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SINTEZA LUCRARII

De-a lungul vremurilor, identificarea motivelor care stau la baza actiunilor oamenilor,
a fost un subiect atins de multi cercetatori in incercarea de a raspunde la intrebarea: ce fi
motiveaza pe oameni? Astfel, au fost concepute teorii si au fost enuntate definitii ale motivarii
de catre oamenii de stiintd, totul pentru a intelege comportamentul uman, in incercarea de a
controla si dirija obiceiuri si reactii.

Motivarea angajatilor reprezinta o tema de actualitate, un subiect ce sufera modificari
in mod constant in functie de evolutia societatii, precum si in functie de dezvoltarea si
schimbarea obiceiurilor oamenilor. Astfel, desi este o tema ce a primit atentie si a fost intens
abordatd de-a lungul timpului, provocarea cercetatorului constd in aplicarea tehnicilor si
metodelor cele mai potrivite pentru a identifica noi parghii in motivarea personalului, adaptate
influentelor asupra oamenilor aflate in continud schimbare.

In ceea ce priveste cercetdtorul, acesta considerd subiectul motivarii functionarilor
publici un subiect controversat, prin prisma prejudecatilor, miturilor si stereotipurilor existente
cu privire la activitatea persoanelor care ocupa functii publice, si dificil, din perspectiva
persoanelor care ocupa functii publice de conducere, care se lovesc de limitarile si rigorile
impuse de legislatia In domeniu, avand o plajd limitata de actiune, buna desfasurare a activitatii
si creearea unui mediu de lucru placut intre angajati, bazandu-se doar pe abilitatile si experienta
personald. Totodata, la nivelul functionarilor publici, existd problematica mentinerii unui nivel
ridicat si constant de motivare 1n dorinta de a asigura un serviciu public de calitate. Acest nivel
poate fi mentinut, conform precedentelor cercetari teoretice, folosindu-se anumite metode de
motivare ce au la bazd multiple teorii dezvoltate de-a lungul timpului, aplicate in functie de
specificul activitatii desfasurate si de natura personalului angajat.

Performanta institutiilor publice si a angajatilor acestora ar trebui sa fie mai
importanta pentru societatea noastra decat performanta angajatilor din organizatiile din sectorul
privat, scopul urmarit fiind oferirea unui serviciu public de calitate tuturor categoriilor de
contribuabili.

Cu toate ca motivarea resurselor umane a constituit si reprezintd un domeniu de
interes, atat pentru psihologi, cercetatori, oameni de stiinta, cat si pentru oameni de afaceri, in
ceea ce priveste sectorul public, nu a cunoscut foarte multe abordari. Prin cunoasterea si
intelegerea factorilor motivatori din institutiile publice, se poate Imbunatati eficacitatea si

eficienta acestor entitati.



Astfel, revine rolul managerilor, respectiv a persoanelor cu functii de conducere, sa
gaseascd modalitatea ideald de a conduce, ghida, motiva angajatii, folosindu-se de experienta
si cunostintele personale si de parghiile legale pe care le pot utiliza in activitatea lor.

In literatura de specialitate au fost cautate si ilustrate rdspunsuri la intrebarile
referitoare la ce 1i motiveaza pe oameni. Au fost enuntate definitii si concepute teorii cu privire
la termenul de motivatie si elementele care conduc si stau la baza cresterii, mentinerii sau
descresterii nivelului de motivatie al oamenilor.

Cercetarile au relevat diverse tipuri de motivatie intalnite la diverse tipuri de oameni,
ce explica si sunt corelate cu caracterul uman individual, nivelul de educatie, experienta
fiecaruia, valorile morale etc.

Teoriile motivationale arata perspectivele diferite din care pot fi privite elementele si
factorii care contribuie la atingerea unui nivel de motivatie, indicand alte seturi de nevoi si
valori ale omului 1n raport cu ceea ce ii poate aduce motivatie, de la trebuinte fizice pana la
trairi si sentimente.

La nivel empiric au fost dezvoltate tehnici motivationale menite sd indrume managerii
si sd usureze munca acestora, totul pentru atingerea obiectivelor profesionale, dar si umane.

In ceea ce priveste aplicarea elementelor teoretice referitoare la motivarea resurselor
umane 1n cadrul institutiilor publice, parghiile care pot fi utilizate de catre personalul cu functii
de conducere sunt limitate, bazandu-se doar pe interesul si dorinta existente la nivel personal
de a crea un mediu de lucru placut si motivant si de a crea un sentiment de loialitate fata de
institutie si serviciul public.

Asadar, in capitolele ilustrate, au fost abordate aspecte legate de managementul
general, cu accent pe managementul resurselor umane si motivarea resurselor umane. Au fost
definite motivatia, valorile si atitudinile legate de munca ale angajatilor, apoi trecute in revista
concepte de baza pentru analiza motivatiei si a atitudinilor fatd de munca, in care au fost incluse
concepte despre nevoile, valorile si motivele oamenilor, concepte ce reprezintd componente
esentiale ale teoriilor si tehnicilor motivationale.

