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Cuvintele cheie: cunostinte, constientizare, transformare, eficacitate, eficienta, durabilitate.

Cap. | INTRODUCERE SI ASPECTE GENERALE ALE TEZEI

Lucrarea isi propune sa cerceteze ce anume poate asigura nu doar supravietuirea, ci si
succesul unui business cu specific recuperare medicala, mai ales in aceste vremuri in care dinamica
evenimentelor este puternic influentatd de turbulente si transformari.

Fie cd ne raportam la conflicte armate, la pandemie, la factori de risc generati de
schimbadrile climatice sau doar la mentalitatea diferitd cu care generatiile active aboreaza mediul
de lucru, presiunea schimbarilor si a ritmului cu care acestea se succed, influenteaza in mod direct
antreprenorii, managerii, angajatii, intregul mediu de afaceri.

Simultan, oportunitatile de afaceri care se deschid in fata noastra ating cote foarte ridicate.
Finantarile nerambursabile, libera circulatie a informatiei, a serviciilor sau a bunurilor pot aduce
plus valoare si accelera rapid progresul individual si de grup (la nivel de individ ori de business).

Necunoscutele lucrarii sunt insa orientate spre resorturile de care ar fi bine sd dispuna
actorii implicati astfel incat calea urmata de acestia sa fie orientatd spre crestere, iar managementul
abordat sa fie unul echitabil, sdnatos si profitabil. Un management care sa poata genera cele mai
bune rezultate si sa poata aduce, sincron, plus valoare umana si plus valoare sociala.

Domeniul cercetat este specific centrelor medicale private din domeniul recuperarii
medicale, care activeaza in baza autorizarii codurilor CAEN 8622 Activitati de asistentd medicala
specializata si 8690 Alte activitati referitoare la sdndtatea umana.

Domeniul este considerat unul dintre cele 10 sectoare economice romanesti cu potential de
dezvoltare inteligenta. Este in plind dezvoltare, necesita fortd de munca foarte bine/ Thalt calificata
si folosirea intensiva de noi cunostinte si tehnologii.

Lucrarea se adreseazd in special managerilor centrelor private de recuperare care, prin
intermediul studiilor si cercetarii efectuate, vor avea acces la informatii centralizate si actualizate,
studii de caz si ghiduri de buna practica care ii pot inspira, ori ghida in activitate.

Lucrarea isi propune sa descopere si sa inteleaga noi perspective in abordarea unui business
medical, cunostinte pe care ulterior sa le poatd impartasi comunitatii Uniunii Expertilor in
Medicina. Aceasta este un organism dinamic si interactiv a carui misiune este s faciliteze cresterea

domeniului de recuperare medicala privata din Roménia prin: conectare rapida intre actorii



medicali; eficientizare a costurilor si administrare mai buna a afacerii. Reprezinta un proiect de

viitor al doctorandului, aflat momentan in faza embrionara. (https://uniuneaexpertilorinmedicina.ro/)

Totodata, rezultatele cercetdrii 1si vor gasi aplicabilitate practicd si imediatd in cadrul

clinicii de recuperare COMOCIinic (www.comoclinic.ro), proiect dezvoltat de doctorand incepand
cu anul 2010, prin abordarea unui domeniu nou de business, dezvoltat initial prin accesarea

fondurilor europene.

I.  Prezentarea Problemei

Problema centrala a cercetarii o reprezinta asimetria binomului: valoare sociala (produsa
si primita de actori) - profit financiar (companie) in activitatea medicala privata de recuperare.
Cu alte cuvinte, exista o tensiune intre beneficiile sociale specifice:

e personalului: salarizare atractiva si bonusuri, asigurari de sanatate si de viatd, acces la
formare si dezvoltare profesionala, facilitati pentru copii si familie, compensatii pentru
locuinta, transport si masd, conditii foarte bune de munca, evenimente de apreciere si
teambuilding-uri etc.,

e pacientilor: subventii si ajutoare pentru tratament,

si obiectivele financiare necesare pentru dezvoltarea de lunga durata a afacerii.
Tn acest context, lucrarea se intreabd care sunt acele resurse si practici sustenabile cu
potential de maximizare atdt a profitului companiei, cat si a impactului pozitiv asupra

stakeholderilor.

1. Obiective si intrebari de cercetare

Obiectivul principal al lucrarii este identificarea modului in care cele doua componente
(valoare sociala si profit financiar) interactioneaza si se influenteaza reciproc si extragerea
chintesentei stiintei de a dezvolta linii de business medical la rang de artd manageriald si
operationala.

Punerea in opera a acestui obiectiv a fost realizatd prin extragerea informatiilor cheie
prezentate pe parcursul lucrarii si transpunerea lor sub forma de ghiduri esenta cu utilitate directa

pentru leaderii organizationali.


https://uniuneaexpertilorinmedicina.ro/
http://www.comoclinic.ro/

Obiectivele derivate au fost:

Ol. Crearea tablourilor sinteza privind concepte stiintifice cheie necesare unui stil
managerial competent (astfel incat persoanele interesate sa poata beneficia de o intelegere fulger,
dar cat mai comprehensiva)

0O2. Crearea unui compendiu privind profilul general si autohton al generatiilor active
profesional: Baby Boom, X, Y si Z (obiectiv atins prin relevarea metamorfozei caracterului
ancestral si a resurselor intrinseci specifice poporului roman, precum §i a mecanismelor care il
motiveaza §i il dinamineaza organic inspre practici §i actiuni sandatoase, constructive)

0O3. Sumarizarea atributelor recurente, comune marilor leaderi, barbati si femei, care au
Tnsufletit si influentat minti si au condus oamenii spre progres ori dezastru (obiectiv atins prin
expunerea chintesentei unui numar relevant calitati si defecte manifestate de personajele studiate,
cu aplicabilitate Th management)

O4. Clarificarea profilului si dinamicii relationale a echipelor medicale din sectorul privat
de sanatate, cu specific recuperare medicala (obiectivul a fost atins prin expunerea profilului
actorului medical: manager, cadru medical, in context profesional si a potentialor solutii de

ascensiune la locul de munca).

I11. Ipoteze de lucru:

Ipotezele de lucru (IpL) de la care a pornit cercetarea au in centru omul, considerat principal
factor responsabil pentru calitatea si eficienta intregii activititi (inclusiv de profitul net al
companiei). Altfel spus, crearea valorii sociale influenteaza profitul operational al companiei.

