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Motto:
,, Viziunea fara actiune nu este decdt un vis.
Actiunea fara viziune este doar o modalitate de a alunga plictiseala.

Viziunea insotita de actiune poate schimba lumea.”

(Joel Arthur Barker?)

L Autor al cartii “Paradigms: The Business of Discovering the Future”
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INTRODUCERE

Actualitatea, oportunitatea si necesitatea demersului stiintific

Am conceput prezenta cercetare stiintificd cu o convingere ferma ca rezultatele
obtinute vor contribui la cresterea performantei angajatilor din institugiile publice din
Romania, prin imbunatatirea comunicarii si a motivarii personalului. O analiza rapida a
situatiei actuale din domeniu subliniaza ideea conform careia performanta poate fi atinsa, in
special prin tehnici si metode de motivare a personalului, adaptate fiecarui grup in functie de
zona §i competenta acestuia.

Lucrarea vizeaza propunerea si inifierea unei metodologii de evaluare a performantei
managementului din sectorul bugetar.

Organizatiile publice constituie o prezenta constantda pentru activitatea societatii
actuale. Astfel, acestea reprezinta o prezenta insinuanta si permanentd, ce domina societatea.

Cu privire la organizatie, diversi autori au enuntat de-a lungul timpului o serie de
definitii referitoare la ce reprezinta o organizatie, aparitia acestora fiind legate de scolile de
gandire si curentele ce au existat si s-au dezvoltat in decursul timpului in urmatoarele
domenii: sociologic, economic si psihologic, precum si al stiintelor administrative si politice,
Ce analizau organizatia prin prisma unor aspecte ce le inglobeaza aceasta (spre exemplu:
aspectul politic, economic, social, etc.)

O serie de specialisti ce au studiat organizatiile se raporteaza la organizatie ca la un
sistem social creat de oameni ca suport in vederea atingerii unor scopuri exacte.

Elaborarea unei definitii care sa cuprinda ceea ce se considera important si esential n
explicarea aparitiei unei organizatii este aproape imposibil, acest lucru fiind explicat de
anumiti autori din perspectiva complexitatii si a diversitatii organizatiilor. Asadar, 0 parte
dintre autori apreciaza ca "dificultatea definirii conceptului de organizatie este determinat nu
numai de multitudinea de perspective din care este analizata, dar si de insasi evolutia analizei
organizationale care a consacrat noi modalititi de definire, In functie de contributiile aduse
de-a lungul timpului de diferitele cercetari teoretice si practice [...], o anumita succesiune in
dezvoltarea diferitelor teorii si perspective nu inseamna ca noile perspective le-au inlocuit pe
cele vechi"?,

Performanta continua constituie obiectivul unei organizatii, Tntrucat doar prin

performanta organizatiile au capacitatea de a creste si de a evolua.

2Vlasceanu, M., Organizatiile §i comportament organizational, Bucuresti: Editura Polirom, 2003, p. 55;



Fiecare organizatie, fie ca este o mare corporatie multinationald, o mica intreprindere
sau o institutie publica, este necesar a implementa un tipar de masurare a performantei,
intrucat succesul si continuitatea unei organizatii sunt strans legate de performanta obtinuta.
Prin intermediul masurarii performantei organizatiile au oportunitatea de a stabili in ce
masura au fost atinse obiectivele, de a estima performanta proprie si de a crea inifiative
viitoare Tn vederea imbunatatirii performantei lor. Masurarea performantei si performanta
organizationald a ajuns o tema de interes sporit pentru teoreticieni dar si pentru practicieni
incepand cu finalul anilor '80.

Conform RSA (Royal Society of Arts, Manufactures and Commerce)® in vederea
asigurarii succesului, o organizatie trebuic sa foloseasca sisteme pertinente de masurare a
performantei.

Schimbarile legislative de la nivel european sunt transpuse in legislatiile nationale ale
statelor membre, iar o parte dintre acestea au in vedere munca, conditiile de munca,
discriminearea la locul de munca, diversitatea si alte criterii care influenteaza relatia cu
personalul din organizatii. Desi companiile cu traditie cunosc importanta instruirii $i motivarii
resursei umane, practica din majoritatea organizatiilor tinde sa fie diferita fata de procedurile
teoretice. Asadar, forta de munca dintr-o institutie $i nu numai se simte indreptatita a fi tratata
cu respect, responsabilitate, demnitate si intelegere. Din cealaltd perspectiva, conduita
angajatilor ar trebui sd fie de aceesi manierd, manifestdnd constiinciozitate, dedicare si
fidelitate. Complexitatea societdtii romanesti, lacunele legislative, ocuparea unor functii de
persoane fara pregatire temeinica in domeniu, conduc in majoritatea organizatiilor la fluctuatii
de personal, absenta asumarii si implicarii din partea angajatilor. Pentru a modifica aceste
comportamente, managerii ar trebui selectati pe criterii ce tin de abilitatea de leadership,
moralitate, i totodata este important ca acestia sa se identifice cu valorile organizationale ale
institutiei publice pe care o conduc si sd fie instruiti in vederea cresterii performantei
organizationale printr-o bund coordonare a echipei

Intrucat nici institutiile bugetare si nici intreprinderile nu au o experientd vasti in
atingerea performantei optime, consideram cd pentru a face fatd provocarilor, aceste
organizatii necesitd un sistem de conducere solid, care sd se fundamenteze pe regulile stiintei
managementului §i pe o comunicare eficientd. Alt aspect abordat in prezenta tezd priveste
managerii din sectorul public, care trebuie sa aleaga in mod inspirat stilul de leadership pe
care sa il aplice in activitatea curenta, modalitatea de motivare a angajatilor, cu scopul

obtinerii performantei. Credem ca prin trecerea in revistd a acestor probleme vom gasi

3 https://www.thersa.org, accesat 19.07.2018
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raspunsuri si solutii viabile care pot fi utilizate cu succes si de alte institutii publice. Pe scurt,
avand 1n vedere faptul cd societatea noastrd traverseaza o perioadd criticd, in contextul
pandemic existent, suntem de parere ca este necesar ca aceste entitati sa dispuna de un sistem
managerial consolidat in vederea unei bune coordonari a angajatilor.

Referitor la teza noastra, cu titlul “Managementul performantei organizationale la
nivelul unei institutii publice romanesti (Consiliul Concurentei)”, consideram ca studiul
elaborat Tn cadrul acesteia, aflat la intersectia dintre management, culturd, motivare,
comunicare organizationald si leadership, va putea oferi o deschidere interdisciplinara, un
model de bune practici cu exemple clare de elemente ce se pot implementa in organizatia
publica, cuprinzdnd numeroase caracteristici comune si stabilind posibile conexiuni intre

acestea.

Acest demers stiintific este organizat in patru capitole:

CAPITOLUL 1 - Stadiul cunoasterii in domeniu cuprinde descrierea conceptelor de
organizatie, dezvoltare organizationald, performantd, masurarea performantei si schimbarea
organizationald, prezentarea definitiilor si a teoriilor relevante in domeniu. Lucrarea de fata
are ca scop reliefarea importantei performantei organizationale in sectorul public, prin
evidentierea elementelor care conduc la atingerea acesteia.

O organizatie reprezintd un sistem structurat de interdependentd intre oameni cu
scopul indeplinirii unor obiective comune.

Organizatia publica, Inteleasd ca ansamblu de organisme din mediul public, are
menirea sd creeze eficientd, eficacitate si valoare addugata, sa fie performantd. Aceste
deziderate nu pot fi atinse n lipsa unei structuri adecvate.

Structura organizatorica totalizeazd ansamblul subdiviziunilor organizatorice, al
persoanelor si al relatiilor existente intre acestea, astfel constituite si reglementate incat sa
conduca la asigurarea premiselor organizatorice necesare obtinerii performantelor dorite.

Structura organizatorica (SO) cuprinde, de regula:

1. Organigrama

2. Regulamentul de ordine si functionare (ROF), care la unele organizatii este

inlocuit de statut;

3. Fisa postului sau descrierile de posturi.

O serie de specialisti din domeniile psihologic, economic, managerial, sociologic

considera cd, In interiorul unei organizatii, cultura reprezintd atdt un factor relevant in



schimbare, cat si un element determinant important in functionalitatea si performantele
obtinute®.

Cultura prezinta relevanta din urmatoarele considerente: cultura reprezinta un element
principal in conducerea strategica, aceasta fiind inclusa in planul de extindere strategica, pe
baza unui audit cultural realizat in prealabil. De asemenea, cultura este un instrument
important de gestiune pentru management. O cultura organizationald puternicd si pozitiva
permite evitarea unor probleme organizatorice, de gestiune si de control. Cultura mai este
reper pentru membrii sai. Personalul care activeaza intr-o institutie ce are o cultura puternica
cunoaste cerintele existente in interiorul acesteia, iar existenta normelor culturale constituie
esenta identificarii i angajamentului personal.

Conform unor teorii de management actuale, atingerea performantei organizatiei este
imposibil de realizat in lipsa unei culturi organizationala care, constituie in esentd un factor de
crestere a eficientei managementului modern, dar si un instrument®.

Dezvoltarea organizationala reprezintd un efort continuu si planificat avand ca scop
schimbarea organizatiilor pentru a deveni mai orientate spre individ si mai eficiente.
Dezvoltarea organizationald se distinge de eforturile de rutind sau ocazionale care au loc in
celelalte organizatii prin aceea ca este planificata. Eforturile dezvoltarii organizationale au loc
in mod constant, ele sunt extinse pe o lunga perioada de timp si se transforma in elemente
constitutive ale culturii organizationale.

Dezvoltarea organizationala se refera la imbunatatirea performantelor la nivelul
fiecdrui angajat, al grupului s1 al organizatiei, la imbundtatirea capacitatii organizatiei de a
face fatd provocarilor din mediul extern. Se referd la cresterea abilitatilor interne, asigurandu-
se ca structurile organizatiei, departamentele de resurse umane, posturile, procesele de
conducere si sistemele de comunicare valorifica integral motivatia salariatilor si 1i sprijind in
evolutia lor.

Termenul de performanta este asimilat unei ideologii de efort, de a face intotdeauna
lucrurile mai bine, de progres. Aceasta este 0 abordare de tip dinamic ce leaga performanta de
actiune, de un anumit comportament, si nu numai de un rezultat (viziune statica).

Si in cazul institutiilor publice eficienta si eficacitatea se analizeazd impreund,
deoarece angajatii, trebuie sa fie bine pregétiti din punct de vedere profesional si sa aiba o

atractie pentru activitatea desfasurata la locul de munca.

4 Nistase, M., Cultura organizationald si manageriald, Bucuresti: ASE, 2004, p. 25;
5 Militaru, Gh., Comportament organizational,Editura Economici, Bucuresti , 2005, p. 311;



Eficacitatea unei organizatii In ceea ce priveste inovarea este strans legatd de o buna
corelare a fluxurilor de decizie si a celor informationale. Implementarea cu succes a inovarii
intr-o organizatie are legatura cu interactiunea dintre functiile de planificare, de conducere, pe
de o parte, si cele de productie, cercetare si analiza cerintelor din pietd, pe de alta parte, dar si
cu interactiunea dintre functiile de executie si cele de conducere. In vederea asiguririi unei
expansiuni organizationale, managementul trebuie sd efectueze o permanentd innoire, sa
schimbe structurile Tnvechite si axate pe traditii viguroase. Stadiul atins in proiectarea si in
cercetarea structurilor de conducere si organizare in acest sens este acela de a pune la
dispozitie un set de instrumente si metode atat de abordare a creativitatii, de procedura, cat si
organizatorice, un model (stas) de structuri prielnice inovarii care sa fie folosit de catre
conducere.