Totodata, sunt descrise teoriile majore ale motivatiei in munca si diverse tehnici pe
care organizatiile le folosesc pentru a mari gradul de motivare al angajatilor, precum si cercetari
referitoare la aspecte majore legate de munca, cum ar fi angajamentul organizational, satisfactia
in munca si profesionalismul.

Capitolul II reprezintd descrierea mediului public din Romania, respectiv cadrul
legislativ prin definirea conceptelor de institutie de stat, functia publica si functionarul public,

precum si expunerea modalitatilor de recrutare a functionarilor publici. A fost ilustrata baza
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legislativd in ceea ce priveste exercitarea functiei publice, respectiv documentele care
guverneaza activitatea, precum si particularitatile managementului resurselor umane in
institutiile de stat.

Institutia publicd asupra cdrei functionari publici a fost efectuatid cercetarea este
descrisa in capitolul III al tezei de doctorat. Gradul de motivare al acestor angajati nu a fost
niciodatd evaluat, desi institutia a fost infiintatd in anul 2013. Totodata, detalii referitoare la
desfasurarea muncii la domiciliu In Romania si in cadrul institutiei vizate sunt evidentiate.

De asemenea, cercetarile precedente in domeniul motivarii functionarilor publici,
precum si intrebarile, obiectivele si ipotezele care au reiesit in urma studiului si care constituie
obiectul acestei lucrari, sunt expuse in capitolul III.

In urma studiului lucrarilor amintite, s-au nascut urmatoarele intrebari:

o Sunt functionarii publici motivati?
. Este sectorul public un mediu de lucru care aduce motivatie?
. Exista diferente in nivelul de motivare in functie de locul desfasurarii activitatii

in cadrul institutiei?

. Care este influenta vechimii in munca asupra nivelului de motivare?

. Schimbarile in programul de lucru generate de contextul pandemic au influentat

perceptia fatd de munca depusa?

° Sistemul actual de motivare, respectiv remuneratie, este suficient de motivant?

. Existd o posibilitate clara de imbunatatire a nivelului de motivatie?

Obiectivul general al cercetarii este reprezentat de identificarea nivelului de motivatie
in muncd a functionarilor publici si evidentierea nevoii unui sistem de promovare bazat pe
performante si sublinierea detinerii cunostintelor necesare manageriale in domeniul motivarii
de catre personalul cu functii de conducere. De asemenea, evaluarea perceptiei inspectorilor
din cadrul institutiei cu privire la schimbarile impuse de pandemie, a constituit atat un element
de noutate, cat si un obiectiv al cercetarii de atins. Totodata, de la Infiintarea institutiei si pana
in prezent, grupul tintd ales de cercetarea prezentd nu a facut niciodata obiectul unei evaluari
specifice in ceea ce priveste gradul de motivare si perceptia fatd de munca.

Obiectivele specifice sunt:

O1 — Investigarea gradului general de motivatie in munca;

02 - Investigarea gradului de motivatie atunci cand persoanele cu functii de conducere

utilizeaza tehnici motivatoare;



O3 — Evidentierea limitelor in ceea ce priveste cresterea gradului de motivare corelata
cu modalitatile de promovare si utilizarea tehnicilor motivatoare;

O4 — Identificarea unor tehnici motivationale pretabil a fi utilizate pentru cresterea
nivelului motivatiei In munca;

OS5 — Analiza impactului schimbarilor survenite in desfasurarea programului de lucru
in context pandemic;

O6 — Evidentierea necesitatii existentei unor programe de formare profesionald al
personalului cu functii de conducere in ceea ce priveste tehnicile de motivare a personalului cu
functii de executie, cu referinte si din cunoasterea caracterului uman.

In demersul stiintific au fost formulate urmatoarele ipoteze:

I1 — Functionarii publici din institutia vizatd manifestd motivatie in munca;

12 — Sistemul actual de salarizare este motivant;

I3 — Daca sunt utilizate tehnici motivationale, motivatia functionarilor publici creste;

I4 — Sunt necesare cursuri de formare profesionald pentru functionarii publici pentru
cresterea nivelului de motivare;

I5 — Schimbarile survenite asupra programului normal de lucru ca urmare a pandemiei,
cum ar fi munca la domiciliu, au avut efect motivator asupra functionarilor publici;

Designul si metodologia cercetdrii stiintifice constituie capitolul V. Au fost evaluate
motivele si valorile care reprezintd fundamentul in exercitarea functiei publice, cum ar fi
dorinta de a efectua un serviciu public de calitate si, de asemenea, viziunea fata de remuneratie,
siguranta locului de munca, atributiile de serviciu detinute si atitudinea fatd de eventuale
beneficii speciale oferite de unele functii publice.

