamentate la intrebarea: De ce sunt unele echipe eficiente in timp ce altele nu reusesc?

O echipa este eficienta atunci cand este beneficd organizatiei si membrilor sai si cand
supravietuieste suficient timp pentru a-si indeplini obiectivele. In primul rand, echipele exista
pentru a servi unor scopuri organizationale, astfel incat eficacitatea este masurata partial prin
realizarea acestor obiective. In al doilea rand, eficienta unei echipe se bazeaza pe satisfactia si
bunastarea membrilor sai.

in cele din urma, eficacitatea echipei include capacitatea echipei de a supravietui
suficient de mult pentru a-si indeplini scopul. Echipele cu durata de viata redusa pot fi o
tendintd emergenta in cadrul organizatiilor, dar chiar si aceste "echipe flash" se pot destrdma
prematur, fie literalmente (oamenii refuza s se aldture sau sa ramana cu echipa), fie cognitiv
(membrii devin cognitiv si emotional dezangajati fata de echipa).

Construirea unei echipe de succes necesita o implicare puternica a celor desemnati.
Echipa atrage, in general, profesionisti cu un profil comportamental cooperativ. In ceea ce
priveste seful echipei, el trebuie sa actioneze competitiv, pe baza imbinarii diferitelor
profiluri comportamentale componente ale echipei.

Concluzia esentializanta a cercetarii se refera la existenta unui spatiu de manevra
extrem de generos, in ceea ce priveste metodele, tehnicile si instrumentele utilizate in vederea
cresterii performantei echipei de lucru.

Echipa, privitd ca un cumul sinergic de personalitati este supusa riscului conflictelor.
Asigurarea unui echilibru dinamic intre leadershipul si managementul echipei conduce la
transformarea echipei intr-una eficienta, in care membrii acesteia inteleg si apreciaza
diferentele, Tmpartasesc aceleasi obiective si aceleasi sentimente privind apartenenta la

echipd. Cele mai bune rezultate sunt obtinute datoritd complementaritatii membrilor echipei.



CONTRIBUTII PERSONALE

Departe de a fi epuizat problematica complexa a performantei in echipa de lucru,
produsul final al parcursului nostru doctoral a adus clarificari care se pot constitui in cateva
contributii in sfera teoretica si respectiv pragmatica.

a. Contributii cu caracter de sinteza:

e Analiza criticd a principalelor curente de gandire si modele privind performanta
echipei de lucru;

e Sinteza abordarilor conceptului de echipa de lucru;

e Delimitarea conceptuala a tipurilor de echipe emergente;

¢ Sinteza principalelor controverse privind leadershipul echipelor de lucru.

b. Contributii cu caracter teoretic si experimental:

e Cercetare empirica in cadrul echipelor departamentale din cateva industrii ;

¢ Analiza managementului in echipele la distanta,

e Operationalizarea constructelor ipotetice;

e Evaluarea impactului factorilor cauzali asupra performantei echipelor de lucru.

c. Contributii cu caracter stiintific i curricular:

e Elaborarea rapoartelor de progres al cercetarii stiintifice;

o Finalizarea tezei de doctorat.

d. Noutatea tezei de doctorat:

e Obiectivul tezei de doctorat, din perspectiva cercetdrii teoretice si pragmatice;

e Formularea de recomandari privind cresterea performantei echipei de lucru;

e Identificarea elementelor manageriale si lideriale implicate in eficientizarea lucrului in
echipa.

e. Utilitatea rezultatelor cercetarii:

Din perspectiva stiintifica, principalul aport in domeniul cunoasterii constd in
investigarea echipei de lucru si a rolului acesteia in cresterea performantei.

Din perspectiva didactica, cercetarea efectuata si concluziile rezultate pot constitui
baza elaborarii unor studii cu privire la stimularea performantei in echipele de lucru.

Din perspectiva aplicativa, demersul intreprins ofera atat posibilitatea de a fundamenta
cunostintele acumulate din experienta, cat si utilizarea recomandarilor si a bunelor practici in
scopul cresterii performantei.

f. Valorificarea si diseminarea rezultatelor stiintifice in mediul academic si stiintific

Pe parcursul studiilor doctorale, rezultatele stiintifice obtinute s-au concretizat astfel:



Sustinerea de lucrari in cadrul unor conferinte;
Participarea la evenimente stiintifice nationale;
Publicarea de articole (in calitate de coautor) in reviste indexate in baze de date

internationale BDI si volumele unor conferinte internationale indexate ISI.