Masurarea performantelor organizationale prin utilizarea atit a resurselor umane cat si
a celor financiare, informationale si materiale se poate sintetiza in felul urmator: "sistemele de
masurare a performantei reprezintd totalitatea resurselor umane, financiare, materiale,
informationale sau de orice natura implicate si/sau transformate, care conduc la evidentierea
clard a performantei unei organizatii"®.

Masurarea performantei constituie un factor esential pentru imbunatatirea deciziilor
luate Tn organizatii pe toate nivelurile: individual, operational sau strategic. Acest proces de
masurare este unul complet, si are in vedere atat colectarea datelor asociate unui standard de
performantd prestabilit sau ale unui obiectiv, cat si analiza respectivelor date. Masurarea
performantei este asociatd cu un sistem global de management care implicd anticiparea si
urmarirea realizarii concordantei produsului rezultat sau a serviciului cu exigentele clientului.

Un sistem de management al performantei este o strategie care leaga toate activitatile
din cadrul organizatiei in contextul politicilor de resurse umane, culturii organizationale,
stilului si sistemelor de comunicare. Natura strategiei depinde de contextul organizational si
poate varia de la o organizatie la alta.

Schimbarea organizationald reprezinta ,,0 stare de tranzifie intre starea actuald si o
stare viitoare spre care tinde organizatia™’.

Cea mai cunoscuta modalitate de clasificare a schimbarilor este in functie de
radicalitatea schimbarii. Conceptul de ,,schimbare radicald” si alte notiuni asemanatoare sunt

prezentate in tabelul de mai jos.

® Raboca, H., Mdasurarea satisfactiei clientilor serviciilor publice, Editura Accent, Cluj-Napoca, 2008, p. 48;
"Huse, E., F., Cummings, T., G., Organization Development and Change, West Publishing Company, 1985, p.
24;
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Schimbarile dintr-o organizatie sunt, In marea majoritate, schimbari planificate,
intentionate, propuse de citre management din diverse motive (ca urmare a presiunilor interne
sau externe, schimbari strategice cu scopul dezvoltarii organizatiei). Schimbarile din interiorul

unei organizatii se observa rapid, deoarece au loc intr-un spatiu restrans fatd de cele sociale.

CAPITOLUL al 2 -lea — Cadrul conceptual, epistemologic si metodologic al
demersului stiintific descrie abordarea temei din punct de vedere al epistemologiei si
detaliaza metodologia cercetarii. Au fost evidentiate particularititile managementului public
aplicate la nivelul Consiliului Concurentei si alte concepte relevante care constituie baza
lucrarii. In cadrul capitolului sunt formulate obiectivele cercetirii, temele majore si ipotezele
de lucru. Se prezintd metodele de cercetare asa cum sunt descrise in literatura din domeniu.

Managementul public trateaza functia publica din perspectiva practica, fiind cea care
conduce la buna functionare a unei institufii publice in interiorul careia isi desfasoara
activitatea functionari publici cu atributii de executie si de conducere si reprezentanti ai
politicului. Acesta determina structura si statutul functiei publice si a functionarilor publici in
calitate de angajati al institutiei publice. Performanta institutiei publice este strans legata de
angajatii acesteia, fie ei executanti sau manageri, care devin direct responsabili de rezultatele
obtinute.

La elaborarea modelului de management performant din cadrul autoritatii de
concurenta s-a tinut cont de urmatoarele argumente:

a) managementul este reprezentat de aplicarea analizei de sistem fin cadrul

organizatiei,

b) analiza de sistem este un limbaj ce face referire la o realitate complexa si concreta;

¢) unul dintre principalele atuuri ale definirii managementului, pornind de la analiza

sistemului, este dat de faptul cad acesta se poate aplica atat sectorului privat, cat si
celui public.

Astfel, managementul public aplicat in cadrul Consiliului Concurentei poate fi definit
sub doua forme:

- In sens restrans: managementul public este un mod de aplicare a limbajului de

management la nivelul sectorului bugetar;

- Tn sens larg: managementul public reprezintd o modalitate de gestiune aplicabila in

momentul in care organizatia este in plind expansiune.

11



Evaluarea performantelor profesionale este un proces ce sprijina atat organizatia cat
si angajatii in vederea intensificdii calitatii, a productivitdfii muncii si a perfectionarii
aptitudinilor profesionale.

Evaluarea performantelor este considerata activitatea principald a managementului
resurselor umane, ce se infaptuieste pentru a determina gradul in care salariatii unei
organizatii isi Indeplinesc eficient responsabilitatile sau sarcinile ce le revin. Extinzand acest
concept, evaluarea performantelor reprezinta un proces, o actiune sau o anumitd activitate de
referin{d, prin care un evaluator estimeaza sau apreciaza performanta unui individ prin
raportare la standardele stabilite, dar si la reprezentarea sa mentald, la propria conceptie
privind performanta realizata sau la propriul sistem de valori.

Evaluarea/Aprecierea performantelor insumeaza procesele (de regula anuale sau
bianuale) inregistrate si formalizate, de revizuire a modului si atitudinilor prin care o persoana
isi desfagoara activitatea. De obicei, aceastd “supraveghere” este efectuata de seful direct al
angajatului evaluat.

Evaluarea performantei poate fi foarte utild. O trecere in revistd, periodica, a
performantelor fiecarui individ oferd informatii despre competentele si aspiratiile angajatilor,
acestea constituind elemente esentiale pentru planificarea manageriald. Aceasta duce si la
consolidarea angajatilor fata de scopurile institutiei si conformarea acestora fatd de normele
grupurilor din cadrul colectivului.

Evaluarea performantelor este una dintre activitatile de baza ale managementului
resurselor umane; aceastd activitate permite determinarea gradului in care angajatii
indeplinesc eficient sarcinile si se achita corect si complet de responsabilitatile care le-au fost
atribuite. Procesul presupune evaluarea rezultatelor, a potentialului intelectual, fizic,
profesional si managerial §i compararea acestora cu cerintele postului ocupat de un salariat.

Conceptul de culturd organizationald se referd la ceea ce reprezintd standardele
colective de atitudini, gandire, convingeri, valori, obiceiuri §i norme care se afld intr-0
organizatie.

Cultura organizationala, privitda ca unul din elementele principale ale studiului
organizational si ale managementului, exprima credintele, atitudinile, valorile psihologia si
experientele unei organizatii. Prin acestea si nu numai, cultura organizationald constituie
intrumentul managementului prin care se asigura cresterea performantei organizatiei pe
termen lung.

Cultura organizationald este componenta cu cea mai mare influentd asupra

comportamentului angajatilor din sectorul public.

12



Prin cultura organizationald din organizatiile publice se intelege cumulul
caracteristicilor spirituale, distinctive, afective, intelectuale i materiale rezultate din modul
de simtire, gdndire si din personalitatea angajatilor, manifestate in cadrul proceselor de
muncd, acestea determindnd in mod semnificativ misiunea organizatiilor de stat si
obiectivele fundamentale ale acestora.

Cultura, ca instrument de management, consta in abilitatatea stabilizatoare din cadrul
unei organizatii. Incadrati in sistemul social, cultura organizationald poate echilibra
activitatea unei organizatii, in ansamblul sau®.

Cercetarea stiintifica s-a materializat in elaborarea unui model de management orientat
spre cresterea performantelor la nivelul Consiliului Concurentei, prin aplicarea caruia se va
permite promovarea principiul nondiscriminarii pe toate nivelurile de management al
resurselor umane (recrutare, instruire, promovare). Se prezintd situatia actuald din cadrul
autoritatii de concurenta si masura 1n care aceasta este deschisa la schimbare.

Lucrarea cuprinde un studiu realizat prin sondaj ce urmareste verificarea prin
intermediul metodelor statistice a existentei unor corelatii intre aspectele importante ale
sistemului de masurare a performantelor din cadrul autoritatii nationale de concurenta si
validarea unui instrument de analiza al comportamentelor manageriale aplicabil 1in
managementul performantelor individuale.

Obiectivul general al acestui demers stiintific il reprezinta identificarea si analiza

factorilor care determina performanta unei institutii publice din Romania.

Ipoteza generala a cercetarii stiintifice: Se prezuma faptul ca printre factorii care

determina cresterea performantei Consiliului Concurentei se numara si un management
organizational eficient.

Plecand de la ipoteza principald mentionatd anterior, au fost enuntate mai multe
ipoteze derivate, sub forma unor afirmatii stabilite dinainte, persoanele din esantion, respectiv
angajati ai autoritdfii de concurentd din Roménia exprimandu-si opiniile cu privire la

respectivele ipoteze.

Temele majore ale cercetarii stiintifice:

Temele de cercetare abordate prin ipotezele formulate sunt urmatoarele:
Tema 1: Caracteristicile stilului de management aplicat in cadrul Consiliului

Concurentei determind in mod direct performantele acestei institutii.

8 Cominesu, M., Management european, Editura Economici, Bucuresti, 1999, p. 103;
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Tema 2: Nivelul de motivare si implicare a angajatilor din Consiliul Concurentei

reprezintd unul dintre factorii de baza care contribuie la cresterea performantelor institutiei.

Tema 3: Comunicarea internd in cazul institutiilor publice se realizeaza preponderent

informal.

Tema 4: Perfectionarea continud a resurselor umane din cadrul unei institutii publice

(dezvoltare personald/carierd) conduce la cresterea performantelor respectivei organizatii.

Tema 5: Schimbarea organizationala — factor de inovatie in institutia publica.

Pentru interpretarea datelor colectate prin intermediul cercetarii, am efectuat in prima

faza o analizd descriptiva, iar ulterior, pe baza interpretdrii raspunsurilor din chestionar, am

elaborat un studiu, precursor etapei de validare a ipotezelor de cercetare.

Analiza descriptiva a avut in vedere urmatoarele aspecte:

1.

Cresterea performantelor organizationale la nivelul autoritatii de concurenta din
Romania, raportat la stilul de conducere al managerului, functiile de control si
planificare ale managementului (planul de comunicare; planul de activitate;
raportul de activitate al organizatiei), protocoale incheiate cu alte institutii publice
nationale sau cu alte organizatii internationale, determinanti ai unui management
organizational eficient; In acest sens mentionam: 2 protocoale cu 2 universititi din
tard, respectiv Universitatea “Constantin Brancoveanu” din Ramnicu Valcea si
Universitatea “Vasile Goldis” din Arad, protocolul de colaborare cu Fondul
Roméan de Contragarantare S.A., protocolul de colaborare cu Serviciul de
Telecomunicatii Speciale etc.

Eliminarea ideii nefondate conform careia evaluarea performantelor este o
activitate detestatd, reprezentand o amenintare pentru angajati, care desi sunt
constienti de necesitatea acesteia, manifesta deseori atitudini si reactii reticiente;
Identificarea cauzelor care conduc la scdderea performantelor angajatilor si a
masurilor intreprinse de catre manageri pentru ameliorarea acestora;

Identificarea diferentelor existente intre perceptia managerilor si cea a angajatior
cu privire la modalitatile de imbunatatire a performantelor;

Validarea si analiza raspunsurilor din chestionar cu privire la stabilirea strategiilor
manageriale utilizate de catre presedintele Consiliului Concurentei in vederea
imbunatatirii performantelor angajatilor institutiei;

Formularea de recomandari care sd vizeze cresterea performantelor angajatilor prin

adoptarea unor strategii motivationale corelate cu nevoile acestora.
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Pentru confirmarea sau infirmarea ipotezelor, pe langa aplicarea chestionarului
angajatilor, s-a realizat si o cercetare a bibliografiei de specialitate nationala si internationala,
a studiilor realizate de diferiti autori romani si straini.