Metoda de colectare a datelor este metoda anchetei, prin intermediul chestionarului,
respectiv ancheta sociologica cantitativa, pe baza unui chestionar aplicat in randul angajatilor
unitatii alese. Esantionul este reprezentat de un numar de 296 respondenti, functionari publici
care activeaza in cadrul institutiei alese.

In cadrul cercetarii s-a realizat un amestec de metode statistice cantitative, din care
enumeram:

- tabelele de frecventa pentru orice tip de variabild si statistici descriptive (medie,
indicator al tendintei centrale, si abatere standard, indicator al imprastierii),

- statistici parametrice:

- teste ce au vizat analiza relatiei dintre doud variabile: analiza de corelatie
Pearson Product Moment Corelation ce testeazd intensitatea relatiei dintre doud variabile

continue, si analiza de regresie liniard si multipla care, spre deosebire de cea dintai, testeaza
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intensitatea relatiei dintre multiple variabile predictor si o unica variabild continua, permitand
estimarea unei variabile, prin utilizarea altei variabile;

- teste ale diferentelor de grup: analiza ANOVA, care testeaza diferenta dintre
doud grupuri sau mai multe si o singura variabila continud, si testul t independent, care testeaza
diferenta dintre doud grupuri in raport cu p singura variabila continua;

- teste pe variabile categoriale: testul Hi-patrat;

- analiza multivariata a datelor prin ultilizarea coeficientului Cronbach’s Alpha ce
analizeaza consistenta interna a itemilor care formeaza un instrument anume;

- corelatia neparametricd prin utlizarea coeficientilor de contingentd (Cross
Tabulation).

Datele au fost reprezentate grafic prin tabele descriptive si grafice de tip bare verticale,
orizontale si placinta.

Rezultatele cercetarii sunt detaliate descriptiv si statistic in capitolul VI, iar concluziile
si recomandarile reprezintd incheierea cercetarii stiintifice.

Constatdrile studiului au evidentiat nivelul de motivatie al angajatilor pe baza
satisfactiei lor fatd de munca. Satisfactia si nemultumirea in randul lucratorilor este evidentiata
de teoria cu doi factori a lui Herzberg care a sustinut faptul ca un factor sau stimul care
promoveazd motivatia este “satisfier” factorul motivational care creste satisfactia angajatilor
de a lucra cu mai mult devotament si pasiune pentru bunastarea personald si a organizatiei.
Teoria motivationald mentionata a fost testata pentru a evidentia factorii asociati cu satisfactia
si nemultumirea angajatilor. Constatdrile au evidentiat activitatile profesionale, recunoasterea,
performanta la locul de munca si avansarea ca factori de motivare pentru lucratori.

Pe de alta parte, nemultumirea in randul angajatilor creste din cauza unor factori
precum atitudinea negativa, securitatea locului de munca, volumul de munca, salariul,
managementul, conditiile de munca si relatiile interpersonale. Potrivit lui Herzberg, satisfactia
in randul angajatilor poate creste sau scadea si cu un aspect al muncii. Cu toate acestea, pe baza
teoriei mentionate, concluziile studiului curent au sugerat ca motivatia intrinseca este necesara
pentru a motiva lucratorii, iar tehnicile de motivare pretabile includ feedback constant,
oportunitati de dezvoltare profesionald, cursuri de formare si management prietenos. Totodata,
concluziile studiului sunt paralele cu teoria lui Herzberg in evidentierea faptului ca functionarii
pot lucra satisfacator fara a primi motivatii extrinseci, cum ar fi salariul, promovarea sau
recompensarea.

De altfel, teoria dezvoltatd de Herzberg este cea mai pretabil a fi utilizatd in randul

functionarilor publici si evidentiazd faptul cd motivatia intrinsecd este factorul motor al
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activitatii functionarilor publici vizati de prezentul studiu, iar tehnicile de motivare pentru
cresterea nivelului de motivare intrinseca, se preteaza a fi folosite cu succes in cadrul institutiei,
fiind accesibile si in puterea persoanelor cu functii de conducere. Astfel, s-a dovedit faptul ca
tehnici de motivare consacrate precum asculta si raspunde, tehnica feedback-ului motivational
verbal si a recunoasterii meritelor, extinderea sau largirea postului, Tmbogatirea postului,
modificarea comportamentald, competitia, sedinta, brainstormingul sau munca la domiciliu,
pot fi utilizate cu succes in motivarea functionarilor publici din cadrul institutiei publice.

Rezultatele studiului contin recomandarile necesare autoritatilor publice in formarea
politicilor de management al personalului din sectorul public, precum si altor cercetatori din
acest domeniu:

- pe baza constatarilor studiului se poate recomanda ca cercetarea sa fie replicata
inclusiv cu alte tipuri de angajati publici care lucreaza in alte institutie pentru a evalua nivelul
lor de motivatie la locul de munca si performanta la locul de munca, precum si pentru a
evidentia diferentele Intre perceptiile fatd de munca ale diferitelor categorii de functionari
publici.