DEZVOLTARI ULTERIOARE

Cercetarea empirica efectuata ar putea fi extinsa si in alte domenii de activitate, fie in
cadrul echipelor departamentale, fie in cadrul echipelor echipelor de productie;

O analiza comparativa pe cele doua tipuri de echipe ar fi extrem de utila in
identificarea determinantilor tipologici specifici ai performantei;

Digitalizarea economiilor favorizeaza aparitia in cascada a echipelor virtuale; Cat de
mult s-ar diminua rolul leadershipului in acest caz? Ar reusi managementul echipei sa

faca fata noilor provocari? lata deci o alta posibila directie de cercetare viitoare.
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IMPORTANCE, ACTUALITY AND NOVELTY OF THE THEME

Private and public organizations suffer major changes. The growing complexity of the
work environment brings significant changes, so it is now difficult for a person to manage,
develop solutions and make decisions on their own.

Although the organization has a range of performance practices (quality management,
process redesign, cost reduction, outsourcing, CRM, etc.), the latest research has concluded
that there is still poorly used performance leverage: teamwork. The team can also be a major
performance factor. The reasons for promoting teamwork are numerous: teams are the place
where the collective performance occurs, as they bring together skills and experience; teams
can create a strong commitment from members, and they are also a place for learning,
transferring skills, a source of creativity and innovation).

Performing organizations generally organize their employees around the teams and
reward them for their performance. Teamwork is also one of the core values of successful
organizations.

We are currently witnessing a fusion of professional and private life, thanks in
particular to new technologies. The main managerial challenge, both at the organization level
and at the team work, is the emergence of the Y generation as a representative of the
digitization era. The 21st-century team is increasingly composed of employees belonging to
the Y generation. On the one hand, the Y generation has difficulty integrating into the labour
market, and on the other hand, organizations face difficulties in integrating the Y generation
into the professional matrix. The organization's management must start from understanding
the expectations of the Y generation in order to harness its potential.

From an epistemological point of view, the doctoral thesis develops a
multidisciplinary approach to the subject under discussion (team performance and growth
factors at the workplace). It is intended to expose the positioning of the research to the
problem under analysis (the lack of correlation between the individual performance and that
of the departmental working team in the field of production).

The approach is positive and it is achieved through the use of concepts that allow
expression and quantitative measurement of the studied phenomenon. Solving the scientific
problem involves the use of concepts and methods in various fields: economics, marketing,

management, econometrics, and statistics.
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THE STRUCTURE OF THE DOCTORAL THESIS

The construction of the PhD thesis was based on a classical structure. The first part,
including the first two chapters, has as a research axis the theoretical framework of the
working team, interconnected with its leadership and management. The second part consists
of chapters three and four, with an exclusively practical vocation.

Chapter 1 - The theoretical approaches to the team work address the exigencies of
the working team definition in an integrative vision, starting from the conceptual boundaries
between the group and the team, continuing with the concept and characteristics of the team.
The chapter ends with the analysis of the relevant typologies of the working team, present in
the literature, focusing on the types of emerging teams (distance team, dispersed team,
multicultural team, etc.).

Chapter 2 -The Team Leadership and The Teamwork: Working for
Performance addresses, in the first part the concept of the team performance in terms of
goals, engagement in the performance, and factors of the team performance. The team
leadership and the leadership are the two major pillars of its performance. As a result, we
considered necessary to investigate both the management of different teamwork typologies
and the role of shared leadership in the performance of the team.

Chapter 3 - The empirical research in connection with the factors for increasing
the performance of the team work is the transition from the theoretical field to the
pragmatic field of our investigation, by analysing and interpreting the research results, having
as a final end the identification of the determinants of the performance of the working team.
The verification of the formulated hypotheses was done, as well as the analysis and
interpretation of the results of the empirical research, with the SPSS statistical program.

Chapter 4 — The recommendations for increasing the performance of the work
team is practically the end of our approach and a natural continuation of the resulting
conclusions, being thought of as a set of proposals centred on 5 pillars: communication
through coaching, management, diversity, participatory leadership and inter-team

collaboration

The methodology of research
Using a preliminary specialized bibliography, representing well-known names in the field
allowed us to formulate the research questions:

1. How much and how do team members engage in team goals?
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What is the role of a group experience in meeting the goals of the team?
What is the role of team viability and how can it be determined?

How can the team's performance be measured?

ok w0 N

What kind of leadership is appropriate for working team efficiency?