Chestionarul si-a propus colectarea de informatii pe baza experientei si perceptiei
respondentilor cu privire la:

» opinia angajatilor din cadrul Consiliului Concurentei referitoare la identificarea

corecta a stilurilor de conducere abordate de managerii acestei institutii publice;

» opinia angajatilor cu privire la stilul de management adoptat de conducere si a

performantei organizationale;

» puncte slabe si puncte forte ale angajatilor/managementului din cadrul Consiliului

Concurentei.

CAPITOLUL al 3 -lea — Prezentarea cercetarii empirice cuprinde informatiile
colectate in urma distribuirii chestionarului personalului autoritatii de concurenta si
interpretarea datelor rezultate ca urmare a prelucririi raspunsurilor. in urma transmiterii
chestionarului s-a avut in vedere colectarea informatiilor pe baza experientei si perceptiei
angajatilor cu privire la importanta existentei unor factori decizionali si de leadership
favorabili in institutia publica analizatad si identificarea elementelor care conduc la atingerea

performantei.
Pe parcursul cercetarii stiintifice am avut drept obiectiv abordarea performantei

organizationale la nivelul unei institutii publice, dezbatand in primul rand particularitatile
managementului organizatiei publice, iar in al doilea rand investigind comunicarea si
motivarea din cadrul Consiliului Concurentei.

Pornind de la ipotezele formulate, concomitent cu studiul literaturii de specialitate
nationale si internationale, dar §i ca urmare a cercetdrii cantitativa, s-au putut desprinde

numeroase conexiuni Intre fenomenele analizate:

relatia Intre comunicarea internd si performanta organizatiei;

- legatura dintre stilul de conducere si performanta institutiei publice;

- corelatia intre leadership eficient si managementul performantei organizationale;
- corelatia dintre motivare si performanta organizationald;

- corelatia dintre stilul de conducere de tip democratic si comunicare;

- relatia Intre schimbarile legislative si performanta autoritdfii de concurenta;

- relatia Intre schimbarea organizationala si performanta;
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- corelatia intre cultura organizationald si nivelul performantei functionarilor

publici;

Pe baza acestor aspecte, concluziile principale ale modelului evidentiaza legatura
existentd Intre stilul de management abordat si performantd, adicd intre comunicare si
performanta la nivelul organizatiei publice.

Pentru obtinerea performantei, managerii trebuie sa promoveze in cadrul organizatiei
relatii de autoritate care sa permitd valorizarea la maximum a potentialului angajatilor,
incurajandu-i sa creeze si sa inoveze.

Tn Consiliul Concurentei sunt incadrate mai multe categorii de personal: functionari
publici pe functii generale, functionari publici de specialitate, personal contractual si manageri
publici. Functia publica de specialitate din institutie este de inspector de concurenta, categorie
ce reprezintd 68% din totalul personalului autoritatii de concurenta.

Indiferent cat de bine este prognozata, evolutia conjuncturii economice este insotita de
frecvente reorganizari, ce afecteaza sub aspect calitativ si cantitativ angajatii unei institutii
publice. Cunoasterea potentialului si a performantelor acestora reprezintd una dintre
activitatile esentiale ale conducerii resurselor umane din interiorul unei organizatii.

Posibilitatea de progres a organizatiilor se realizeazd numai daca acestea urmaresc
performanta continud si astfel aceasta reprezintd unul dintre obiectivele primordiale ale
managementului organizatiilor.

Strategiile de imbunatatire a performantelor angajatilor, propuse in cuprinsul prezentei
teze au rolul de a semnala faptul ca managerii nu pot sa i determine pe toti angajatii sa fie
performanti, folosind aceleasi metode si din acest considerent a trata diferentiat fiecare individ
cu scopul de a-i crea contextul favorabil unei dezvoltari a performantei aduce beneficii la
nivel individual, dar si la nivel organizational. Pentru realizarea acestui rol este necesara
intelegera si utilizarea corespunzatoare a acestor aspecte.

Unul dintre obiectivele relevante ale procesului de evaluare a performantelor vizeaza
imbunititirea performantei® si de aceea o conditie implicitd este dati de determinarea
nivelului prezent al performantelor angajatilor din cadrul Consiliului Concurentei prin
activitatea de evaluare si folosirea celor mai potrivite strategii pentru obtinerea unor
performante superioare.

Motivul pentru care am optat sa abordam, prin modelul elaborat, performanta si caile

de imbunatatire ale acesteia, dintr-o perspectiva strategicd este in concordanta cu faptul ca in

° Endres, G., M., Mancheno-Smoak, D., L., The Human Resource Craze: Human Performance Improvement and
Employee Engagement, Business Organization Development Journal, 2008;
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cadrul managementului Consiliului Concurentei se impune existenta unei viziuni in legatura
cu folosirea eficientd a resurselor umane. Necesitatea unei abordari strategice rezultd din
trasaturile mediului aflat in permanenta schimbare, schimbare ce este privita ca o conditie a
progresului pentru ci, asa cum sustine Ioan Ciobanu'®: 0 natiune se bucurd de succes
economic dacd posedd un mediu propice imbunatatirilor si inovatiilor”.

La alegerea temei am tinut cont de interesele stiintifice si aptitudinile autorului, Tnsa si
de alfi factori, precum: solicitarile existente din practica manageriald si interesul in
dezvoltarea stiintifica a domeniului; cunoasterea sferei de cuprindere a temei si formarea unei
imagini de ansamblu asupra problemelor pe care le aceasta le abordeaza; relevanta si
complexitatea temei pentru domeniul managementului; varietatea materialului informational
acumulat pana in prezent ca functionar public. Drept urmare, am considerat oportuna
realizarea unei cercetdri care sa evidentieze ce strategie de crestere a performantei este cea
potrivita Consiliului Concurentei, dar si ce anume i-ar determina pe angajati sa depuna
eforturi pentru obtinerea performantei.

Printre obiectivele cele mai importante ale managementului resurselor umane sunt, in
opinia noastra, urmare a analizei modelului elaborat: dezvoltarea si consolidarea aptitudinilor
personalului prin asigurarea permanenta de oportunitati de evolutie; elaborarea de politici,
proceduri si sisteme eficiente de personal; aprecierea personalului in functie de activitagi si
realizdri; gestionarea fortei de munca, prin luarea in calcul a nevoilor fiecarui angajat;
asigurarea de oportunitati egale pentru toti si adoptarea unei abordari etice fatd de
management bazata pe preocuparea fatd de oameni, pe corectitudine si transparenta.

Scopul sondajului de opinie a fost acela de a analiza performanta organizationald a
Consiliului Concurentei. Au fost identificati factorii care au influentat performanta.

Ipotezele statistice 1-17 au fost testate cu ajutorul unui model econometric, in care
variabila dependenta este gradul de performantd organizationala, iar variabilele independente:
stilul de management aplicat, grad de implicare, recompense (prime, stimulente etc.), nivelul
de salarizare, inovatie, telecomunicatii, feedback, mediul de lucru, schimbarile legislative,
comunicarea, motivarea, perfectionarea resurselor umane, atitudinea fatd de munca, resursele,
mediul extern, leadership-ul si schimbarea organizationala.

Analiza econometricd ne indica faptul ca, dintre toti factorii analizati, cei cu o
semnificatie importantd in privinta gradului de performantd sunt: performanta resurselor
umane, gradul de implicare, schimbarile legislative si schimbarea organizationala. Se observa

faptul cd niveul de performanta este invers proportional cu schimbarile legislative si direct

10 Ciobanu, 1., Management strategic, Ed. Polirom, Iasi, 1998;
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proportionald cu performanta resurselor umane, gradul de implicare, si schimbarea
organizagionala. Asadar, dintre cele 17 variabile independente incluse in forma initiala a
modelului de regresie, 4 sunt semnificative, iar 13 nu. Astfel, dintre cele 17 Ipoteze ale
cercetarii, patru au fost validate.

Principalele concluzii, pe baza raspunsurilor primite, sunt urmatoarele:

Analiza ponderilor raspunsurilor primite ne aratd importanta perfectiondrii continue a
angajatilor pentru indeplinirea calitativa a sarcinilor, importanta schimbarii organizationale,
dar si a schimbarilor legislative, precum si gradul de implicare a personalului Consiliului
Concurentei in realizarea sarcinilor de serviciu cu impact asupra cresterii performantei
institutiei.

In acest sens, participarea personalului la programe de mobilitati, schimb de
experientd, ca forma de dezvoltare a carierei profesionale constituie un factor important in
cresterea performantei organizationale in acceptiunea personalului intervievat (80,9%).

Succesul schimbarii organizationale este in corelatie directa atat cu calitatea solutiei
gasite, cat cu eficacitatea implementarii acesteia (96,6%) si reprezinta un element decisiv al
cresterii performantei organizationale.

In ceea ce priveste schimbadrile legislative, in urma datelor culese de la angajatii
Consiliului Concurentei am aflat cd marea majoritate a personalului din organizatie (74,1%)
apreciaza cd acestea influenteaza in mod negative performanta unei institutii publice.

Se constata faptul ca wun nivel ridicat de implicare a angajatilor n realizarea

sarcinilor contribuie in mod direct la cresterea performantei Consiliului Concurentei (98,8%).

CAPITOLUL al 4 - lea — Modelul integrat al performantei organizationale. In
cadrul acestui capitol au fost evidentiate modalitatile de eficientizare manageriald din cadrul
Consiliului Concurentei, in concordanta cu temele alese. Modelul ar putea servi drept un ghid
de bune practici pentru alte autoritati publice si este extrem de util In vederea perfectionarii
managementului resurselor umane.

Leadership-ul si managementul sunt notiuni complementare si distincte, fiecare avand
functii §i caracteristici specifice. Amandoud sunt indispensabile pentru a razbate intr-un
mediu tot mai complex. Organizatia trebuie sd fie constientd de faptul ca un leadership solid
insotit de un management vulnerabil nu este bun, ba chiar uneori poate sd fie mai rau decat
opusul. Adevarata performantd este datd de imbinarea unui management puternic cu un

leadership puternic si compensarea lor.
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Un prim aspect necesar cresterii performantei organizationale ce rezultd din
cercetarea de fata il reprezintd imbundtdtirea muncii in echipd, prin organizarea de team-
building-uri semestriale.

De asemenea, propunem organizarea de training-uri/seminarii in vederea cultivarii
dorintei unei Invatari continue pe parcursul carierei profesionale a angajatilor Consiliului
Concurentei. Instruirea si dezvoltarea profesionala a salariatilor reprezintd una dintre cele mai
importante investitii pe care organizatia ar trebui sa le faca; aplicarea aceastei politici are
efecte pozitive imediate pentru entitate, dar si la obtinerea satisfactiilor morale si materiale
pentru salariati care vor deveni mai implicati in problemele acesteia.

Pregitirea, instruirea si perfectionarea personalului din administratie trebuie sa
fie una din componentele de baza ale politicii in domeniul resurselor umane in vederea
atingerii performantei.

Organizarea institutiei Inseamna formare si perfectionare, chiar daca exista si multe
alte lucruri care tebuie facute pentru a intari organizatia si care nu necesitd o intsruire anume.