- studiul a fost efectuat pentru a evalua nivelul de motivatie in randul unei categorii
de angajati din sectorul public si perceptia acestora fatd de schimbarea adusa sistemului de
organizare din cauza pandemiei. Aceleasi variabile de studiu pot fi reaplicate folosind diferite
domenii de lucru si organizatii diferite.

- cercetdtorul si-a propus sa evalueze nivelul de motivatie in randul functionarilor
publici, dar nu a facut o comparatie a nivelului de motivatie al angajatilor pe baza mediului de
lucru anterior. O comparatie intre sectorul privat si public poate fi facuta utilizand aceleasi
variabile de studiu care vor evidentia alte aspecte ale motivatiei la locul de munca.

- se recomanda personalului de conducere sa organizeze mai multe intalniri si sedinte
si s ofere feedback constant subalternilor, chiar daca acesta este pozitiv sau negativ, deoarece
s-a constatat prin prezentul studiu ca motivatia intrinseca ajutd la imbunatatirea performantei
in comparatie cu motivatia extrinseca.

In plus, bunele practici si un mediu de lucru bun pot creste nivelul de motivatie in
randul functionarilor publici la locul de munca, ceea ce nu numai cd imbunatateste relatia
angajatilor Intre ei, ci si cu oamenii din functii de conducere. Sectorul public, implicit institutia
publica analizata, poate cunoaste aprecieri ca fiind un mediu motivant de lucru, ceea ce conduce

la o atractivitate crescutd in randul tinerilor absolventi si nu numai.
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Astfel, constatarile studiului au recomandat implementarea mai multor practici pentru
cresterea gradului de satisfactie in munca si motivatie In randul angajatilor din sectorul public,
cum ar fi:

- acordarea constanta de feedback: acesta poate fi transmis atat verbal, prin conversatie
directa, cat si In scris, folosindu-se posta electronicd sau mijloacele de comunicare sociale.
Pentru realizarea acestei practici, personalul cu functii de conducere, pe langa experinta
personald, trebuie sd aiba acces la informatii referitoare la comportamentul uman si la
modalitatile in care se pot exprima pareri intr-un mod asertiv cu privire la desfasurarea
activitatii si la calitatea indeplinirii atributiilor.

- organizarea de dezbateri pe tema modificarilor legislative si a spetelor intalnite: prin
aceste intalniri, despre care am demonstrat ca contribuie la cresterea nivelului de motivare, este
sporitd creativitatea $i Incurajatd inifiativa, iar functionarii dobandesc un sentiment de
apartenenta la institutie si siguranta cu privire la aplicarea unitara a legilor. Prin organizarea de
sedinte si dezbateri, este oferitd ocazia fiecdrui angajat de a-si exprima parerea si/sau
neldmurirea cu privire la subiectele ridicate, putand participa in mod activ la discutii
constructive si chiar competitionale, in functie de situatie, avand in acest fel, sentimentul de
implicare si de ascultare de catre superiori.

- utilizarea tehnicilor motivationale care se refera in primul rand la abilitatile umane
ale persoanele cu functii de conducere si care nu implicd costuri din partea institutiei sau
modificari legislative.

De asemenea, s-a constatat faptul cd implementarea pentru prima datid a muncii la
domiciliu in acest sector public, a avut succes. Desi implementarea a fost grabita de izbucnirea
pandemiei de COVID-19 si a avut un ritm accelerat si subit, functionarii publici ce au fost
vizati de aceasta cercetare, au avut o perceptie pozitiva fatd de modalitatea de desfasurare si au
avut un nivel de motivare crescut. Desigur, perceptia a fost influentatd si de teama de
contaminare si de nevoia de siguranta sanitard, insd desfisurarea activitatii a decurs In mod
normal, atributiile de serviciu au fost indeplinite, iar nivelul de motivare al functionarilor nu a
cunoscut descresteri.

Directii viitoare

Concluziile studiului au evidentiat necesitatea introducerii cursurilor de management
al resurselor umane pentru oamenii din management. Personalul cu functii de conducere trebuie
sa fie constient de bunele practici pentru a mentine relatii sandtoase cu angajatii i pentru a crea
o atmosfera prietenoasa care nu numai ca incurajeaza cooperarea intre angajati, ci si sporeste

cresterea profesionald si oportunitatile de dezvoltare. Prin urmare, existd o nevoie urgenta si
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constantd de a organiza cursuri de management al resurselor umane si cursuri de formare
profesionald pentru lucratori prin care acestia sa Invete sa ofere feedback intr-un mod eficient
si 1n acelasi timp asertiv, sd cunoasca si sa exploateze abilitdtile soft ale angajatilor si sa invete
sd foloseasca tehnicile de motivare intrinsecad. De altfel, studii privind nivelul de motivare pot
fi efectuate si In cadrul altor institutii publice, cu un alt profil al resursei umane si un alt
domeniu de activitate.