The research objectives
The fundamental objective of the research is to identify and analyse the factors that
increase the performance of the working team from the point of view of ensuring a functional
relationship between management and team leadership.
Given the complexity and difficulty of the fundamental objective of research, we have
formulated a set of derived objectives:
1. Analysing the measure and the way of individual engagement in achieving the
objectives of the team.
2. Investigating the quality of group experience: communication, climate, and ambiance
within the team.
3. Team viability analysis: Mutual trust, manager confidence, and responsibility sharing.
4. Team performance evaluation: individual performance, collective performance, the
technical and behavioural expertise of the manager.

5. Analysis of the leadership type within the team.

In order to achieve the proposed objectives, we used as a research method the analysis
of the specialized bibliography and the survey based on the questionnaire.

The hypothesis of empirical research

The central hypothesis derives from the fundamental objective of research and it is
formulated as follows: the performance of the team is the result of the synergy between
individual performance, team management, and the leadership style practiced.

We have both ensured the punctual concordance between derived objectives and
derived hypotheses, as well as the clear formulation of hypotheses, which has allowed us to
increase the accuracy of the research.

The questionnaire was developed based on the research objectives and hypotheses,
and the items of the questionnaire were formulated to allow for the processing of the

information using the Statistical Package for Social Sciences (SPSS).
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FINAL CONCLUSIONS

Throughout our PhD thesis, we have always sought to provide answers that are
grounded in the question: Why are some teams effective while others fail?

A team is effective when it is beneficial to the organization and its members and when
it has enough time to accomplish its goals. Firstly, teams exist to serve organizational
purposes, so that effectiveness is partially measured by achieving these goals. Secondly, the
efficiency of a team is based on the satisfaction and welfare of its members.

Finally, the effectiveness of the team includes the ability of the team to survive long
enough to accomplish their goal. Less-life teams may be an emerging trend within
organizations, but even these "flash teams” may break prematurely either literally (people
refuse to join or remain with the team) or cognitive (members become cognitive and
emotionally disengaged from the team).

Building a successful team requires a strong involvement of those nominated. The
team generally attracts professionals with a cooperative behavioural profile. As far as the
team leader is concerned, he has to act competitively, based on the merging of the different
behavioural components of the team.

The essentials of the research referred to the existence of a very generous space of
manoeuvre in terms of the methods, techniques, and tools used to increase the performance of
the work team.

The team, viewed as a synergistic cumulative personality, is at risk of conflict. Ensuring a
dynamic balance between leadership and team management leads to the team being
transformed into an effective one in which its members understand and appreciate differences,
share the same goals and feelings about team membership. The best results are obtained

thanks to the complementarity of team members.
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PERSONAL CONTRIBUTIONS

Far from being exhausted, the complex problem of performance in the working team, the

final product of our doctoral course has brought clarifications which can be made in a few

contributions in the theoretical and pragmatic sphere respectively.

a. Contributions with a synthesis character:

Critical analysis of the mainstream thinking patterns and performance patterns of
the team;

The synthesis of the working team concepts;

Conceptual delimitation of the types of emerging teams;

The summary of the main controversies over the leadership of the working teams.

b. Theoretical and experimental contributions:

The empirical research within the departmental teams in several industries;
The analysis of the management of remote teams;
The operationalization of the hypothetical constructs;

The assessing impact of the causal factors on the performance of the team work..

c. The contributions of a scientific and curricular nature:

The development of the progress reports of the scientific research;

The completion of the doctoral thesis.

d. The novelty of the PhD thesis

The objective of the PhD thesis, from the perspective of theoretical and pragmatic
research;

Formulating recommendations for increasing the performance of the team;
Identifying the managerial and leadership elements involved in streamlining

teamwork.

e. The utility of the research results:

From the scientific perspective, the main contribution in the field of knowledge
consists in investigating the team work and its role in increasing performance.
From the didactic perspective, the research carried out and the resulting
conclusions can be the basis for the elaboration of studies on boosting performance
in work teams.

From the application perspective, the work undertaken provides both the
opportunity to build on the knowledge gained from the experience and the use of

recommendations and best practices to increase performance.
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f. The valorisation and dissemination of scientific results in academic and scientific
environments

During the doctoral studies, the scientific results obtained resulted in:

e Supporting scientific works at conferences;

e Participation in national scientific events;

e Publication of articles (as co-author) in magazines indexed in BDI international

databases and volumes of ISI-indexed international conferences.

FUTURE DEVELOPMENTS

e The empirical research carried out could be extended to other fields of activity,

either within departmental teams or in teams of production teams;

e A comparative analysis of the two types of teams would be extremely useful in

identifying specific typological determinants of performance;

e The digitization of savings favours the virtual cascade of virtual teams; How much
would the role of leadership in this case diminish? Would team management
succeed in meeting the new challenges? Here is another possible future direction

of research.
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