Actorul medical (manager, cadru medical):

- IpL nr.1: este preocupat de evolutia sa personala si profesionald cu impact direct asupra
standardului sdu de competenta si a eficientei profesionale

- IpL nr.2: manifestd preferintd pentru stabilitate si conservatorism si are o abordare precauta
la deschiderea la nou

- IpL nr.3: prefera sa lucreze intr-o o structurd organizationala descentralizata

- IpL nr.4: prefera sa lucreze cat mai autonom si cu cat mai putine constrangeri

- IpL nr.5: manifesta un nivel mediu de angajament si loialitate fatd de organizatie

- IpL nr.6: este un profesionist dedicat si determinat, capabil sa depaseasca provocarile si sa

atingd obiective



- IpL nr.7: se implica sincer si autentic in mediul de lucru, dar cu retinere si prudenta

- IpL nr.8: aspird spre un viitor indraznet transpus cu prioritate in viatd profesionala traita cu
sens si semnificatie si mai putin spre castig financiar, putere si faima

- IpL nr.9: este preocupat mai mult de binele propriu decat de cel al organizatiei

- IpL nr.10: are un nivel mediu de rezilientd si abilitate de gestionare a stresului.

IV. Metodologia de cercetare

Din perspectiva metodologiei de cercetare, la realizarea lucrarii, au fost utilizate:

1. Cercetarea documentara, respectiv colectarea si analiza informatiilor existente in
literatura de specialitate, documente, carti, articole stiintifice, rapoarte si alte surse scrise.

Dupa ce au fost identificate surse relevante pentru subiectul de interes, pentru a forma o
viziune coerentd si comprehensiva asupra subiectului, informatiile colectate care puteau raspunde
temei de cercetare, au fost apoi analizate, organizate si sintetizate. Totodatd, in lucrare au fost
introduse si perspective noi, asa cum sunt ele prezentate de autori si cercetatori contemporani.

Lucrarea este amprentata de doctorand prin prezentarea simplificatd, usor de inteles a
informatiilor documentate, precum si prin interpretdrile, concluziile si propunerile realizate.

2. Cercetarea cantitativa:

Aceasta metodologie a implicat colectarea si analiza statistica a datelor colectate prin
completare on line a doud chestionare, de catre sub-esantioanele A si B ale cercetarii, totalizdnd
52 de participanti. Cercetarea a avut un design descriptiv, observational.

Prin intermediul chestionarului A au fost colectate date care au facilitat obtinerea unei
radiografii (bazatd pe perceptia subiectiva a intervievatilor) asupra caracteristicilor
psihocomportamentale a angajatilor din organizatie.

Prin intermediul chestionarului B a fost facilitata colectarea datelor referitoare, pe de-0
parte, la perceptia subiectiva a angajatilor asupra propriilor competente, caracteristici
psihocomportamentale si nevoi in context organizational, precum si a datelor referitoare la
perceptia caracteristicilor psihocomportamentale ale altor membri (angajati) ai organizatiei. Datele
astfel obtinute au fost analizate prin - proceduri statistice descriptive: calcularea valorii
minime/maxime, calcularea modului, analiza de frecventa si -proceduri statistice inferentiale:

ANOVA unifactoriala, testul t (Student) pentru esantioane independente;



Prin procedurile statistice descriptive s-a obtinut o imagine detaliata asupra caracteristicilor
psihocomportamentale ale angajatilor din organizatiile cuprinse in cercetare. in plus, prin
intermediul procedurilor statistice inferentiale s-a testat existenta anumitor diferente in randul
caracteristicilor masurate, in functie de varsta si genul participantilor.

3. Cercetare calitativa

Pentru a obtine o intelegere mai bogatd a subiectului studiat (radiografia insusirilor
recurente, comune leaderilor studiati), a fost utilizatd metoda interviului exploratoriu. Obiectul de
studiu a fost profilul de leader al fostului presedinte Nicolae Ceausescu, asa cum a fost el perceput
de un fost prim-secretar al judetelor Teleorman si Silaj. Interactiunea intre intervievator si
participant a fost deschisd si flexibild, permitand subiectului sd isi exprime in mod liber
perspectivele si opiniile (cu caracter subiectiv, rezultat al perceptiilor individuale si experientelor
personale).

4. Cercetare empirica

Pentru obtinerea unei perspective in profunzime asupra subiectului studiat, cercetarea
efectuata de doctorand include si studiul de caz ca metoda de studiu.

Participantii la studiu au fost actori medicali: persoane de sex feminin si masculin, cu varste
cuprinse intre 25 de ani si 47 de ani.

Studiul a vizat demonstrarea empirica a eficacitatii managementului alchimic, ca metoda
de lucru, pornind de la ipoteza ca cel putin 1/3 din participantii la studiu isi vor schimba decizia
initiala de la a nu participa la cursuri de pregatire profesionala, in a le absolvi.

Metoda efectiva a fost un atelier de lucru practic si conversatii in grup, care au avut scopul
de a demonstra ca resursele interioare potentiale, constient observate, pot fi manifestate prin

schimbarea perceptiei si implicit, a modului de actiune.



Cap.ll CONCEPTE SI TEORII iN MANAGEMENT

Pentru a facilita cunoasterea, intelegea si asimilarea unor noi perspective manageriale, au
fost studiate concepte si teorii in management dezvoltate Tn cadrul mai multor scoli de
management. Aceste teorii si concepte diverse ofera un cadru comprehensiv pentru imbunatatirea

performantei organizationale si a adaptabilittii in fata schimbarilor constante.

I. Scoala Clasica

Concluzionand, Scoala Clasica pune accent pe eficientd, standardizare si control riguros,
cu beneficii clare in termeni de productivitate si organizare, dar cu riscuri de rigiditate si autonomie
limitata. Astfel:

Din perspectiva lui Taylor, abordarea manageriala corecta include emiterea de reguli
stiintifice si instructiuni clare, recrutarea stiintificd a angajatilor, instruirea continud, separarea
clard a functiilor si rolurilor, diviziunea muncii in sarcini simple si repetitive cu timpi operationali
stabiliti stiintific, stabilirea celui mai eficient mod de operare, dezvoltarea rutinelor sistemice,
stabilirea unor principii si reguli uniforme si crearea unui sistem de remunerare stimulativ
proportional cu contributia fiecaruia. Riscurile acestei abordari includ decalaje de perceptie intre
proiectanti si executanti, precum si reducerea autonomiei si responsabilitdtii angajatilor.

Din perspectiva lui Fayol, managementul eficient al organizatiei implica stabilirea unei
directii clare si a unui scop comun, evitarea micro-managementului si crearea unui mediu de lucru
pozitiv. Acest lucru necesita un plan coerent realizat de manageri, concentrarea pe obiective
comune (comandad centralizatd), si calitditi manageriale variate (fizice, psihice, morale,
educationale). Managerii trebuie sd cunoascd profund echipa si conventiile organizatiei, sa
subordoneze interesele individuale celor generale si sd atragd si mentind un personal loial.
Riscurile includ lipsa de idei inovative, autonomie redusda a angajatilor, decizii intarziate,
dependentd de lideri centrali, lipsa de motivatie locald, consolidarea puterii manageriale prin
subordonati loiali, si relatii bazate pe interese de grup in detrimentul competentei.