Limitari

Acest studiu de cercetare are mai multe limitari, deoarece cercetatorul s-a confruntat
cu multe provocari in timpul efectudrii cercetarii:

- cercetarea s-a confruntat cu rigiditate a mediului vizat in timp ce colectat datele de
la respondenti. Oamenii ezitd sa dea opinii sincere cu privire la performanta i motivatia lor la
locul de munca.

- mediul in care s-a desfasurat cercetarea a fost rigid, existand restrictii cu privire la
mediatizarea la nivel oficial.

- au existat mai multe provocari pentru cercetator in timpul colectarii de date care s-
au adaugat limitarilor studiului, deoarece colectarea datelor a fost dificild in timpul utilizarii
sondajelor Google, completarea acestuia ridicdnd probleme unora dintre participanti.

- mai mult, cercetatorul s-a confruntat si cu dificultati in timpul procesului de colectare
a datelor din cauza subiectivitatii si reticentei participantilor. Respondentii tind sa se comporte
artificial In timp ce fac observatii si opinii cu privire la nivelul lor de motivatie si performanta
la locul de munca. Asadar, a fost dificil pentru cercetator sd interpreteze constatarile pe baza
opiniilor subiective ale respondentilor.

- cercetatorul a considerat ca procesul de colectare a raspunsurilor de la respondenti a
fost laborios si dificil. Mai mult, interpretarea obiectiva a datelor si a constatarilor a fost, de
asemenea, dificild, deoarece multe intrebari din sondaj au cerut respondentilor sa marcheze mai
mult decat un singur raspuns. A ingreunat interpretarea acestor afirmatii Tn mod obiectiv si
cantitativ.

- totodata, o alta limita este reprezentata de faptul ca nivelul de motivare a fost masurat
intr-un anumit nivel temporal.

- in cele din urma, limitarea acestei cercetari este ca nu a fost o cercetare calitativa
fiind folositad doar metoda cantitativa, de anchetd, pentru colectarea datelor. Nu s-au folosit
metode de cercetare calitativd, precum interviuri, observatii sau note depuse pentru colectarea

datelor. Deci, cercetatorul a gasit acest lucru ca o limitare metodologica.
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Unul dintre elemente de originalitate ale cercetdrii vizeazd analiza motivarii
salariatului public roman din perspectiva schimbarilor aduse de pandemia COVID-19, care a
debutat 1n luna martie 2020.

Un alt element de originalitate al cercetarii vizeaza cuantificarea impactului formelor
de flexibilitate nou introduse in cadrul institutiei publice asupra nivelului general de motivare
al functionarilor publici si de asemenea cuantificarea impactului noilor modalitati de lucru
introduse recent pe piata muncii (telemunca, munca la domiciliu) asupra starii de bine a
angajatilor, cresterii si dezvoltarii profesionale, a relatiilor sociale si profesionale, a
performantelor profesionale personale si a performantelor organizationale, dar si asupra nivelul
general de motivare al salariatilor.

In ceea ce priveste contributia personala la dezvoltarea cunoasterii stiintifice rezultata
in urma cercetarii desfasurate, aceasta se poate defalca pe trei domenii, respectiv contributii cu
caracter de sinteza, teoretic si empiric si cu caracter interdisciplinar.

Contributiile cu caracter de sinteza sunt reprezentate de extragerea citatelor relevante
din literatura de specialitate impreuna cu definitiile si teoriile din domeniul motivarii resurselor
umane, identificarea cercetarilor precedente, evaluarea motivatiei si perceptiei fatd de munca
in situatia pandemicd, prelucrarea, analiza si interpretarea datelor rezultate in urma aplicarii
chestionarului si enuntarea concluziilor si prezentarea metodelor pretabil a fi utilizate in
concordanta cu abordarile conceptuale existente si prezentate.

Referitor la contributia la nivel teoretic si empiric, aceasta este reprezentatd de
enuntarea obiectivelor generale si specifice, enuntarea ipotezelor de cercetare, elementele
componente si aplicarea chestionarului in institutia vizata, precum si testarea ipotezelor.

Caracterul interdisciplinar este dat de abordarea si incorporarea de elemente din
multiple discipline, precum management general si al resurselor umane, sociologie, psihologie

si economie.
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Throughout the ages, identifying the reasons behind people's actions has been a topic
touched upon by many researchers in an attempt to answer the question: what motivates
people? Thus, theories have been devised and definitions of motivation have been enunciated
by scientists, all in order to understand human behavior in the attempt to control and direct
habits and reactions.

Employee motivation is a topical issue, a subject that is constantly changing according
to the evolution of society, as well as according to the development and change of people's
habits. Thus, although it is a theme that has received attention and has been intensively
addressed over time, the researcher's challenge is to apply the most suitable techniques and
methods to identify new levers in staff motivating, adapted to the ever-changing influences on
people.