Formarea personalului presupune trimiterea angajatilor la cursuri de instruire, de scurta sau

lunga durata. Unul din cele mai eficiente si mai putin costisitoare tipuri de instruire este cel
care se asigurda chiar la locul de munca, in timpul serviciului. Formarea si perfectionarea
angajatilor la locul de munca necesita insa conducatori (sefi, supervizori) care sa fie pregatiti
si sd aiba calitafi si aptitudini de instructor, sd prezinte abilitdti pentru munca cu oamenii si
lucrul in echipd si care sa ii ajute pe ceilalfi sd invete si sd se formeze. Formarea i
perfectionarea profesionala a functionarilor publici reprezintd principala modalitate de
crestere a eficientei muncii.

Ansamblul managementului performantei rezultat din cercetarea stiintifica conduce la

solutionarea dificultatilor cu care se confrunta autoritatea de concurenta, si anume:

incertitudinea sarcinilor — “Ce am de facut?”;

- transferd obiectivele institutiei in obiective specifice pentru fiecare post ocupat;

- dezvolta competentele angajatilor;

- imbunatateste comunicarea in echipa;

- motiveaza angajatii — “Stiu ca daca voi atinge tintele de performantd, pot avea
parte de anumite recunoasteri (stimulente materiale, promovare, obtinerea de
calificative superioare etc.)”.

Managementul performantei, in acceptiunea profesorului Aurel Manolescu, este un

concept mult mai extins decat evaluarea performantei, intrucat vizeazd comportamente,

atitudini si procese independente ori o strategie complexa pentru optimizarea performangei.
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In cadrul Consiliului Concurentei operationalizarea managementului performantei

este conditionatd de promovarea si utilizarea managementului prin obiective, care introduce in

practica manageriala trei criterii motivationale importante:

niveul de Tndeplinire a obiectivelor individuale;
nivelul de Tndeplinire a obiectivelor subdiviziunii organizatorice din care face
parte angajatul;

nivelul de Tndeplinire a obiectivelor generale.

Altfel spus, acordarea de recompense/sanctiuni materiale sau morale va fi condifionata

de nivelul performantei individuale, de grup si organizationale.

Tn acest context sunt necesare:

crearea unei culturi a performantei, pentru a se preveni riscul stimularii
performantelor individuale In defavoarea celor organizationale;

implicarea managerilor de la un nivel ierarhic superior n evaluare;

rolul feedback-ului in evaluarea managementului performantei.

Pentru implementarea sistemului de management al performantei trebuie sa se tina
cont de:

definirea scopului si a rolului fiecdrui job, a indatoririlor si responsabilitatilor;
definirea performantelor dorite si exprimarea lor ca rezultate masurabile;

definirea prioritatii obiectivelor;

definirea standardelor de performanta;

discutarea performantelor si a feed-back-ului;

construirea unui sistem de gestiune a informatiilor.

Din analiza efectuatd, rezulta ca pentru un functionar public nu sunt suficiente numai

cunostintele dobandite in anii de studiu. Exista arie de activitati complexa, o dinamica a

fenomenelor datorata cresterii complexitatii problemelor.

Rezolvarea acestora nu este posibild dacd angajatii se bazeaza pe intuitie, ci este

nevoie de sporirea calitatilor profesionale. Principala modalitate de crestere a eficacitafii

muncii functionarilor publici din Consiliului Concurentei este formarea si perfectionarea

lor. Un program de pregitire va da rezultate numai daca se bazeazd pe o analizd atentd a

necesitatilor institutiei. Eficienta proceselor de formare si perfectionare este in functie de

preocuparea pentru aplicarea in practica a ceea ce s-a Invatat. In cazul in care nu se reuseste

aplicarea, formarea si perfectionarea nu au nicio valoare.
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Pentru cresterea eficacitatii comunicarii, aceasta fiind o problemad importantd
intalnita in cazul functionarilor publici, principalele propuneri sunt:

v’ perfectionarea angajatilor din cadrul autoritatii de concurenta, indeosebi in ceea ce
priveste comunicatiile si mecanismele de transmitere §i receptare a acestora in
cadrul institutiei, rolul cadrului si climatului organizational, etc.;

v’ perfectionarea capacitatii de exprimare si ascultare, corelarea organizarii formale
cu cea informala;

v promovarea cu predilectie a unor stiluri de management ce reclama folosirea pe
scara larga a sedintei si delegarii;

v' perfectionarea structurii organizatorice, cu accent asupra flexibilitatii.

O alta recomandare — continuarea implementarii informatizarii institutiei, asigurand
astfel conducerii posibilitatea solutionarii la un standard ridicat a majoritatii problemelor cu
care se confruntata.

Aprecierea activitatii fiecarui angajat trebuie sa fie obiectivd in cadrul Consiliului
Concurentei, sa se bazeze pe cunoasterea reald a rezultatelor activitatii pe care fiecare o
desfasoara, a preocuparilor pentru sporirea eficientei administratiei locale. Prin aceasta pot fi
evitate unele nemultumiri, atmosfera incordata care deterioreaza climatul organizational.

Cercetand situatia de la nivelul autoritatii de concurentd, s-a constatat ca, In general,
aprecierea activitatii fiecarui salariat concordd cu rezultatele obtinute, cu aportul/contributia
adusa.

Sedintele ar trebui sd fie mai concise si sa nu se pierda mult timp cu discutiile dupa ce
s-a ajuns la o intelegere. Este important ca cineva sa supervizeze cursul discutiilor, pentru ca
toti sa 1si aduca contributia la desfasurarea efectiva a sedintei.

Discutiile trebuie canalizate pe scopurile si sarcinile sedintei, iar la sfarsitul sedintei
este esential sd se rezume rezultatele acesteia si s se tragd concluzii clare, sa se incredinteze
sarcini precise si sd se fixeze termene limitd, pentru ca fiecare sa stie ce are de facut.

Modalitati de eficientizare manageriala in cadrul Consiliului Concurentei

» maximizarea managementului macroeconomic (responsabilizare, strategie,
transparentd);

» promovarea managementului strategic;

A\

reengineeringul managementului organizatiei publice;

» perfectionarea managementului resurselor umane.
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Modalitatilele principale de imbunatatire a managementului macroeconomic au n

vedere urmatoarele aspecte:

sustinerea managementului strategic;

numirea ministrilor, a presedintilor de institutii, a directorilor generali, a
secretarilor de stat, pe criterii de competenta profesionald si manageriala;
includerea contractelor de management in relatia ministru — director de organizatii,
aceasta fiind o modalitate importanta de responsabilizare a indivizilor si a
grupuluti;

apelarea la indicatorii de performanta;

imbunatatirea comunicarii manageriale n sectorul public;

utilizarea pargiilor economico-financiare ca instrumente manageriale pentru
repornirea economiei, pentru intretinerca climatului de munca din cadrul
institutiilor de stat;

adaptabilitatea organizatorica a economiei;

incurajarea sistemelor motivationale bazate pe performante.

Efectele acestor modalitati se exprima in:

incredere sporita in clasa politica;

gestionare eficienta a resurselor nationale;

sporirea vizibilitatii internationale a autoritatii de concurentd din Romania;

In vederea reproiectarii generale a managementului din sectorul public, recomandam

urmatoarele modalitati:

realizarea unor analize SWOT care sd permita identificarea potentialului de
rezistentd economica si manageriala al institutiei,

crearea sistemului conceptual de obiective (derivate, fundamentale, individuale si
specifice;

reorganizarea structurald;

numirea managerilor compatibili cu posturile pe care le ocupa, avand in vedere
competentele pluridimensionale;

reproiectarea informationala si decizionala;

aplicarea unei metodologii de management adecvate, prin utilizarea si promovarea
unor instrumente manageriale sofisticate, complexe si moderne, aga cum este cazul

managementului prin obiective;
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- imbunatatirea culturii manageriale si organizationale.

Succesul in valorificarea resurselor umane, potrivit cercetarii il reprezinta motivarea
care practic antreneaza personalul, oferindu-i satisfactii profesionale si materiale. In stransi
legaturd cu interesele materiale ar trebue avute In vedere si alte elemente cum sunt
comportamentul, stima, autorealizarea, apartenenta la colectiv etc. Motivarea angajatilor nu
trebuie privitd global, ci mai degraba ca un proces cu un pronuntat caracter individual
deoarece ea este complexa si are mai multe particularitati. Motivarea nu trebuie sa se rezume
la nivelul avantajelor materiale, aceasta poate ingloba si alte elemente precum: securitatea si
siguranta, posibilitatea enuntarii de propuneri, acces la informatii, statut social fundamentat pe

stima si consideratie.

CONCLUZII FINALE

In urma demersului stiintific efectuat, se poate concluziona ca 4 dintre cele 17 ipoteze
de lucru sunt valide. Premisele de la care am plecat in acest demers stiintific se refera la
cultura organizationala existenta in cadrul Consiliului Concurentei, climatul creativ al acestei
institutii publice, stilurile de comunicare mageriald, schimbarea organizationald, mediul de
lucru, feedback-ul, schimbarile legislative etc.

Realizarea demersului stiintific a {inut cont de urmatoarele aspecte:

v' punctele de vedere ale angajatilor;

v’ nevoile autoritatii de concurent;

v' contextul in care isi desfasoara activitatea institugia publica;

v’ temporalitatea: ceea ce astizi poate fi adevarat, maine s-ar putea si nu mai fie;

Pornind de la necesitatea integrarii cerintelor realizarii performantei unei organizatii
publice ntr-un cadru unitar, consideram wutila abordarea aspectelor esentiale ale
managementului performantei organizationale in jurul conceptelor de eficientd i masurare a
performantei institutiei publice.

Asadar apreciem ca managementul performantei organizationale va parcurge mult mai
usor procesul de elaborare al strategiei resurselor umane, isi va impune Simplu masurile
vizate, dacd n acest proces antreneaza personalul organizatiei. Astfel, membrii organizatiei
sunt incurajati si motivati sa isi exprime opiniile despre slabiciunile si atuurile organizatiei si

despre mediul in care institutia functioneaza. Astfel, se acorda o atentie sporita procesului de
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comunicare, in asa fel incat membrii organizatiei publice sa manifeste suficient interes si
incredere fata de stabilirea perspectivei organizatiei.

S-a constatat pe parcursul cercetarii stiintifice faptul cd o culturd puternica este
benefica pentru eficienta si performantele unei organizatii doar daca promoveaza valori si
comportamente orientate direct spre acest scop, valori pozitive din punct de vedere
managerial.

Cu cat o organizatie va propune mai multe asemenea valori, cu atat sansele sale de a-si
atinge scopurile si de a prospera vor creste, in caz contrar ea riscd mai mult decat sa actioneze
ineficient si ineficace, risca sa nu mai actioneze deloc. Liderii au datoria si obligatia de a crea,
promova si mentine aceste valori considerate pozitive si dezirabile pentru organizatie; in cazul
institutiilor publice acestea trebuie coordonate cu asteptarile consumatorilor.

In cazul institutiilor publice, si in special in cazul Consiliului Concurentei, apreciem
personalul ca fiind implicat Tn implementarea strategiei ce are ca scop cresterea eficientei
managementului performantei organizationale. Astfel, s-a avut in vedere diferentierea
categoriei de salariati, angajarea acelor indivizi care contribuie, prin pregatirea lor, la
stabilirea optiunilor strategice, a obiectivelor etc., sau de a caror implicare depinde
implementarea strategiei. Implicarea personalului in elaborarea strategiei creste sansa ca
angajatii sa participe cu toate cunostintele si calitatile in procesul de implementare, ce s-a
dovedit a fi mult mai dificil fata de procesul de elaborare a strategiei.