Din perspectiva lui Weber, managementul eficient implica angajarea si promovarea pe
baza meritului, abilitatilor si competentelor (meritocratie), si o clarda diviziune a muncii cu sarcini
bine definite. Fiecare angajat trebuie sa aiba reguli si proceduri clare, sarcinile fiind specializate si

responsabilitdtile bine delimitate. Se promoveaza formalizarea regulilor pentru coerentd si



consistentd, documentarea si standardizarea proceselor pentru un control mai bun, si anticiparea
rationala a consecintelor viitoare pentru adaptarea actiunilor. Automatizarea este folosita pentru a
reduce erorile si a creste eficienta. Totusi, aceastd abordare poate duce la rigiditate, lipsa de

flexibilitate, lipsa initiativei individuale si ignorarea aspectelor emotionale si sociale.

Il. Scoala de relatii umane

Concluzionand, Scoala Relatiilor Umane se evidentiaza prin: orientare spre oameni:
focus pe relatiile interpersonale si nevoile angajatilor; comunicare deschisa si colaborare;
motivare §i crestere a satisfactiei prin implicarea angajatilor in decizii, ceea ce poate duce la un
mediu de lucru mai armonios si creativ, dar poate avea limitari in mentinerea controlului si
eficientei 1n fata schimbarilor rapide, precum si posibild dependentd excesiva de liderii informali
sau participativi.

Perspectiva lui Parker-Follett asupra managementului pune accent pe intensificarea
creativitatii, suveranitatea grupului, optimizarea relatiilor interpersonale si solutionarea
colaborativa a conflictelor. Solutiile propuse includ: consultarea membrilor anterior luarii unei
decizii (cooperare coactiva); transformarea mentalitatii potrivit careia ei sunt responsabili, in noi
suntem responsabili); ,,relationare receptiva” (deschidere si receptivitate fatd de diferentele de
gandire, opinii si perspective) si ,relationare circulard” (proces continuu bidirectional de
interactiune si feedback in cadrul unei relatii/ conversatii), cooperare (rezultat al lucrului
impreund), adaptare reciproca si integrare a punctelor de vedere diferite ("integrarea diferentelor”,
mijloc de solutionare a tensiunilor care duc la conflict).

Pentru Mayo, ceea ce face diferenta in management este: crearea unui mediu de lucru mai
orientat spre oameni si mai eficient din punct de vedere social si cresterea moralului si a
productivitatii. Solutiile propuse includ: depistarea leaderului informal in organizatie deoarece are
capacitatea de a facilita cooperari intre membrii organizatiei, de a seta reguli valabile functionarii
grupului, de a propune strategii si directii clare de actiune, dar si de a mobiliza si conduce grupul
(care il urmeaza de buna voie, chiar si in lipsa autoritatii oficale); acordarea recomenselor non-
monetare (atentie, respect, apreciere/stima, relatii sociale); flexibilizarea sistemului de control.

Barnard propune implementarea solutiilor precum: abordarea mai democratica si
participativa a managementului; comunicarea clard a scopului organizatiei (astfel incat membrii

sa aiba dorinta de a indeplini un scop comun, sd adere la acesta si sd coopereze intre ei); acceptarea



voluntard a autoritatii de catre angajati pentru a fi eficienta (,,autoritatea revine persoanei care o
primeste si nu persoanei care o exercitd”); impunerea unui sistem de sanctiuni

Teoria lui Maslow se concentreaza pe identificarea si satisfacerea nevoilor angajatilor, de
la cele inferioare (motivate de deficientd) la cele superioare (motivate de crestere), si pe stabilirea
valorilor comune care inspira si angajeaza oamenii in viziunea organizatiei. Implementarea unor
comportamente de rutind este vazutd ca un mijloc de a intensifica sentimentele pozitive de confort
si sigurantd. Cu toate acestea, teoria are limitari semnificative, inclusiv neglijarea confruntarii si
rezolvarii conflictelor, focalizarea excesiva pe individ in detrimentul contextului cultural si social,
si o orientare hiperindividualistd care poate submina eficienta organizationald. De asemenea,
teoriile sale pot fi subiective si eronat fundamentate, avand o intelegere limitata a motivatiilor
umane complexe si excluzand perspectivele transcendentei de sine. Implementarea viziunii lui
Maslow in practica poate duce la concluzii eronate si la o nealiniere cu nevoile si progresele
societdtii actuale.

Frederick Herzberg propune activarea motivatiei prin doud seturi de factori gestionati
independent: factorii motivationali (intrinseci) si factorii de igiend (extrinseci). Factorii
motivationali, legati de munca in sine, includ organizarea sarcinilor, recunoasterea, si
oportunitdtile de crestere si avansare, sustinand evolutia si autorealizarea. Factorii de igiena, care
definesc mediul de lucru, includ conditiile de muncd, sistemele de management, relatiile
interumane si siguranta psihologica, prevenind insatisfactia. Perspectivele actuale evidentiaza
impactul maxim al factorilor de igiend precum venitul, relatia cu autoritatile, stilurile manageriale,
politicile organizationale si certitudinea locului de munca. Satisfactia profesionala este influentata
major de factori motivationali precum apartenenta la viziunea companiei, relevanta postului,
autonomia, oportunitdtile de avansare, aprecierea si sprijinul din partea autoritatilor, si deschiderea
spre inovatie.

McGregor postuleaza ca tipul de management adoptat intr-o companie este influentat de
perspectivele si intelegerile liderilor asupra actului de conducere. El propune doud teorii
contrastante: Teoria X si Teoria Y. Teoria X presupune ca angajatii evitd responsabilitatea, au
putind ambitie si cautda securitatea, necesitind management autoritar si control strict, ineficient,
care genereaza neincredere si resentimente. Teoria Y, In schimb, considera ca angajatii sunt dornici

de munca, responsabilitate si autodezvoltare, favorizand un management participativ si cooperativ.
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McGregor sustine ca managerii participativi motiveaza angajatii prin implicare, autonomie
si recunoastere, generand loialitate si fidelitate, factori ce contribuie la succesul organizational.
Experimentul sau la Procter & Gamble demonstreaza ca preocuparea pentru angajati si decizia de
consens pot creste profitabilitatea. Spre deosebire de predecesorii sdi, McGregor integreaza
variabile socio-economice si politice, specificul organizatiei si particularitatile grupului in analiza
stilurilor de management, subliniind ca stilul managerial depinde de convingerile liderilor despre
natura umana: autoritar, daca cred cd angajatii evitd munca, sau participativ, daca cred ca angajatii
sunt responsabili si motivati.

Ouchi W, propune Teoria Z care presupune ca, oferind angajatilor un loc de munca pe viata

si asigurandu-le bunastarea atat profesionala, cat si personald, loialitatea acestora creste
semnificativ (se creazd o cultura a familiei si traditiei de importanta similard cu munca in sine care
consolideaza conectarea oamenilor intre ei $i cu institutia).