As far as the researcher is concerned, he considers the subject of motivating public
officials a controversial subject, through the lens of prejudices, myths and stereotypes existing
regarding the activity of people who occupy public positions, and difficult, from the perspective
of people who occupy public management positions, which collide with the limitations and
rigors imposed by the legislation in the field, having a limited range of action, the smooth
running of the activity and the creation of a pleasant working environment between employees,
relying only on personal skills and experience. At the same time, at the level of civil servants,
there is the problem of maintaining a high and constant level of motivation in the desire to
ensure a quality public service. This level can be maintained, according to previous theoretical
researches, using certain motivational methods that are based on multiple theories developed
over time, applied according to the specifics of the activity and the nature of the employees.

The performance of public institutions and their employees should be more important
for our society than the performance of employees in private sector organizations, the aim being
to provide a good quality public service to all categories of taxpayers.

Although human resources motivation has been and it still is an area of interest, both
for psychologists, researchers, scientists and business people, in terms of the public sector, it
has not known many approaches. By knowing and understanding the motivating factors in
public institutions, the effectiveness and efficiency of these entities can be improved.

Thus, it is the role of managers, respectively of persons with management positions,
to find the ideal way to lead, guide, motivate employees, using their personal experience and
knowledge and the legal levers they can use in their activity.

Answers to the questions of what motivates people have been sought and illustrated

in specific literature. Definitions have been stated and theories have been developed regarding



the term motivation and the elements that drive and underlie the increase, maintenance or
decrease of people's level of motivation.

Research has revealed various types of motivation found in various types of people,
which explain and are correlated with individual human character, level of education,
experience, moral values, etc.

Motivational theories show the different perspectives from which the elements and
factors that contribute to achieving a level of motivation can be viewed, indicating other sets
of human needs and values in relation to what can bring them motivation, from physical needs
to feelings and emotions.

On an empirical level, motivational techniques have been developed and aimed at
guiding managers and making their work easier, all for the achievement of professional, but
also human objectives.

Regarding the application of the theoretical elements related to the motivation of
human resources within public institutions, the levers that can be used by personnel with
management positions are limited, based only on the existing interest and desire at a personal
level to create a pleasant and motivating environment and to induce a sense of loyalty towards
the institution and the public service.

So, in the illustrated chapters, aspects related to general management were addressed,
with emphasis on human resource management and human resource motivation. Employee
motivation, values, and work-related attitudes were defined, then basic concepts for the
analysis of motivation and work attitudes were reviewed, including concepts about people's
needs, values, and motives, concepts that represent essential components of motivational
theories and techniques.

It also describes major theories of work motivation and various techniques that
organizations use to increase employee motivation, as well as research on major work-related
aspects such as organizational commitment, job satisfaction and professionalism.

Chapter II represents the description of the public environment in Romania,
respectively the legislative framework by defining the concepts of state institution, public
position and civil servant, as well as exposing the ways of recruiting civil servants. The
legislative basis regarding the exercise of public office was illustrated, respectively the
documents that govern the activity, as well as the particularities of human resources
management in public institutions.

The public institution on whose civil servants the research was carried out is described

in chapter III of the doctoral thesis. The degree of motivation of these employees has never



been evaluated, although the institution was established in 2013. At the same time, details
regarding the conduct of working from home in Romania and within the concerned institution
are highlighted.

Also, the previous researches in the field of motivating civil servants, as well as the
questions, objectives and hypotheses that emerged from the study and constitute the object of
this research, are presented in chapter III.

Following the study of the mentioned works, the following questions arose:

o Are civil servants motivated?

. Is the public sector a motivating work environment?

. Are there differences in the level of motivation depending on where the activity

is carried out within the institution?

. What is the influence of seniority on the level of motivation?

. Have the changes in the work schedule generated by the pandemic context

influenced the perception of the activity?

. Is the current system of motivation, respectively remuneration, sufficiently
motivating?
. Is there a clear possibility to improve the level of motivation?

The general objective of the research is represented by the identification of the level
of motivation in the work of civil servants and highlighting the need for a promotion system
based on performance and emphasizing the possession of the necessary managerial knowledge
in the field of motivation by the staff with management positions. Also, the evaluation of the
perception of the inspectors within the institution regarding the changes imposed by the
pandemic, constituted both an element of novelty and an objective of the research to be
achieved. At the same time, from the establishment of the institution until now, the target group
chosen by the present research has never been the subject of a specific evaluation in terms of
the degree of motivation and perception towards work.

The specific objectives are:

O1 — Investigating the general degree of motivation in work;

02 - Investigating the degree of motivation when people with management positions
use motivational techniques;

O3 — Highlighting the limits in terms of increasing the degree of motivation correlated

with the methods of promotion and the use of motivational techniques;



04 — Identification of some motivational techniques that can be used to increase the
level of motivation at work;

OS5 — Analysis of the impact of changes in the implementation of the work program in
a pandemic context;

O6 — Highlighting the need for professional training programs for staff with
management functions regarding the techniques for motivating staff with executive functions,
with references and knowledge of human character.