Pe baza investigatiei de teren realizatd si a concluziilor formulate pe baza acesteia, cat
si a experientelor identificate in lucrarile stiintifice studiate, prezentate, unele dintre acestea in
cuprinsul tezei de doctorat, formulam urmatoarele concluzii pentru un sistem de
management performant al institutiei publice:

v' orientarea asteptarilor si a modalitatilor prin intermediul carora salariatii isi pot

indeplini obiectivul, avand in vedere comportamentele sustinute de acestea;

v' necesitatea largirii studiilor pentru intelegerea evolutiei conceptiilor stiintifice in
domeniul eficientei managementului performantei organizatiei, necesare pentru
determinarea directiilor dezvoltarii lor ulterioare;

v' consolidarea institutionald, printr-un amplu proces de intarire, adaptare la
schimbari a institugiei prin intermediul carora este dirijat un proces economic,
social, politic sau cultural etc.;

v' sporirea demersurilor constructive ale teoriei stiintifice, intelegerea necesitatii
amplificarii rolului géandirii teoretice in stiinta eficientei managementului

performantei organizatiei publice;
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introducerea In cadrul pregatirii viitorilor manageri a unor aspecte ce vizeaza
eficienta managementului performantei, calititile managerului eficient, influenta
eficientei managementului resurselor umane asupra performantei organizatiilor
publice;

sustinerea §i asigurarea formarii si perfectiondrii competentelor profesionale prin
cursuri de pregatire a functionarilor publici care sa vizeze ca directie distincta
eficienta managementului performantei organizationale in cadrul organizatiilor
publice nationale;

punerea la dispozifia managerilor organizatiilor publice a unor informatii prin
intermediul cdrora sd fie argumentatd necesitatea scientizarii eficientei
managementului performantei organizationale prin apelarea la instrumente si
metodele specifice managementului, teoriei organizatiei, teoriei deciziei,
informaticii etc.;

dezvoltarea si formarea in cadrul organizatiilor publice a unei culturi
organizationale centrate pe valorile organizatiei moderne, pe nevoile si motivatia
angajatilor in vederea cresterii performantei acesteia;

delimitarea riguroasa a fiecarui compartiment sau post specific organizatiei,
incadrarea acestora cu angajati profesionalizati in domeniul respectiv;

pentru consolidarea relatiei cu colegii de muncad, crearea unui spirit de colaborare
si intelegere in cadrul echipei, precum si intarirea culturii organizationale, pot fi
organizate actiuni precum: team-buidlinguri, iesiri in echipa la diverse ocazii,

implicarea angajatilor in proiecte de grup etc.

Asadar, putem considera cd efortul nostru de construire a unui demers stiintific

relevant, si de elaborare a unor solutii practice pertinente, necesare realizarii modalitatilor de

eficientizare a managementului performantei organizationale, pentru identificarea strategiilor

necesare cresterii performantei organizatiilor publice nationale ar putea fi continuat pentru

extinderea si aprofundarea unor aspecte teoretice noi, dar si pentru identificarea unor noi

oportunitati praxiologice.

Apreciem ca tema propusd precum si modul de realizare a cercetarii prezintd o

importanta deosebitd prin aceea ca prin rezultatele sale, daca acestea vor fi acceptate iar

ulterior diseminate in sectorul public, dar si in celelalte sectoare interesate, poate produce o

modificare pozitiva a ,,mentalului individului” si implicit a ,,mentalului grupului” in ceea ce

priveste modalitatile de eficientizare a managementului performantei organizationale.
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Din cercetarea intreprinsa se poate deduce ca managerul democratic conlucreaza

eficient cu oamenii din subordine, prin crearea unui climat prielnic de lucru, conducand in

acest mod organizatia spre atingerea succesului.

CONTRIBUTII PERSONALE

Teza de doctorat o apreciem ca fiind o constructie ce se incadreaza cerintelor teoretice,

respectiv metodologice specifice prezentului demers. Astfel, consideram ca sunt relevante

contributiile personale, dintre care amintim:

a)

b)

d)

f)

9)

h)

)

continutul tezei de doctorat, respectiv structura acesteia presupune aspecte noi, ce
nu sunt abordare de literatura de specialitate nationala sau strdina, sau prezenta
acestora este una segmentara,

prezentarea evolutiei si analiza critica a continutului si caracteristicilor organizatiei
publice, respectiv a particularitatilor acesteia;

abordarea unor aspecte specifice culturii organizationale, dezvoltarii
organizationale, performantei si schimbarii organizationale la nivelul unui
subsistem al sectorului public;

reliefarea unor noi posibilitati de 1intelegere a activitatilor specifice
managementului performantei organizationale, a strategiilor si modalitatilor de
masurare a performantei in cadrul organizatiilor publice nationale;

prezentarea unor aspecte clarificatoare, definitorii ale performantei organizatiilor
nationale, ale indicatorilor de evaluare;

analiza criticd a aspectelor ce vizeaza continutul eficientizarii managementului
performantei organizationale;

elaborarea unui nou continut al eficientizarii managementului performantei
organizatiei publice si a unor indicatori non-financiari de evaluare a acesteia;
identificarea principalelor leviere ale performantei tindnd seama de schimbdrile
survenite 1n societatea contemporand, complexa si plina de riscuri si provocari,
proiectarea, fundamentarea, desfasurarea si organizarea investigatiei de teren este
contributie proprie;

interpretarea si propunerile emise in cadrul analizei opiniilor angajatilor pentru

fiecare tema majora din chestionar este in totalitate o contributie personala.
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Contributii cu caracter de sintezd.

- modalitatea in care a fost tratatd performanta organizationald, prin cercetarea
stadiului si cunoasterii In domeniu pana in prezent, remarcand autorii care au avut
cele mai importante contributii la tema de cercetare;

- definirea conceptelor utilizate in efectuarea demersului stiintific, care au
reprezentat fundamentul unei noi paradigme a performantei organizationale in
cadrul unei institutii publice;

- demersul stiintific are ca baza potentialul de analiza si sinteza al autorului, in
special in ceea ce priveste particularizarea conceptelor si teoriilor de performanta
pentru ablicabilitate 1n interiorul Consiliului Concurentei;

Contributii la nivel de abordare teoretica.

- clarificarea unor concepte fundamentale referitoare la performanta a organizatiei;

- recomanddrile privind atingerea performantei in sectorul public, tinand cont de
elementele caracteristice stilurilor de leadership, climatului i culturii
organizationale;

Contributii stiintifice:

- Crearea si expunerea a trei rapoarte intermediare in cadrul cercetarii doctorale;

- crearea si redactarea de articole stiintifice;

- crearea si redactarea tezei de doctorat;

Utilizarea tezei de doctorat
- prezenta lucrare s-a elaborat pentru a fi un ghid metodologic si de bune practici

pentru managerii din alte institutii publice din Romania;

PERSPECTIVELE CERCETARII

Prezenta lucrare poate fi dezvoltata si aprofundatd cu succes pe viitor. Pentru
extindererea orizontului cercetarii, recomandam urmatoarele directii de actiune:

- realizarea unei analize comparative intre institutiile publice si intreprinderi.

Raspunsurile la intrebari de genul: ,,Au institutiile publice abilitatea de a comunica

n interior si exterior la fel de profesionist si eficient ca si Tntreprinderile?” sau ,,Ce

mai au de invatat institutiile publice de la companii cu privire la management?” -

pot oferi informatii importante atat pentru ntreprinderi, cat si pentru alte entitati

din sectorul public.
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- investigarea organizatiilor publice prin metode de cercetare de tip calitativ (spre
exemplu studii de caz, interviuri) ar facilita evaluarea si determinarea cu mai multa
precizie a comunicarii si a managementului in cadrul organizatiilor din sectorul
public. Tn acest sens, prin observarea mai in detaliu a acestor fenomene, s-ar putea
obtine rezultate mai elaborate in legatura cu ceea ce functioneaza sau nu in
interiorul acestor entitati.

- evaluarea organizatiilor publice, a comunicarii si a managementului din
perspectiva serviciilor oferite ar putea raspunde la doud intrebari importante: ,,Cat
de afectata este calitatea serviciilor publice din cauza numarului crescut de
organizatii private?”, ,,Cum reusesc companiile sa-si imbunatateasca serviciile din
punct de vedere calitativ comparativ cu institutiile de stat?”.

- avand n vedere faptul ca modelul descrie procesul pe care organizatia publica 1-a
parcurs in timp, suntem de parere este interesant de prognozat ce anume se va
intdmpld in sectorul public in viitorul apropiat. Ar fi important de dezbatut
urmitoarele aspecte: ,,In ce directie vor evalua institutiile publice in urmatorii 10
ani?”, ,,Vor deveni ele mai eficiente Th comunicare si in management?”.

- elaborarea unui ghid de bune practici pentru dezvoltarea si aplicarea conceptului
de performanta organizationala.

Avem incredere ca rezultatele procurate prin studiul efectuat vor contribui la cresterea

gradului de cunoastere si utilizare in practica. Acestea pot constitui puncte de plecare pentru

viitorii cercetatori, tema aleasa fiind una de noutate la nivelul sectorului de stat.
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INTRODUCTION
The topicality, the opportunity and the necessity of the scientific

approach

We designed this scientific research with a firm conviction that the results obtained
will contribute to increase the performance of the employees in the public institutions in
Romania, by improving communication and staff motivation. A quick analysis of the current
situation in the field highlights the idea that performance can be achieved, especially through
techniques and methods of motivating staff, adapted to each group according to its area and
competence.

The paper aims to propose and initiate a methodology to evaluate the performance of
management in the budget sector.

Public organizations are a constant presence for the activity of today’s society. Thus,
they represent an insinuating and permanent presence that dominates society.

Regarding the organization, various authors have stated over time a series of
definitions of what an organization is, their appearance being related to schools of thought and
currents that have existed and developed over time in the following areas: sociological,
economic and psychological, as well as administrative and political sciences, which analyzed
the organization in terms of aspects that encompass it (for example: political, economic,
social, etc.)

A number of specialists who have studied organizations refer to the organization as a
social system created by people as a support in order to achieve exact goals.

The elaboration of a definition that includes what is considered important and essential
in explaining the emergence of an organization is almost impossible, this being explained by
some authors from the perspective of the complexity and diversity of organizations.
Therefore, some of the authors appreciate that “the difficulty of defining the concept of
organization is determined not only by the multitude of perspectives from which it is
analyzed, but also by the evolution of organizational analysis which has established new ways
of defining, depending on over time by various theoretical and practical research [...], a
certain succession in the development of different theories and perspectives does not mean

that the new perspectives have replaced the old ones™!!,

1vlisceanu, M., Organizations and organizational behaviour, Bucharest: Polirom Publisher, 2003, p. 55;
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Continuous performance represents the goal of an organization, because organizations
have the ability to grow and evolve only through performance.

Every organization, whether it is a large multinational corporation, a small enterprise
or a public institution, needs to implement a performance measurement pattern, as the success
and continuity of an organization are closely linked to its performance. By measuring
performance, organizations have the opportunity to determine the extent to which their goals
have been met, to estimate their own performance, and to create future initiatives to improve
their performance. Measuring performance and organizational performance has become a
topic of great interest to theorists and practitioners since the late 1980s.

According to the Royal Society of Arts, Manufactures and Commerce (RSA)?, in
order to be successful, an organization must use relevant performance measurement systems.