Teoria A sau Teoria responsabilitatii considera posibila crearea unui mediu de lucru
performant, dar placut si motivant prin: acordarea unei libertdti contolate in luarea deciziilor si
gestionarea sarcinilor; identificarea mecanismelor care favorizeaza implicarea si angajamentul
oamenilor in ceea ce priveste valorile si obiectivele organizatiei; orientarea constienta a eforturilor
spre binele comun si contributia la dezvoltarea comunitatilor in care activeaza; incurajarea

inovatiei si dezvoltarea solutiilor creative pentru problemele organizationale.

1. Scoala contemporand de géindire in domeniul managementului

Concluzionand, Scoala contemporana de gindire apreciaza ca succesul organizational
depinde de capacitatea de adaptare continua, flexibilitate si alinierea la mediul inconjurator.

Prin Teoria deciziei subliniaza complexitatea procesului decizional si limitele rationalitatii
umane. Aceasta contrazice ideea ca eficienta organizationala depinde doar de calitatea relatiilor
umane, ardtand ca preferintele si obiectivele oamenilor sunt schimbatoare si contextuale, deciziile
lor fiind influentate de interesele personale si rationalitatea adaptativa. Deciziile sunt rezultatul
interactiunilor mai multor factori si persoane cu valori diferite, iar cunoasterea limitatd si
constrangerile de mediu afecteaza procesul decizional. Pentru a prezice comportamentul,
managerii trebuie sd investigheze mediul in care acesta are loc, nu doar actorii umani. Astfel, teoria

proceselor sistemului si adaptarea la mediu sunt esentiale pentru a Intelege rationalitatea limitata.
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Herbert A. Simon propune metode de adaptare precum recunoasterea intuitiva bazata pe
expertiza, cautarea euristicd ghidatd de reguli si inductia de tipare, pentru a rezolva problemele si
a Indeplini sarcinile zilnice in conditii de complexitate.

Cyert si March se concentreazi pe patru concepte esentiale: 1., cvasi-rezolvarea
conflictelor” prin proceduri si procese decizionale care armonizeaza obiectivele diferite ale
membrilor organizatiei; 2. ,,reducerea incertitudinii” prin reguli decizionale care vizeaza
activitatea pe termen scurt si rezolvarea problemelor presante, mai degraba decat dezvoltarea
strategiilor pe termen lung si crearea unui mediu securizat (incheierea de contracte ferme,
gestionarea activitatii prin standarde, proceduri de operare, reguli de rutind si stereotipe, seturi de
proceduri de control si vizarea de solutii care evita incertitudinile); 3. ,, cautarea unor solutii
acceptabile pentru problemele clar identificate” (organizatia cautd solutii diferite doar dacd nu a
inregistrat succes in cautarea solutiilor primare); 4. ,, invatare organizationala” (accentul pus pe
invatarea individuala faciliteaza extinderea deprinderii la nivelul intregii organizatii si evolutia
treptatd a companiei care poate astfel adopta noi obiective, mai indraznete).

Argote & Greve subliniaza ca pentru a crea modele eficiente de prezicere a deciziilor in
organizatii este essential: 1. sa se concentreze pe cateva decizii economice cheie (pret, productie,
alocarea resurselor etc.); 2. sa urmeze procese clare si secventiale, simplificand si standardizand
procedurile de gestionare a informatiilor si sarcinilor; 3. s fie aliniate cu observatiile empirice ale
comportamentului organizational real, facilitdnd astfel invatarea organizationald si adaptarea
continua; 4. sa dezvolte rutine, comportamente repetabile si transferabile deoarece permit o
adaptare flexibila si eficientd la schimbarile externe si interne.

Teoriile contingentei structurale subliniazd ca nu existd o solutie universalda pentru
organizarea i managementul companiilor, recunoscand necesitatea adaptarii in functie de
contextul specific al fiecarei organizatii. Aceste teorii sugereaza ca structurile mai flexibile si plata
sunt adecvate pentru companiile mici si dinamice, in timp ce structurile mai formale si centralizate
sunt potrivite pentru companiile mari din industrii stabile. Factori interni precum dimensiunea,
cultura si resursele, alaturi de factori externi precum tipul industriei si mediul de afaceri,
influenteaza configurarea optimd. Companiile de succes sunt cele care se segmenteaza eficient in
subunitati specializate, integrand armonios obiectivele si procesele pentru a maximiza eficienta si

adaptabilitatea.
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Henry Mintzberg critica abordarile traditionale ale managementului strategic pentru ca sunt
prea statice si excesiv concentrate pe planificare, ignorand complexitatea si dinamismul mediului
de afaceri actual. El sustine ca procesul de management ar trebui sd fie unul continuu si iterativ,
de ajustare la schimbari si oportunitati, in locul unei planificari rigide care descurajeaza inovatia
si flexibilitatea. Mintzberg promoveaza o abordare integrativi a managementului, evidentiind
importanta intuitiei si a fenomenelor emergente in luarea deciziilor. El subliniaza ca, intr-un mediu
incert si dinamic, unde informatiile sunt incomplete, intuitia si experienta managerilor sunt
esentiale. Mintzberg distinge intre strategiile deliberate, concepute si implementate programatic,
si strategiile emergente, care apar neplanificat ca raspuns la schimbari neasteptate. El arata ca
aceste tipuri de strategii se intrepatrund si se influenteazd reciproc, oferind organizatiilor o
combinatie care le permite sd stabileasca o directie clara si sd se adapteze rapid la noi provocari.
Pentru a asigura adaptabilitate si rapiditate, organizatiile trebuie sd se angajeze intr-un proces
continuu de ajustare a proceselor si de perfectionare a structurii, facilitind invatarea
organizationald prin colectarea si analiza feedback-ului, invatarea din experienta si experimentare,
si colaborarea interna si externd.

Schoonhoven, C.B. introduce in ecuatie si alte variabile, complementare tipurilor de
tehnologie, mediului extern sau strategiei unei organizatii vizate de SCT, respectiv incertitudinea
si variatia Tn mediul de lucru. Din perspectiva acestei cercetatoare, eficacitatea unei organizatii
este influentatd negativ in situatia in care nivelulul de descentralizare, destandardizare si
profesionalizare a fortei de munca este ridicat, in timp ce nivelul de incertitudine si variatie a
fluxului de lucru este scazut.

Raspunsul probabil este ca fluxurile de lucru de rutina creeaza plictiseala si ulterioare
erori deoarece profesionistii apreciaza atat de mult varietatea incat, in lipsa acesteia, aflati in
situatii de incertitudine scazuta, 1si vor schimba in mod deliberat abordarea patologiilor, producand
astfel o inconsecventa a rezultator obtinute.