In the scientific approach, the following hypotheses were formulated:

I1 — Civil servants from the concerned institution show motivation in work;

12 — The current salary system is motivating;

I3 — If motivational techniques are used, the motivation of civil servants increases;

14 — Professional training courses are needed for civil servants to increase the level of
motivation;

I5 — Changes to the normal work schedule as a result of the pandemic, such as working
from home, have had a motivating effect on civil servants;

The design and methodology of the scientific research constitute chapter V. The
reasons and values that represent the foundation in the exercise of the public office were
evaluated, such as the desire to perform a good quality public service and also the vision
towards remuneration, job security, the job duties and the attitude towards possible special
benefits offered by some public positions.

The data collection method is the survey method, through the questionnaire,
respectively the quantitative sociological survey, based on a questionnaire applied among the
employees of the chosen unit. The sample is represented by a number of 296 respondents, civil
servants working within the chosen institution.

In the framework of the research, a mixture of quantitative statistical methods was
carried out, of which we list:

- frequency tables for any type of variable and descriptive statistics (mean, indicator
of central tendency, and standard deviation, indicator of dispersion),

- parametric statistics:

- tests aimed at analyzing the relationship between two variables: the Pearson
Product Moment Correlation analysis which tests the intensity of the relationship between two
continuous variables, and the linear and multiple regression analysis which, unlike the first one,
tests the intensity of the relationship between multiple predictor variables and a single

continuous variable, allowing one variable to be estimated by using another variable;



- tests of group differences: ANOVA analysis, which tests the difference
between two or more groups and a single continuous variable, and the independent t-test, which
tests the difference between two groups in relation to p single continuous variable;

- tests on categorical variables: the Chi-square test;

- multivariate data analysis by using the Cronbach's Alpha coefficient which analyzes
the internal consistency of the items that form a specific instrument;

- non-parametric correlation using contingency coefficients (Cross Tabulation).

Data was graphically represented by descriptive tables and vertical, horizontal bar and
pie charts.

The results of the research are detailed descriptively and statistically in chapter VI,
and the conclusions and recommendations represent the ending of the scientific research.

The findings of the study highlighted the motivation level of employees based on their
job satisfaction. Satisfaction and dissatisfaction among workers is evidenced by Herzberg's
two-factor theory which argued that a factor or stimulus that promotes motivation is "satisfier"
the motivational factor that increases employee satisfaction to work with more dedication and
passion for personal well-being and the organization. The mentioned motivational theory was
tested to highlight the factors associated with employee satisfaction and dissatisfaction. The
findings highlighted professional activities, recognition, job performance and advancement as
motivating factors for workers.

On the other hand, dissatisfaction among employees increases due to factors such as
negative attitude, job security, workload, salary, management, working conditions and
interpersonal relationships. According to Herzberg, satisfaction among employees can also
increase or decrease with an aspect of work. However, based on the aforementioned theory, the
findings of the current study suggested that intrinsic motivation is necessary to motivate
workers, and appropiate motivational techniques include constant feedback, professional
development opportunities, training courses, and friendly management. At the same time, the
findings of the study are parallel to Herzberg's theory in highlighting the fact that civil servants
can work satisfactorily without receiving extrinsic motivations such as salary, promotion or
rewards.

Moreover, the theory developed by Herzberg is the most suitable to be used among
civil servants and highlights the fact that intrinsic motivation is the driving factor of the activity
of civil servants targeted by the present study, and the motivational techniques for increasing
the level of intrinsic motivation lend themselves to be used successfully within the institution,

being accessible and in the power of persons with management positions. Thus, it has been



proven that established motivational techniques such as listening and responding, the technique
of verbal motivational feedback and recognition of merits, expanding or broadening the job,
enriching the job, behavioral modification, competition, meetings, brainstorming or working
from home, can be used with success in motivating civil servants within the public institution.

The results of the study contain the necessary recommendations for public authorities
in the formation of personnel management policies in the public sector, as well as for other
researchers in this field:

- based on the findings of the study, it can be recommended that the research be
replicated including with other types of public employees working in other institutions to assess
their level of motivation at work and performance at work, as well as to highlight the
differences between perceptions towards work of different categories of civil servants.

- the study was conducted to assess the level of motivation among a category of public
sector employees and their perception of the change brought to the organizational system due
to the pandemic. The same study variables can be reapplied using different work domains and
different organizations.

- the researcher aimed to evaluate the level of motivation among civil servants, but
did not make a comparison of the level of motivation of employees based on the previous work
environment. A comparison between the private and public sector can be made using the same
study variables which will highlight other aspects of workplace motivation.

- it is recommended that management staff organize more meetings and give constant
feedback to subordinates, even if it is positive or negative, because it was found through the
present study that intrinsic motivation helps to improve performance compared to extrinsic
motivation.

In addition, good practices and a good working environment can increase the level of
motivation among civil servants at work, which not only improves the relationship of
employees with each other, but also with people in management positions. The public sector,
implicitly the analyzed public institution, can be appreciated as a motivating work
environment, which leads to an increased attractiveness among young graduates and not only.