Legislative changes at European level are transposed into the national laws of the
member states, and some of them take into account work, working conditions, discrimination
in the workplace, diversity and other criteria that influence the relationship with staff in
organizations. Although traditional companies know the importance of training and
motivating human resources, the practice in most organizations tends to be different from
theoretical procedures. Therefore, the workforce in an institution and not only feels entitled to
be treated with respect, responsibility, dignity and understanding. From the other perspective,
the conduct of employees should be in the same way, showing conscientiousness, dedication
and fidelity. The complexity of the Romanian society, the legislative gaps, the occupation of
some positions of people without thorough training in the field, lead in most organizations to
staff fluctuations, the absence of commitment and involvement on the part of the employees.
To change these behaviors, managers should be selected on the basis of leadership, morality,
and it is important that they identify with the organizational values of the public institution
they lead and be trained to increase organizational performance through good team
coordination.

As neither the budgetary institutions nor the companies have extensive experience in
achieving optimal performance, we believe that in order to meet the challenges, these
organizations need a sound management system based on the rules of management science
and effective communication. Another aspect addressed in this thesis concerns public sector
managers, who must be inspired by the leadership style to be applied in the current activity,

the way to motivate employees, in order to achieve performance.

12 https://www.thersa.org, accessed at 19.07.2018
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We believe that by reviewing these issues we will be able to find viable answers and
solutions that can be successfully used by other public institutions. In short, given the fact that
our company is going through a critical period, in the existing pandemic context, we believe
that it is necessary for these entities to have a consolidated management system in order to
better coordinate employees.

Regarding our thesis, entitled “Management of organizational performance in a
Romanian public institution (Competition Council)”, we consider that the study elaborated
within it, located at the intersection between management, culture, motivation, organizational
communication and leadership, will be able to offer a interdisciplinary openness, a model of
good practice with clear examples of elements that can be implemented in the public
organization, including many common features and establishing possible connections among
them.

This scientific approach is organized in four chapters:

CHAPTER 1 — The stage of knowledge in the field includes the description of the
concepts of organization, organizational development, performance, performance
measurement and organizational change, presentation of relevant definitions and theories in
the field. The present paper aims to highlight the importance of organizational performance in
the public sector, by highlighting the elements that lead to its achievement.

An organization is a structured system of interdependence between people in order to
achieve common goals.

The public organization, understood as a set of bodies in the public environment, aims
to create efficiency, effectiveness and added value, to be efficient. These goals cannot be
achieved without a proper structure.

The organizational structure totals the set of organizational subdivisions, people and
the relationships between them, so constituted and regulated as to lead to ensuring the
organizational premises necessary to achieve the desired performance.

The organizational structure (OS) usually includes:

1. The organigram;

2. The regulation of order and functioning (ROF), which in some organizations is
replaced by the statute;

3. Job description or details of the jobs.
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A number of specialists in the psychological, economic, managerial, sociological
fields consider that, within an organization, culture is both a relevant factor in change and an
important determinant in the functionality and performance obtained*®.

Culture is relevant for the following reasons: culture is a key element in strategic
management, which is included in the strategic expansion plan, based on a prior cultural audit.
Culture is also an important management tool for management. A strong and positive
organizational culture avoids organizational, management and control problems. Culture is
also a landmark for its members. Personnel working in an institution with a strong culture
know the requirements within it, and the existence of cultural norms is the essence of personal
identification and commitment.

According to current management theories, achieving the performance of the
organization is impossible to achieve in the absence of an organizational culture which is
essentially a factor in increasing the efficiency of modern management, but also a tool*,

Organizational development is a continuous and planned effort aimed at changing
organizations to become more individual-oriented and more efficient. Organizational
development differs from routine or occasional efforts that take place in other organizations in
that it is planned. Organizational development efforts are constantly taking place, they are
extended over a long period of time and are becoming constituent elements of organizational
culture.

Organizational development refers to improving performance at the level of each
employee, group and organization, improving the organization's ability to meet external
challenges. It refers to the increase of internal skills, ensuring that the organization's
structures, human resources departments, positions, management processes and
communication systems fully capitalize on the motivation of employees and support them in
their evolution.

The term performance is assimilated to an ideology of effort, of always making things
better, of progress. This is a dynamic approach that links performance to action, to a certain
behavior, and not just to a result (static vision).

In the case of public institutions, too, efficiency and effectiveness are analyzed
together, because the employees must be well prepared from a professional point of view and
have an attraction for the activity carried out at the workplace.

13 Nastase, M., Managerial and organizational culture, Bucharest: ASE, 2004, p. 25;
14 Militaru, Gh., Organizational behaviour, Economic Publishing House, Bucharest, 2005, p. 311;
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The effectiveness of an organization in terms of innovation is closely linked to a good
correlation of decision-making and information flows. Successful implementation of
innovation in an organization is related to the interaction between the functions of planning,
management, on the one hand, and those of production, research and analysis of market
requirements, on the other hand, but also to the interaction between the functions of execution
and management. In order to ensure an organizational expansion, the management must carry
out a permanent renewal, to change the outdated structures and focused on vigorous
traditions. The stage reached in the design and research of management and organizational
structures in this regard is to provide a set of tools and methods for both creativity, procedural
and organizational approach, a model of structures favourable to innovation that can be used
by management.

The measurement of organizational performance through the use of both human and
financial, informational and material resources can be summarized as follows: “performance
measurement systems represent the totality of human, financial, material, informational or
any other resources involved and/or transformed, which lead to a clear highlight of an
organization’s performance .

Measuring performance is a key factor in improving decisions made in organizations
at all levels: individual, operational, or strategic. This measurement process is a complete one,
and involves both the collection of data associated with a predetermined performance
standard or an objective, and the analysis of that data. Performance measurement is associated
with a global management system that involves anticipating and tracking the consistency of
the resulting product or service with customer requirements.

A performance management system is a strategy that links all the activities within the
organization in the context of human resources policies, organizational culture, style and
communication systems. The nature of the strategy depends on the organizational context and
may vary from organization to organization.

Organizational change is “a state of transition between the current state and a future

state toward which the organization tends™2®.

15 Raboca, H., Measuring satisfaction for the customers of public services, Accent Publishing House, Cluj-
Napoca, 2008, p. 48;

6 Huse, E., F., Cummings, T., G., Organization Development and Change, West Publishing Company, 1985, p.
24;
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The most well-known way to classify change depends on the radical nature of the
change. The concept of “radical change” and other similar notions are presented in the table
below.

Changes in an organization are, for the most part, planned, intentional changes,
proposed by management for various reasons (due to internal or external pressures, strategic
changes in order to develop the organization). Changes within an organization are noticeable

quickly, as they take place in a confined space to social ones.

CHAPTER 2 - The conceptual, epistemological and methodological framework of
the scientific approach describes the approach of the topic from the point of view of
epistemology and details the research methodology. The particularities of the public
management applied at the level of the Competition Council and other relevant concepts that
constitute the basis of the paper were highlighted. The chapter formulates the research
objectives, major topics and working hypotheses. The research methods are described as they
are presented in the specialized literature.

Public management deals with the civil service from a practical perspective, being the
one that leads to the good functioning of a public institution within which civil servants with
executive and management attributions and political representatives carry out their activity. It
determines the structure and status of civil servants and civil servants as employees of the
public institution. The performance of the public institution is closely linked to its employees,
whether they are executors or managers, who become directly responsible for the results
obtained.

When elaborating the efficient management model within the competition
authority, the following arguments were taken into account:

a) management is represented by the application of system analysis within the
organization;

b) system analysis is a language that refers to a complex and concrete reality;

¢) one of the main advantages of the management definition, starting from the analysis
of the system, is given by the fact that it can be applied to both the private and the public
sector.

Thus, the public management applied within the Competition Council can be defined
in two forms:

- in a narrow sense: public management is a way of applying the management

language at the level of the budgetary sector;
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- in a broad sense: public management is a management modality applicable when the
organization is in full expansion.

Professional performance appraisal is a process that supports both the organization
and the employees in order to intensify the quality, the labor productivity and the
improvement of the professional skills.

Performance appraisal is considered the main activity of human resource management,
which is carried out to determine the degree to which employees of an organization
effectively perform their responsibilities or tasks. Extending this concept, performance
appraisal is a process, action, or reference activity by which an appraiser estimates or
appreciates an individual’s performance against established standards, but also his or her
mental representation, self-concept regarding the achieved performance or its own system of
values.

Performance appraisal/assessment summarizes the processes (usually annual or
biannual) recorded and formalized, reviewing the manner and attitudes by which a person
carries out his activity. Usually, this “supervision” is performed by the direct boss of the
evaluated employee.

Performance appraisal can be very helpful. A regular review of each individual’s
performance provides information about the skills and aspirations of employees, which are
essential elements for managerial planning. This also leads to the consolidation of the
employees towards the goals of the institution and their compliance with the norms of the
groups within the team.

Performance appraisal is one of the core activities of human resource management;
this activity allows the determination of the degree to which the employees perform their
tasks efficiently and pays correctly and completely the responsibilities assigned to them. The
process involves evaluating the results, the intellectual, physical, professional and managerial
potential and comparing them with the requirements of the position held by an employee.

The concept of organizational culture refers to what is the collective standards of
attitudes, thinking, beliefs, values, habits and norms that are in an organization.

Organizational culture, seen as one of the main elements of organizational study and
management, expresses the beliefs, attitudes, values, psychology, and experiences of an
organization. Through these and not only, the organizational culture is the management tool

that ensures the increase of the long-term performance of the organization.
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Organizational culture is the component with the greatest influence on the behavior of
public sector employees.

Organizational culture in public organizations means the accumulation of spiritual,
distinctive, affective, intellectual and material characteristics resulting from the way of
feeling, thinking and personality of employees, manifested in work processes, which
significantly determine the mission of public organizations and their fundamental
objectives.

Culture, as a management tool, consists in the stabilizing ability of an organization.
Framed in the social system, organizational culture can balance the activity of an organization
as a wholel’.

The scientific research materialized in the elaboration of a management model
oriented towards increasing the performances at the level of the Competition Council, through
the application of which the principle of non-discrimination will be promoted on all levels of
human resources management (recruitment, training, promotion). It presents the current
situation within the competition authority and the extent to which it is open to change.

The paper includes a survey study aimed at verifying through statistical methods the
existence of correlations between important aspects of the performance measurement system
within the national competition authority and the validation of a tool for analyzing managerial
behaviors applicable to individual performance management.

The general objective of this scientific approach is to identify and analyze the

factors that determine the performance of a public institution in Romania.
The general hypothesis of the scientific research: It is assumed that among the

factors that determine the increase of the performance of the Competition Council we
can find an efficient organizational management.

Starting from the main hypothesis mentioned above, several derived hypotheses were
stated, in the form of pre-established statements, the persons in the sample, respectively
employees of the Romanian competition authority expressing their opinions on those
hypotheses.

Major topics of scientific research:

The research topics addressed by the formulated hypotheses are the following:

Topic 1: The characteristics of the management style applied within the Competition

Council directly determine the performances of this institution.

17 Comanescu, M., European Management, Economic Publishing House, Bucharest, 1999, p. 103;
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Topic 2: The level of motivation and involvement of the employees of the
Competition Council is one of the basic factors that contribute to increasing the performance
of the institution.

Topic 3: Internal communication in the case of public institutions is mostly informal.

Topic 4: Continuous improvement of human resources within a public institution
(personal development / career) leads to increasing the performance of that organization.