Pentru Pennings, eficienta unei organizatii sau a subunitatilor sale implica o bunda aliniere
intre modelul sau structural si mediul inconjurator. Astfel, compatibila mediilor volatile, incerte
este structura: ,,organica”, care se bazeaza mai putin pe stabilirea unor proceduri si reguli rigide si
mai mult pe principii de inovatie, flexibilitate, adaptabilitate, comunicare si colaborare intre
membrii organizatiei (ofera angajatilor autonomie si posibilitatea de a lua mai rapid decizii si de a

raspunde mai eficient la schimbarile din mediul extern); ,.informala , prin 1 i
pund ficient 1 himbarile d diul ext la” care, prin Tncurajarea
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angatilor sd isi exprime ideile si sugestiile fara frica de a fi criticati sau judecati, promoveaza
creativitatea si inovatia in cadrul organizatiei si poate ajuta la crearea unei culturi a Invatarii, in
care angajatii sunt incurajati sd isi dezvolte abilitatile si competentele prin experimentare si
incercare-eroare; ,,descentralizatd”, cu o ierarhie mai putin rigida sau chiar deloc, Tn care puterea
si responsabilitatea sunt distribuite pe intregul spectru al organizatiei, nu doar la nivelul de
management.

In schimb, mediile statice in care schimbrile sunt mai putin probabile si in care cerintele
si nevoile clientilor sunt relativ stabile si previzibile, ar trebui calibrate cu structuri organizatorice
bazate pe ierarhie si reguli stricte, cu o separare clara a sarcinilor §i responsabilitatilor si un
control concentrat in mdinile unui numar limitat de persoane din cadrul conducerii organizaftiei.

Lipsa de congruenta a mediului cu structura va genera o performantd redusa.

IV. Teoria sistemelor

Viziunea sistemica se concentreaza pe interrelatii, interactiune si integrare, abordand lumea
ca un complex de conexiuni de cauzalitate, co-dependenta si schimb de informatii, energie sau
materie. Gandirea sistemicad este procesuald, rezolvand problemele complexe prin etape bine
definite si gestionabile, iar forma unui sistem este strans legata de procesul prin care a fost creat,
reflectindu-1 fidel. Astfel, intelegerea si gestionarea unui sistem necesitd o abordare holistica si
iterativa, adaptatd interdependentelor si dinamismului sdu intern.

In opinia lui Bertalanffy, diferenta dintre viatd si non-viati consti nu doar in substantele
individuale care alcdtuiesc sistemul, ci si in organizarea, interactiunea si feedback-urile dintre
acestea. El subliniaza ca proprietatile si comportamentul unui sistem nu pot fi explicate prin simpla
insumare a partilor sale studiate individual, deoarece comportamentul partilor depinde de modul
in care sunt interconectate. Astfel, proprietatile si comportamentul sistemului sunt emergente,
rezultand din interactiunile dintre parti, ceea ce inseamna ca intregul este mai mult decat suma
partilor. Aceastd perspectivd, cunoscutd sub numele de emergentd, sugereaza cd in economie,
pietele si alte sisteme economice 1si obtin proprietatile si comportamentul din interactiunile
agentilor economici. In mod similar, comportamentul unei organizatii rezulta din interactiunile
dintre membrii sai, nu doar din actiunile individuale. Schimbarile in structura organizationald pot
afecta modul 1n care departamentele si indivizii colaboreaza, influentdnd performanta generala a

companiei. Intelegerea dependentelor reciproce si a importantei proceselor emergente ajutd la
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constientizarea consecintelor actiunilor noastre. Sistemele sunt dinamice si cautd constant
echilibrul, iar managerii trebuie sa identifice si sd corecteze sursele de entropie, recunoscand ca,
pe masura ce mediul devine mai complex si variabil, anticiparea si corectarea devin mai dificile.
Intr-un mediu turbulent, adaptarea si succesul necesitid eforturi colective ale organizatiilor,

conform teoriei ecologiei sociale.

V. Teoria costurilor de tranzactie

Definita de R. H. Coase si extinsa de O. Williamson, Teoria costurilor de tranzactie
explicd motivele pentru care companiile internalizeaza activitatile in loc sa se bazeze pe relatii de
piata externe. Williamson argumenteaza ca supravietuirea si eficienta unei firme depind atat de
comportamentul agentilor economici, cat si de caracteristicile mediului si tranzactiilor. Teoria
sugereaza ca firmele aleg Intre integrare verticald si piatd in functie de costurile de productie si
tranzactie, optand pentru internalizare atunci cdnd costurile de tranzactie sunt mai mari decat cele
organizationale, mai ales in conditii de incertitudine si frecventd ridicatd a tranzactiilor.
Williamson introduce si conceptul de guvernanta relationald, un mecanism intermediar bazat pe
contracte si Incredere, unde firmele isi mentin autonomia dar depind reciproc. Cercetarile lui
Carson, Madhok, Varman si John aratd cd guvernanta bazatd pe incredere intre firme,
fundamentatd pe relatii solide si intelegere profunda a partenerilor, conduce la performante
imbunatatite. Abilitatea de a comunica eficient, adaptabilitatea si gestionarea corectd a
informatiilor sunt esentiale pentru mentinerea acestei increderi. Intr-o guvernanti bazati pe
incredere, partenerii trebuie s aiba acces la informatii relevante, sd inteleaga contextul operational
sl sd poatd ajusta strategiile in functie de nevoile si asteptarile reciproce. Claritatea termenilor si
monitorizarea regulatd sunt cruciale pentru conformitate si evitarea incertitudinii
comportamentale. Astfel, prin eliminarea barierelor informationale i promovarea unui schimb
deschis si transparent de informatii, parteneriatele de afaceri se pot consolida, facilitind

colaborarea si atingerea obiectivelor comune.

V1. Scoala analizei strategice a organizatiilor
Teoria sociologica organizationala promovata de Michel Crozier si Erhard Friedberg
analizeaza relatiile de putere dintre actorii organizationali si regulile care guverneaza interactiunile

acestora. In aceasta teorie, organizatia este vazuta ca un ,,sistem constrans”, in care diversi actori,
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cu interese strategice divergente, interactioneaza in cautarea unor grade de libertate. Scopurile
actorilor sunt adesea contradictorii si multiple, reflectand reactii la oportunitatile percepute mai
degraba decat obiective predefinite. Actorii studiazd resursele, circumstantele si constrangerile
pentru a identifica elementele favorabile sau nefavorabile in raport cu propriile obiective, fiind
liberi sa aleagd directia de actiune. Puterea unui actor in organizatie depinde de controlul asupra
anumitor ,,zone de incertitudine” si este relativa in raport cu ceilalti actori. Sursele de putere includ
stipanirea unor abilitati greu accesibile, controlul informatiei si comunicarii, mentinerea
legaturilor externe si gestionarea incertitudinii in aplicarea regulilor. Actorii trebuie sa tind cont
de interdependentele din organizatie si sd colaboreze cu alti actori pentru a-si atinge scopurile.
Astfel, puterea si influenta unui actor sunt dinamice si depind de contextul specific si de relatiile
de interdependenta cu ceilalti membri ai organizatiei.