Thus, the findings of the study recommended the implementation of several practices
to increase job satisfaction and motivation among public sector employees, such as:

- providing constant feedback: it can be transmitted both verbally, through direct
conversation, and in writing, using electronic mail or social media. In order to achieve this
practice, the personnel with management functions, in addition to personal experience, must

have access to knowledge about human behavior and the ways in which opinions can be



expressed in an assertive way regarding the performance of the activity and the quality of the
performance of the duties.

- organizing debates on the topic of legislative amendments and the cases encountered:
through these meetings, which we have demonstrated to contribute to increasing the level of
motivation, also creativity is increased and initiative is encouraged, and officials acquire a
sense of belonging to the institution and security regarding uniform application of laws. By
organizing meetings and debates, each employee is given the opportunity to express their
opinion and/or concern about the topics raised, being able to actively participate in constructive
and even competitive discussions, depending on the situation, having in this way, feeling
involved and listened to by superiors.

- the use of motivational techniques that refer primarily to human skills of people with
management positions and that do not involve costs from the institution or legislative changes.

It was also found that the implementation of working from home for the first time in
this public sector was successful. Although the implementation was accelerated by the outbreak
of the COVID-19 pandemic and had an expedited and sudden pace, the civil servants who were
targeted by this research, had a positive perception towards the way of implementation and had
an increased level of motivation. Of course, the perception was also influenced by the fear of
contamination and the need for sanitary safety, but the performance of the activity proceeded
normally, the job duties were fulfilled, and the level of motivation of the officials did not
decrease.

Future directions

The study's conclusions highlighted the need to introduce human resource
management courses for management people. People from management must be aware of best
practices to maintain healthy employee relations and create a friendly atmosphere that not only
encourages cooperation among employees, but also enhances professional growth and
development opportunities. Therefore, there is an urgent and constant need to organize human
resource management courses and vocational training courses in order for workers to learn to
give feedback effectively and at the same time assertively, to know and to exploit soft skills of
employees and learn to use intrinsic motivation techniques. Moreover, studies on the level of
motivation can also be carried out within other public institutions, with a different human
resource profile and a different field of activity.

Limitations

This research study has several limitations as the researcher faced many challenges

while conducting the research:



- the research was faced with the rigidity of the targeted environment while collecting
the data from the respondents. People hesitate to give honest feedback about their performance
and motivation at work.

- the environment in which the research was carried out was rigid, with restrictions on
media coverage at the official level.

- there were several challenges for the researcher during data collection which added
to the limitations of the study, as data collection was difficult while using Google surveys,
filling it out raised problems for some of the participants.

- furthermore, the researcher also faced difficulties during the data collection process
due to the subjectivity and reluctance of the participants. Respondents tend to behave
artificially while making observations and giving opinions about their motivation level and job
performance. So, it was difficult for the researcher to interpret the findings based on the
subjective opinions of the respondents.

- the researcher considered that the process of collecting answers from the respondents
was laborious and difficult. Furthermore, objective interpretation of the data and findings was
also difficult as many survey questions required respondents to mark more than one answer. It
made it difficult to interpret these statements objectively and quantitatively.

- at the same time, another limit is represented by the fact that the level of motivation
was measured in a certain temporal level.

- finally, the limitation of this research is that it was not a qualitative research, only
the quantitative survey method was used for data collection. No qualitative research methods
such as interviews, observations, or handwritten notes were used to collect the data. So, the
researcher found this as a methodological limitation.

One of the original elements of the research represents the analyze of the level of
motivation of the Romanian public employee from the perspective of the changes brought by
the COVID-19 pandemic, which started in March 2020.

Another element of originality of the research aims to quantify the impact of the newly
introduced forms of flexibility within the public institution on the general level of motivation
of civil servants and also to quantify the impact of the new ways of working recently introduced
on the labor market (telework, workin from home) on the well-being of employees,
professional growth and development, social and professional relationships, personal
professional performance and organizational performance, but also on the general level of

motivation.



Regarding the personal contribution to the development of scientific knowledge
resulting from the research carried out, it can be broken down into three areas, respectively
contributions of a synthesis, theoretical and empirical character and of an interdisciplinary
character.

Synthesis contributions are represented by the extraction of relevant quotes from
specialized literature together with definitions and theories in the field of human resource
motivation, identification of previous research, evaluation of motivation and perception
towards work in the pandemic situation, processing, analysis and interpretation of data
resulting from the application of the questionnaire and the statement of the conclusions and the
presentation of the methods ready to be used in accordance with the existing and presented
conceptual approaches.

Regarding the contribution at a theoretical and empirical level, this is represented by
the statement of general and specific objectives, the statement of the research hypotheses, the
component elements and the application of the questionnaire in the targeted institution, as well
as the testing of the hypotheses.

The interdisciplinary character is given by the approach and incorporation of elements
from multiple disciplines, such as general and human resources management, sociology,

psychology and economics.
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