Topic 5: Organizational change - a factor of innovation in the public institution.

In order to interpret the data collected through the research, we performed a
descriptive analysis in the first phase, and later, based on the interpretation of the answers in
the questionnaire, we developed a study, precursor to the stage of validation of research
hypotheses.

The descriptive analysis took into account the following aspects:

1. Increasing the organizational performance at the level of the Romanian competition

authority, related to the manager’s leadership style, management control and planning

functions (communication plan; activity plan; activity report of the organization),
protocols concluded with other public institutions national or other international
organizations, determinants of effective organizational management; in this sense we
mention: 2 protocols with 2 universities in the country, respectively “Constantin

Brancoveanu” University from Ramnicu Valcea and “Vasile Goldis” University from

Arad, the collaboration protocol with Fondul Roman de Contragarantare SA, the

collaboration protocol with the Special Telecommunications Service etc.

2. Eliminating the unfounded idea that performance appraisal is a detested activity, a

threat to employees, who, although aware of its need, often show reluctant attitudes

and reactions;

3. Identifying the causes that lead to the decrease of the employees’ performances and

of the measures taken by the managers for their improvement;

4. Identifying the differences between managers’ and employees’ perceptions of how

to improve performance;

5. Validation and analysis of the answers in the questionnaire regarding the

establishment of the managerial strategies used by the president of the Competition

Council in order to improve the performances of the employees of the institution;

6. Formulation of recommendations aimed at increasing the performance of employees

by adopting motivational strategies related to their needs.
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In order to confirm or infirm the hypotheses, in addition to the application of the
employees’ questionnaire, a research of the national and international specialized
bibliography, of the studies carried out by different Romanian and foreign authors was carried
out. The questionnaire aimed to collect information based on the experience and perception of
the respondents regarding:

» the opinion of the employees from the Competition Council regarding the
correct identification of the management styles approached by the managers of
this public institution;

» the opinion of the employees regarding the management style adopted by the
management and the organizational performance;

» weaknesses and strengths of the employees / management within the

Competition Council.

CHAPTER 3 - Presentation of the empirical research includes the information
collected following the distribution of the questionnaire of the staff of the competition
authority and the interpretation of the data resulting from the processing of the answers.
Following the submission of the questionnaire, the collection of information based on the
experience and perception of employees regarding the importance of the existence of
favorable decision-making and leadership factors in the analyzed public institution and the
identification of the elements leading to performance were considered.

During the scientific research we aimed to approach the organizational performance at
the level of a public institution, debating first of all the particularities of the management of
the public organization, and secondly investigating the communication and motivation within
the Competition Council.

Starting from the formulated hypotheses, simultaneously with the study of the national
and international specialized literature, but also as a result of the quantitative research, it was
possible to deduce numerous connections between the analyzed phenomena:

- the relationship between internal communication and the organization’s
performance;

- the connection between the leadership style and the performance of the public
institution;

- the correlation between efficient leadership and organizational performance
management;

- the correlation between motivation and organizational performance;
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- the correlation between the democratic leadership style and communication;

- the relationship between legislative changes and the performance of the competition
authority;

- the relationship between organizational change and performance;

- the correlation between the organizational culture and the level of performance of
civil servants.

Based on these aspects, the main conclusions of the model put into evidence the link
between the management style approached and performance, i.e. between communication and
performance in the public organization.

In order to achieve performance, managers must promote authority within the
organization that allows them to maximize the potential of employees, encouraging them to
create and innovate.

The Competition Council has several categories of staff: general civil servants,
specialized civil servants, contract staff and public managers. The specialized public position
in the institution is of competition inspector, a category that represents 68% of the total staff
of the competition authority.

No matter how well it is forecast, the evolution of the economic situation is
accompanied by frequent reorganizations, which affect in terms of quality and quantity the
employees of a public institution. Knowing their potential and performance is one of the
essential activities of human resource management within an organization.

The possibility of progress of organizations is achieved only if they pursue continuous
performance and thus this is one of the primary objectives of the management of
organizations.

The strategies to improve employee performance, proposed in this thesis, have the role
of signaling the fact that managers cannot determine all employees to be efficient, using the
same methods and for this reason treat each individual differently in order to create their
context. conducive to performance development brings benefits at the individual level, but
also at the organizational level. In order to fulfill this role, it is necessary to understand and
use these aspects properly.

One of the relevant objectives of the performance appraisal process aims to improve

performance!® and therefore an implicit condition is to determine the current level of

18 Endres, G., M., Mancheno-Smoak, D., L., The Human Resource Craze: Human Performance Improvement
and Employee Engagement, Business Organization Development Journal, 2008;
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performance of the employees of the Competition Council by evaluating and using the most
appropriate strategies to achieve superior performance.

The reason why we chose to approach, through the elaborated model, its performance
and ways to improve it, from a strategic perspective is in line with the fact that the
management of the Competition Council requires a vision for the efficient use of human
resources. The need for a strategic approach results from the characteristics of the ever-
changing environment, a change that is seen as a condition of progress because, as loan
Ciobanu argues®®: “a nation enjoys economic success if it has an environment favourable to
improvement and innovation”.

When choosing the topic, we took into account the scientific interests and skills of the
author, but also other factors, such as: the existing demands of managerial practice and the
interest in the scientific development of the field; knowledge of the scope of the topic and the
formation of an overview of the issues it addresses; the relevance and complexity of the topic
for the management field; the variety of information material accumulated so far as a civil
servant. As a result, we considered it appropriate to conduct research to highlight which
strategy to increase performance is appropriate for the Competition Council, but also what
would lead employees to make efforts to achieve performance.

Among the most important objectives of human resources management are, in our
opinion, following the analysis of the developed model: the development and consolidation of
staff skills by permanently providing opportunities for evolution; developing effective
personnel policies, procedures and systems; staff appreciation based on activities and
achievements; labor force management, by taking into account the needs of each employee;
ensuring equal opportunities for all and adopting an ethical approach to management based on
concern for people, fairness and transparency.

The purpose of the opinion poll was to analyze the organizational performance of the
Competition Council. The factors that influenced the performance were identified.

The statistical hypotheses 1-17 were tested using an econometric model, in which the
dependent variable is the degree of organizational performance, and the independent
variables: management style applied, degree of involvement, rewards (bonuses, incentives,
etc.), salary level, innovation, telecommunications, feedback, work environment, legislative
changes, communication, motivation, human resource development, attitude towards work,

resources, external environment, leadership and organizational change.

19 Ciobanu, 1., Strategic Management, Polirom, Iasi, 1998;
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The econometric analysis indicates that, of all the factors analyzed, those with an
important significance in terms of performance are: human resource performance, degree of
involvement, legislative changes and organizational change. It is observed that the level of
performance is inversely proportional to legislative changes and directly proportional to
human resource performance, degree of involvement, and organizational change. Therefore,
of the 17 independent variables included in the initial form of the regression model, 4 are
significant and 13 are not. Thus, out of the 17 research hypotheses, four were validated.

The main conclusions, based on the answers received, are the following:

The analysis of the weights of the received answers shows the importance of
continuous improvement of employees for the qualitative fulfillment of tasks, the importance
of organizational change, but also of legislative changes, as well as the degree of involvement
of Competition Council staff in performing tasks with increasing institution performance.

In this regard, the participation of the staff in mobility programs, exchange of
experience, as a form of professional career development is an important factor in increasing
the organizational performance according to the interviewed staff (80.9%).

The success of organizational change is directly correlated with both the quality of
the solution found and the effectiveness of its implementation (96.6%) and is a decisive
element in increasing organizational performance.

Regarding the legislative changes, following the data collected from the employees of
the Competition Council, we found out that the vast majority of the staff in the organization
(74.1%) appreciate that they negatively influence the performance of a public institution.

It is observed that a high level of employee involvement in the performance of tasks
directly contributes to increase the performance of the Competition Council (98.8%).

CHAPTER 4 — The integrated model of organizational performance. In this
chapter, the ways of efficient management within the Competition Council have been
highlighted, in accordance with the chosen themes. The model could serve as a good practice
guide for other public authorities and is extremely useful for improving human resource
management.

Leadership and management are complementary and distinct notions, each with
specific functions and characteristics. Both are indispensable to break through in an
increasingly complex environment. The organization must be aware that strong leadership
with vulnerable management is not good, and sometimes it can be worse than the opposite.
True performance is given by combining strong management with strong leadership and

compensating them.
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A first aspect necessary to increase the organizational performance resulting from the
present research is the improvement of teamwork, by organizing semestrial team-buildings.

We also propose the organization of trainings / seminars in order to cultivate the
desire for a continuous learning during the professional career of the employees of the
Competition Council. Training and professional development of employees is one of the most
important investments that the organization should make; the application of this policy has
immediate positive effects for the entity, but also to obtain moral and material satisfaction for
the employees who will become more involved in its problems.

The training, education and development of administrative staff must be one of the
key components of human resources policy in order to achieve performance.

The organization of the institution means training and improvement, even if there are
many other things that need to be done to strengthen the organization and that do not require a
specific training. Staff training involves sending employees to short or long-term training
courses. One of the most effective and least expensive types of training is the one that is
provided right at work, during the service. However, the training and development of
employees in the workplace requires leaders (bosses, supervisors) who are trained and have
the qualities and skills of an instructor, to show skills for working with people and teamwork
and to help others to learn and to form. The training and professional development of civil
servants is the main way to increase work efficiency.

The overall performance management resulting from the scientific research leads to
the solution of the difficulties faced by the competition authority, namely:

- uncertainty of tasks — “What do I have to do?”;

- transforms the objectives of the institution into specific objectives for each position
occupied;

- develops the skills of the employees;

- improves team communication;

- motivates employees — “I know that if I reach the performance targets, I may have
certain recognitions (material incentives, promotion, obtaining higher grades, etc.)”.

Performance management, according to Professor Aurel Manolescu, is a much broader
concept than performance evaluation, as it targets independent behaviors, attitudes and
processes or a complex strategy for optimizing performance.

Within the Competition Council, the operationalization of performance management is
conditioned by the promotion and use of management by objectives, which introduces in the

managerial practice three important motivational criteria:
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- the level of fulfillment of the individual objectives;

- the level of fulfillment of the objectives of the organizational subdivision of which
the employee is a part;

- the level of fulfillment of the general objectives.

In other words, the granting of material or moral rewards / sanctions will be
conditioned by the level of individual, group and organizational performance.

In this context, it is necessary:

* to create a culture of performance, in order to prevent the risk of stimulating
individual performance to the detriment of organizational ones;

* involvement of managers from a higher hierarchical level in the evaluation;

« the role of feedback in evaluating performance management.

In order to implement the performance management system, the following must be
taken into account:

* defining the purpose and role of each job, duties and responsibilities;

« defining the desired performances and expressing them as measurable results;

* defining the priority of objectives;

* defining performance standards;

* discussing performance and feedback;

* building an information management system.

From this analysis, it results that for a civil servant the knowledge acquired in the
years of study is not enough. There is a complex area of activity, a dynamic of phenomena
due to the increasing complexity of the problems.

Solving them is not possible if employees are based on intuition, but there is a need to
increase professional qualities. The main way to increase the work efficiency of civil servants
in the Competition Council is to train and improve them. A training program will only work
if it is based on a careful analysis of the needs of the institution. The efficiency of the training
and improvement processes depends on the concern for the application in practice of what has
been learned. If the application is not successful, the training and improvement have no value.