John P. Kotter, profesor pensionat de la Harvard Business School, a studiat peste 100 de
companii de diverse dimensiuni si profitabilitate, atdt din Statele Unite, cat si din alte tari. A
constatat ca in mai mult de jumatate dintre aceste companii, schimbarile fundamentale necesare
pentru a deveni mai competitive intr-un mediu de piatd provocator au esuat. Managerii fie nu
reusesc sd motiveze persoanele implicate, subestimand dificultatea de a scoate oamenii din zona
lor de confort, fie nu au rdbdare sd parcurga etapele preliminare ale transformarii. Kotter subliniaza
cd procesul de relnnoire nu avanseaza pana cand nu sunt promovati lideri ai schimbarii in pozitiile
superioare. Acesti lideri trebuie sd recunoascd necesitatea unei schimbari majore si sa discute
sincer despre pozitia competitiva in declin a companiei, determinata de factori precum stagnarea
castigurilor, scaderea pietei si a marjelor, sau alti indici relevanti.

Din perspectiva lui Kotter, in institutionalizarea schimbdrii in cultura corporativa, doi
factori sunt deosebit de importanti: 1. comunicarea constientd a modului in care noile abordari,
comportamente si atitudini au contribuit la imbundtitirea performantei si ajutarea oamenilor in
intelegerea corecta a conexiunilor care au generat rezultatele; 2. intelegerea in detaliu, de catre
consiliile de administratie, a transformarilor implicate de procesul de reinnoire, astfel incat, prin

alegerile lor bune, sa asigure o succesiune potrivita la varful unei organizatii.

VII. Noul model economic
Tn vremuri tulburi, conform lui Peter Drucker, pericolul real nu consti in tulburiri, ci in

persistarea ntr-o logica invechitd. Noul model economic subliniazd importanta dezvoltarii unui
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"'scop superior”, centrat pe misiunea companiei, responsabilitatea fata de binele comun si angajarea
partilor interesate intr-o viziune comuna de imbunétitire a vietii si contributie pozitiva la societate.
Scopul autentic si aliniat atrage talente, stimuleaza cresterea si investitorii, generand coeziune si
performantd. Pentru a construi o strategie solida, organizatiile trebuie sa raspunda intrebarilor
fundamentale despre existenta lor si contributia adusa societatii, gasindu-si astfel ratiunea de a fi
care le diferentiaza si le ghideaza actiunile prezente si viitoare. Numai printr-o abordare sincera
asupra ,,DE CE-ului” companiei se poate reconstrui ,,CE” si ,,CUM”, comunicand sensul profund
al actiunilor zilnice in si In afara organizatiei.

Felli si Lenain propun un model de functionare a companiilor bazat pe patru principii
fundamentale: 1. vocatia intreprinderii este multidimensionald, avand o functie productiva,
educativa si asociativa; 2. scopul final al companiei nu este obtinerea profitului, ci servirea
societatii — clienti, furnizori, autoritati publice si angajatii sai; 3. profitul, desi vital, este un test de
competitivitate si performantd, si un mijloc esential pentru finantarea progresului; 4. profitul
permite companiei sa isi indeplineasca misiunea sociala, asigurand sustenabilitatea si impactul
pozitiv Tn comunitate.

Potrivit lui Michael Porter, companiile pot crea valoare comuna prin regandirea produselor
si pietelor pentru a aborda probleme sociale si de mediu, redefinirea productivitatii in lantul valoric
si consolidarea clusterelor locale de competitivitate. Aliniind interesele companiei cu cele ale
clientilor, firmele nu mai trebuie sa aleaga intre etica si profit, ci pot obtine ambele simultan. Acest
model de business integrat permite companiilor sd contribuie la binele comun si sa genereze profit,
demonstrdnd c@ responsabilitatea sociald si succesul financiar pot fi complementare si
interdependente.

Companiile au motive clare pentru a integra responsabilitatea societald in modelul lor de
afaceri, iar beneficiile financiare sunt evidente. Potrivit Dion si Fortie, imbunatatirea reputatiei si
loialitatea consumatorilor duc la cresteri semnificative ale véanzarilor si marjelor de profit.
Motivarea angajatilor, sustinutd de o claritate a scopului si un mediu de lucru care alimenteaza
entuziasmul, creste productivitatea si reduce costurile asociate cu dezangajarea. "Brandul de
angajator" devine un argument puternic in recrutare, atragand talente care Tmpartasesc valorile
organizatiei. Relatiile de calitate cu toate partile interesate, asigurarea stabilitatii lantului valoric si

capacitatea sporitd de inovare sunt alte beneficii esentiale.
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Cap. 1l MANAGEMENT ALCHIMIC. O ALTFEL DE PARADIGMA

Dr. Ernest Holmes a spus: ,,Schimbati ideea despre un lucru si schimbati lucrul in sine. E
chiar asa de simplu.” Aceasta idee este sustinutd de experimente precum cel al dublei fante, care
demonstreaza ca realitatea este creata prin observare. Constiinta si intentiile noastre pot influenta
structura materiei si comportamentul altor persoane: materia se comporta selectiv in functie de
prezenta unei constiinte si de caracteristicile acesteia); viziunea si asteptarile pe care le proiectam
in viitor influenteaza comportamentul interlocutorului (care se comprtd ca si cum ar stii cu
precizie): ,,viitorul determina prezentul!”

Asadar, stiinta ne demostreaza ca putem cultiva cele mai bune aspecte ale oamenilor si
situatiilor din jurul nostru.

In management, aceasti idee poate fi transpusi prin promovarea unei culturi
organizationale bazate pe constientizare, intentie si perceptie pozitiva. Liderii pot defini si
comunica clar o viziune inspiratoare si obiective motivationale, concentrandu-se pe valorificarea
punctelor forte ale angajatilor. Prin cultivarea asteptarilor pozitive si incurajarea unei mentalitati
deschise, managerii pot influenta comportamentele si performantele echipei, creand un mediu de
lucru in care angajatii se simt apreciati si motivati sa contribuie la succesul organizatiei. Astfel,
prin schimbarea modului in care percep si abordeazd provocdrile, managerii pot transforma
realitatea organizationald intr-una mai productiva si armonioasa.

In acest sens, lucrarea prezinti informatii si abordari stiintifice care inviti la o schimbare

de perspectiva manageriala.

l. Bine si rau. Pozitiv si negativ. Gdndirea corectd

Din moment ce succesul si esecul depind de ceea ce credem, iar gandurile constiente si
subconstiente influenteaza direct realitatea noastrd, responsabilitatea unei vieti plind de sens ne
apartine. Daca omul crede cé va fi bine si va fi. Pentru cd simanta saditd are menirea sa rodeasca
si va rodi, se va materializa (cu exceptia situatiilor in care ea este eliminata sau inlocuitad cu alta
samanta). Deci, ,,Succesul nu este rezultatul muncii asidue, ci al gandirii corecte. lar ghinionul nu
se abate asupra ta; tu 1l creezi.” Pentru ca totul a fost creat ca rezultat al gandirii.

Dar, convingerile depozitate in mintea subconstienta de catre mintea constientd, cu

instructiunea ferma de a nu se mai intoarce vreodatd in amintire, sunt declansatorii! Ei

18



directioneaza mintea subconstienta catre exact acele lucruri de care individul se teme, pentru ca
inteligenta universale raspunde la convingeri. Dacd greseala este insotitd de rusine, remuscari,
osandad si autocompdtimire, cat timp omul poartd asupra sa aceste iluzii, acestea vor influenta
mintea subconstientd si se vor manifesta in realitate! Consecintele suferite vor continua sd se
dezvolte cat timp sunt in mintea subconstienta.

Solutia este descompunerea si inlocuirea vechii seminte, infloritoare precum buruienile,
prin plantarea unui nou raspuns conditionat. Pentru cé ,,Gandul si credinta creeaza!” Noi nu suntem

niciodatda singuri. Nu noi ne-am creat! Singura forta creatoare existenta creeaza ceea ce noi

credem si manifestad ceea ce suntem pregatiti sd accepdm. lar aceasta putere functioneazd conform

legilor universale. Astfel, noua ne raimane responsabilitatea sa le cunoastem, sa ni le insusim si sa

le traim.

1. Procesul realizarii

Succesul, in perspectiva omului modern, este adesea perceput ca varful prosperitatii,
marcat de bogatii materiale si lux. Totusi, banii, esentializati ca mijloc de schimb, sunt doar o
consecinta a succesului si nu sursa lui. Cu toate acestea, etalonul succesului 1l atingem cand
permitem banilor sa reflecte ceea ce oferim. Prosperitatea se bazeaza pe legea schimbului
reciproc. ,,Fiecare este ca un pol in fluxul de curent electric. Nu poate primi mai mult curent decat
transmite si primeste mereu Tnapoi exact ceea ce ofera.” ,,Creeazd! Construieste! Serveste! Acestea
sunt comenzile naturii.”

Totodata, in complexa economie a societatii actuale, principalul bun al fiecarei persoane
este munca sa, iar recompensa pe care o primeste este direct proportionald cu contributia sa la
binele comun. O contributie semnificativa aduce o recompensa pe masura, in timp ce o contributie
mai mica se reflecta printr-o recompensa mai mica. ,,Fructele de astazi sunt intotdeauna semintele

de ieri.”

I1l.  Sapte principii esentiale

Invataturile hermetice, prin Hermes Trismegistul ne dezviluie ca ,,intregul univers este
intr-o permanenta vibratie iar omul poate influenta realitatea prin propriile stari mentale.
Universul este spiritual si guvernat de legi stiintifice, omul avand capacitatea sa anuleze negativul

facand apel la polaritatea corespunzétoare.”
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Cele sapte legi sau principii hermetice bine cunoscute si aplicate erau:

1. Legea cosmicd a unitatii in diversitate: avand ca principii subordonate: ,,Cosmosul este un

sistem organizat de parti corelate si coordonate, care, intr-o anumita combinatie, constituie o
unitate adevarata”, deci ,,Toate lucrurile depind de multe alte lucuri” (ceea ce se intampla intr-un
context poate avea o legaturd cu ceea ce se intimpla in alt context, sugerand o conexiune intre
microcosmos si macrocosmos/ intre parti si intreg).

2. Legea cosmica a activitatii: ,,Totul este intr-o miscare permanenta” sau, altfel spus, realitatea
\ p Y

este mereu intr-o stare de flux influentat de o dinamica subiacenta in univers, o fortd sau o energie
care 1i guverneaza evolutia si transformarea.

3. Legea cosmicd a schimbadrii: ,,Succesiunea schimbarilor lucrurilor se manifesta intr-0 curgere

neintreruptd, conectatda intr-o unitate progresiva care isi pdstreaza intotdeauna insiruirea
ordonata”. Asadar, schimbarile in lucruri sau evenimente nu sunt aleatorii sau izolate, ci se succed
intr-un mod organizat, logic, bine definit, continuu si previzibil (fira intreruperi sau haos), care

contribuie la progresul sau evolutia generala.

4. Legea cosmica a cauzalitatii: ,, Totul se petrece ca urmare a unei cauze. Toate schimbarile din

activitatile din Cosmos inceteaza sa se mai manifeste pentru cd sunt conditionate de o cauza”,
ceea ce subliniaza legatura intre evenimente si sugereaza cd, pentru a intelege si a controla
schimbarile sau manifestarile, trebuie sa identificam si sd intelegem cauzele care le stau la baza.

5. Legea cosmica a ritmului: ,,7otul se misca in cicluri ritmice”, avand ca principiu subordonat:

»~Involutia preceda intotdeauna evolutia, acestea fiind aspectele gemene sau polii contrastanti ai
unui mare proces”. Ceea ce sugereaza este ca evenimentele sau schimbarile nu sunt izolate, ci fac
parte dintr-un ciclu care se repeta in mod regulat dar si ca involutia si evolutia, prezentate ca opuse
si complementare, reprezenta polii contrastanti ai unui proces mai mare. Asadar, intelegand mai
bine fenomenele si procesele universale, putem prezice dinamica. Cunoscand un pol, putem
anticipa polul opus.

6. Legea cosmica a polaritatii (dualitatii sau karmei): ,,Orice lucru face parte dintr-o pereche de

contrarii. Absolut fiecare dintre calitatile sau grupele de calitati manifestate isi are cealalta
pereche sau polul opus, formdnd o pereche de contrarii (care constituie doar cei doi poli opusi ai
unei unitati mai mari in care ei pot fi sintetizati)” ceea ce subliniaza ideea ca opozitiile si contrariile
nu sunt neaparat in conflict unul cu celalalt, ci pot coexista, completandu-se reciproc si contribuind

la echilibrul si armonia intregului sistem sau fenomen/ a lumii.

20



7. Legea cosmicd a echilibrului sau compensatiei: ,,Toate lucrurile sunt in echilibru. Toate

activitatile din Cosmos sunt echilibrate si compensate si manifesta o conditie de stabilitate,
echilibru si compensare” deci fiecare actiune sau fortd are o reactie sau o contrapondere care

mentine aceasta echilibrare dinamica activa de compensare a fortelor opuse.

IV.  Calea echilibrului

Aspectele practice ale acestor legi transpuse in invataturile celor mai intelepte minti de-a
lungul istoriei, sunt diseminate la nivel macro, in mai mult de 100 de tari, de Dr. Demartini, un
expert al comportamentului uman.

Dr. Demartini, prin mai mult de 50 de ani de cercetare in diverse discipline precum fizica,
matematica, astronomie, neurologie, fiziologie filosofie, psihologie, teologie si metafizica, a
dezvoltat o metodologie care echilibreaza perceptiile noastre asupra realitatii. lar echilibrarea
mintii prin ajustarea perceptiilor noastre ne poate aduce stabilitate mentala si fizica.