In order to increase the effectiveness of communication, this being an important
problem encountered in the case of civil servants, the main proposals are:

v’ training of employees within the competition authority, especially in terms of

communications and mechanisms for their transmission and reception within the

institution, the role of the organizational framework and climate, etc.;
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v improving the ability to express and listen, correlating the formal organization

with the informal one;

v promoting with predilection some management styles that require the widespread

use of the meeting and delegation;

v"improving the organizational structure, with emphasis on flexibility.

Another recommendation - to continue the implementation of the institution’s
imformatization, thus providing the possibility to solve at a high standard most of the
problems it faces.

The assessment of the activity of each employee must be objective within the
Competition Council, to be based on the real knowledge of the results of the activity that each
one carries out, of the preoccupations for the increase of the efficiency of the local
administration. This can prevent some dissatisfaction, the tense atmosphere that damages the
organizational climate.

Investigating the situation at the level of the competition authority, it was found that,
in general, the assessment of the activity of each employee agrees with the results obtained,
with the contribution / contribution brought.

Meetings should be more concise and not waste much time in discussions after an
agreement has been reached. It is important that someone oversees the course of the
discussions so that everyone can contribute to the actual conduct of the meeting.

Discussions should be focused on the aims and tasks of the meeting, and at the end of
the meeting it is essential to summarize its results and draw clear conclusions, assign precise
tasks and set deadlines so that everyone knows what to do.

Modalities of managerial efficiency within the Competition Council:

v/ maximizing macroeconomic management (accountability, strategy, transparency);

v promoting strategic management;

v" reengineering the management of the public organization;

v"improving human resources management.

The main ways to improve macroeconomic management take into account the
following aspects:

- supporting strategic management;

- the appointment of ministers, presidents of institutions, general directors, secretaries

of state, on criteria of professional and managerial competence;
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- the inclusion of management contracts in the relationship between minister and
director of organizations, this being an important way of holding individuals and the group
accountable;

- appealing to performance indicators;

- improving managerial communication in the public sector;

- the use of economic-financial levers as managerial tools for restarting the economy,
to maintain the working climate within state institutions;

- organizational adaptability of the economy;

- encouraging performance-based motivational systems.

The effects of these modalities are expressed in:

- increased confidence in the political class;

- efficient management of national resources;

- developing the competitiveness of the national economy;

- increasing the international visibility of the Romanian competition authority.

For the general redesign of public sector management, we recommend the following
ways:

- performing SWOT analyses to identify the potential for economic and managerial
resilience of the institution;

- creating the conceptual system of objectives (derivatives, fundamental, individual
and specific;

- structural reorganization;

- appointing managers compatible with the positions they hold, taking into account
multidimensional skills;

- informational and decisional redesign;

- the application of an adequate management methodology, by using and promoting
sophisticated, complex and modern managerial tools, as is the case of management by
objectives;

- improving the managerial and organizational culture.

The success in capitalizing on human resources, according to the research, is the
motivation that practically trains the staff, offering them professional and material
satisfaction. Closely related to material interests, other elements such as behavior, esteem,
self-realization, belonging to the team, etc. should be taken into account. Employee
motivation should not be seen as a whole, but rather as a process with a pronounced

individual character because it is complex and has many peculiarities. Motivation should not
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be limited to material benefits, it can include other elements such as: security and safety, the
possibility of making proposals, access to information, social status based on esteem and

consideration.

FINAL CONCLUSIONS

As a result of the scientific approach, it can be concluded that 4 of the 17 working
hypotheses are valid. The premises from which we started in this scientific approach refer to
the existing organizational culture within the Competition Council, the creative climate of this
public institution, the styles of communication, organizational change, work environment,
feedback, legislative changes, etc.

The realization of the scientific approach took into account the following aspects:

v' the points of view of the employees;

v" the needs of the competition authority;

v’ the context in which the public institution carries out its activity;

v temporality: what may be true today may not be true tomorrow;

Starting from the need to integrate the performance requirements of a public
organization in a unitary framework, we consider it useful to address the essential aspects of
organizational performance management around the concepts of efficiency and measurement
of public institution performance.

Therefore, we appreciate that the management of organizational performance will go
through the process of elaborating the human resources strategy much easier, it will simply
impose the targeted measures, if in this process the personnel of the organization is involved.
Thus, the members of the organization are encouraged and motivated to express their opinions
about the weaknesses and strengths of the organization and about the environment in which
the institution operates. Thus, more attention is paid to the communication process, so that the
members of the public organization show sufficient interest and confidence in establishing the
perspective of the organization.

The scientific research has revealed that a strong culture is beneficial to the efficiency
and performance of an organization only if it promotes values and behaviors directly oriented
towards this goal, positive values from a managerial point of view.

The more an organization proposes such values, the greater its chances of achieving its
goals and prospering, otherwise it risks more than acting inefficiently and ineffectively, it
risks not acting at all. Leaders have a duty and an obligation to create, promote, and maintain
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these values that are considered positive and desirable for the organization; in the case of
public institutions, they must be coordinated with consumer expectations.

In the case of public institutions, and especially in the case of the Competition
Council, we appreciate the staff as being involved in the implementation of the strategy aimed
at increasing the efficiency of organizational performance management. Thus, it was taken
into account the differentiation of the category of employees, the employment of those
individuals who contribute, through their training, to the establishment of strategic options,
objectives, etc., or on whose involvement the implementation of the strategy depends.
Involving staff in developing the strategy increases the chances that employees will
participate with all the knowledge and qualities in the implementation process, which has
proven to be much more difficult than the strategy development process.

Based on the field investigation and the conclusions formulated on it, as well as the
experiences identified in the scientific papers studied, presented, some of them in the doctoral
thesis, we formulate the following conclusions for a successful management system of the
public institution:

v’ the orientation of the expectations and the ways through which the employees can
fulfill their objective, taking into account the behaviors supported by them;

v' the need to expand the studies in order to understand the evolution of scientific
concepts in the field of efficiency of the organization's performance management,
necessary to determine the directions of their further development;

v institutional consolidation, through an extensive process of strengthening, adapting to
changes of the institution through which an economic, social, political or cultural
process is directed, etc.;

v"increasing the constructive approaches of scientific theory, understanding the need to
amplify the role of theoretical thinking in the science of efficiency of public
organization performance management;

v’ the introduction in the training of the future managers of some aspects regarding the
efficiency of the performance management, the qualities of the efficient manager, the
influence of the efficiency of the human resources management on the performance of

the public organizations;

v' supporting and ensuring the training and improvement of professional skills through
training courses for civil servants to aim as a distinct direction the efficiency of

organizational performance management within national public organizations;
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v making available to the managers of public organizations information through which
to argue the need to scientifically analyze the efficiency of organizational performance
management by using tools and methods specific to management, organization theory,
decision theory, computer science, etc.;

v the development and formation within the public organizations of an organizational
culture centered on the values of the modern organization, on the needs and
motivation of the employees in order to increase its performance;

v the rigorous delimitation of each department or position specific to the organization,
their classification with professional employees in the respective field,

v"in order to strengthen the relationship with colleagues, create a spirit of collaboration
and understanding within the team, as well as strengthen the organizational culture,
actions can be organized such as: team-buidling, team outings on various occasions,
involvement of employees in group projects, etc.

Therefore, we can consider that our effort to build a relevant scientific approach, and
to develop relevant practical solutions, necessary to achieve ways to streamline organizational
performance management, to identify strategies needed to increase the performance of
national public organizations could be continued for expansion and deepening new theoretical
aspects, but also for identifying new praxiological opportunities.

We appreciate that the proposed topic as well as the way of conducting the research is
of particular importance because its results, if they will be accepted and later disseminated in
the public sector, but also in other interested sectors, can produce a positive change in the “the
individual’s mindset” and implicitly of the “group mentality” in terms of ways to streamline
the management of organizational performance.

From the undertaken research, it can be understood that the democratic manager works
efficiently with subordinates, by creating a favorable working climate, thus leading the

organization to success.
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PERSONAL CONTRIBUTIONS

We appreciate the doctoral thesis as a construction that meets the theoretical and
methodological requirements specific to this approach. Thus, we consider that the personal
contributions are relevant, among which we mention:

a) the content of the doctoral thesis, respectively its structure presupposes new aspects,
which are not approached by the national or foreign specialized literature, or their presence is
a segmental one;

b) the presentation of the evolution and the critical analysis of the content and
characteristics of the public organization, respectively of its particularities;

c) addressing specific aspects of organizational culture, organizational development,
performance and organizational change at the level of a public sector subsystem;

d) highlighting new possibilities for understanding the specific activities of
organizational performance management, strategies and ways of measuring performance
within national public organizations;

e) the presentation of some clarifying aspects, defining the performance of the national
organizations, of the evaluation indicators;

f) critical analysis of the aspects regarding the content of the efficiency of the
organizational performance management;

g) elaboration of a new content of the efficiency of the performance management of
the public organization and of some non-financial indicators for its evaluation;

h) identification of the main levers of performance taking into account the changes
that have occurred in the contemporary society, complex and full of risks and challenges;

i) the design, fundamentation, development and organization of the field investigation
is persoanl contribution;

J) the interpretation and proposals issued in the analysis of the employees’ opinions for
each major topic in the questionnaire is entirely a personal contribution.

Contributions with synthetic character:

- the way in which the organizational performance was treated, through the research of
the stage and the knowledge in the field until now, noting the authors who had the most
important contributions to the research topic;

- defining the concepts used in carrying out the scientific approach, which represented

the foundation of a new paradigm of organizational performance within a public institution;
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- the scientific approach is based on the potential analysis and synthesis of the author,
especially in terms of customizing the concepts and theories of performance for applicability
within the Competition Council,

Contributions with theoretical character:

- clarifying some fundamental concepts regarding the performance of the organization;

- recommendations on achieving performance in the public sector, taking into account
the elements characteristic of leadership styles, climate and organizational culture;

Scientific contributions:

- creation and presentation of three intermediate reports within the doctoral research;

- creating and writing scientific articles;

- creating and writing the doctoral thesis;

Usage of the doctoral thesis:
- this paper was developed to be a methodological guide and a model of good practices

for managers in other public institutions in Romania;

PERSPECTIVES OF THE RESEARCH

This paper can be successfully developed and deepened in the future. To broaden the
research horizon, we recommend the following directions:

- conducting a comparative analysis between public institutions and enterprises.
Answers to questions such as: “Do the public institutions have the ability to communicate
internally and externally as professionally and efficiently as businesses?” or “What else can
public institutions learn from companies about management?” - can provide important
information for both businesses and other public sector entities.

- investigating public organizations through qualitative research methods (e.g. case
studies, interviews) would facilitate more accurate evaluation and determination of
communication and management within public sector organizations. In this regard, by
observing these phenomena in more detail, more elaborate results could be obtained in
relation to what works or does not work within these entities.

- the evaluation of public organizations, communication and management from the
perspective of the services offered could answer two important questions: “How affected is
the quality of public services due to the increased number of private organizations?”, “How
do companies manage to improve their services from a qualitative point of view compared to

public institutions?”.

62



- given that the model describes the process that the public organization has gone
through over time, we believe it is interesting to predict what will happen in the public sector
in the near future. It would be important to discuss the following issues: “In what direction
will public institutions evaluate in the next 10 years?”, “Will they become more efficient in
communication and management?”’.

- the elaboration of a guide of good practices for the development and application of
the concept of organizational performance.

We are confident that the results of the study will contribute to the increase of
knowledge and use in practice. These can be starting points for future researchers, the chosen
topic being a novelty at the level of the public sector.
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