El considera ca dezechilibrul vine din perceptiile noastre asupra evenimentelor. Catalogdm
un eveniment ca benefic sau provocator in functie de avantajele sau dezavantajele percepute. Insa,
reperul prin care judecam evenimentele sunt valorile noastre. Ceea ce pretuim cel mai mult. Ele
ne inspird si ne dau un sens in tot ceea ce facem. Ne determina actiunile zilnice.

Din perspectiva Dr. Demartini, valorile sunt determinate de golurile percepute in viata
noastra. Acestea sunt cele care ne motiveaza sa le umplem si sa ne atingem scopurile.

Dar valorile sunt si cele care ne deblocheaza potentialul in diverse domenii ale vietii.
Identificand si prioritizand valorile noastre cele mai inalte, ne ddm voie sa traim o viata inspirata,
plind de sens, in mod reponsabil si productiv.

Metoda dezvoltata de Demartini pentru echilibrarea perceptiilor 1si are seva in Legile
Universale, definite de acest cercetator dupa cum urmeaza:

1. Legea Dualitatii: afirma ca tot ceea ce se IntAimpla este o componentd vitald a ordinii
divine, unde chiar si cele mai teribile intamplari au un aspect benefic ascuns. Pozitivul si negativul,
binele si raul, sprijinul si provocarea, pacea si razboiul apar impreund, in perechi, fiind simultane
si echilibrate, formand ordinea divina.

Perceptiile noastre genereaza emotiile: cand percepem ceva ca fiind doar pozitiv sau doar

negativ, trdim emotii corespunzitoare care, fiind de frecventa joasd, ne reduc potentialul. Intre
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polaritatile emotionale, intre preferinte si antipatii, se afla starea de armonie si echilibru, care
reprezintd nucleul vietii umane.

2. Legea Compensarii sugereaza ca atunci cand incalcam legea dualitatii si cautam doar
aspectele pozitive, respingandu-le pe cele negative, polul opus se va manifesta intr-o maniera
exagerata si nesanatoasd. Evolutia noastra necesita identificarea si acceptarea echilibrului in toate
lucrurile, recunoscand inteligenta superioara care il coordoneaza. Provocarile si dificultatile oferite
de ceilalti sunt esentiale pentru dezvoltarea personald si spirituald, iar echilibrul dintre sprijin si
provocare ne ajuti si ne atingem potentialul. Incercarea de a impune ordine excesiva intr-un sistem
genereaza haos si rezistenta, subliniind necesitatea de a integra si accepta ambii poli ai realitatii.
Astfel, putem transforma atasamentele in intentii echilibrate, accesind adevarata putere si creand
viata dorita, prin recunoasterea si integrarea aspectelor respinse.

3. Legea schimbului echitabil (conservarii) afirma ca orice tranzactie Intre douad sisteme va
ajunge, in cele din urmd, la un echilibru in care ambele parti castigd si pierd in mod egal.
Schimburile inechitabile, in care se incearca obtinerea sau oferirea a ceva gratuit, creeaza
dezechilibre care duc la stagnarea valorii personale si pierderea claritatii misiunii. Altruismul,
perceput ca o forma pura de generozitate, este de fapt un mit, deoarece orice act de daruire implica
un schimb egal, chiar daca sub forme diferite. Cand nu percepem schimbul ca fiind echitabil, traim
sentimente de teama si vinovatie, iar procesul nostru evolutiv ramane stagnant. Pentru a gestiona
corect veniturile si a simti un echilibru, trebuie sa recunoastem valoarea si contributiile noastre In
schimburile pe care le facem. Astfel, echilibrarea perceptiilor si recunoasterea schimbului echitabil
sunt esentiale pentru progresul personal si claritatea misiunii noastre.

4. Legea ritmului si ciclicitatii afirmd ca planeta Pamant a trecut prin cel putin cinci
evenimente cataclismice majore, care au dus la extinctii masive, dar fiecare astfel de extinctie a
fost urmata de aparitia unor noi forme de viatd mai bine organizate $i cu o constiintd superioara.
Acest model ciclic demonstreaza ca natura nu elimina vechiul fard a face loc noului, aratand ca
evolutia si dezvoltarea sunt esential legate de ritmul distrugerii si creatiei. Astfel, in orice proces
de schimbare, disparitia unor elemente vechi este necesard pentru a permite aparitia unor structuri
si forme noi, mai avansate. Aceasta lege sugereaza ca evolutia, atat in natura cat si in viata noastra
personald, necesitd acceptarea ritmului si ciclicitatii schimbarii pentru a progresa si a se adapta

constant.
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5. Legea Oglinzii / Corespondentei si Refelexiei: atirma ca modul in care ne tratdim pe noi
ingine se reflectd 1n comportamentul celorlalti fatd de noi. Oamenii devin o oglinda a perceptiilor
si convingerilor noastre interioare. Pentru a ne transforma viata, trebuie sd identificdm si sa
constientizdm sentimentele si convingerile pe care le avem despre noi insine. Pana nu ne apreciem
la adevarata valoare, nu putem astepta ca ceilalti sa o faca. Lumea exterioara este o reflexie a
universului nostru interior. Dacd acceptdm mai putin decat meritdim, ne diminudm valoarea pe
piatd si pretuirea de sine. In schimb, mentinerea fermi a valorii noastre reale si refuzul ofertelor
inferioare ne ajutd sd obtinem un schimb echitabil si sd ne crestem valoarea.

6. Legea Vibratiei / Rezonantei afirma cd atragem in viata noastrd ceea ce suntem, prin
intermediul frecventei gandurilor si sentimentelor noastre dominante. Suntem ceea ce percepem si
atragem oameni, idei si evenimente care reflecta starea noastra interioard. Gandurile noastre, fie
ele pozitive sau negative, influentate de inspiratie sau disperare, determind ce se manifestd in viata
noastra. Frica si vinovatia ne mentin intr-o stare de nesiguranta, ne submineaza stima de sine si ne
impiedicd sa traim in prezent. Dacd ne considerdm inferiori, respingem colaborarile si relatiile
benefice, iar daca suntem prea increzatori, atragem provocari care ne aduc inapoi in echilibru.

Adoptand o perspectiva echilibrata si recunoscandu-ne ca fiinte celeste avand experiente
terestre, manifestam inspiratie, dragoste si recunostinta. Astfel, devenim maestri ai circumstantelor
si atragem magnetic oportunitatile care corespund gandurilor noastre dominante, armonizandu-ne
mintea si corpul si avand un impact global.

Dupa zeci de ani de cercetare si practica clinica, dr. Demartini transpune aceste legi intr-
un proces de vindecare interioara prin transformare, denumit procesul colapsului cuantic
desfasurat astfel:

Pasul 1: Identificarea trasaturii, actiunii sau inactiunii (TAI) pe care o admiram/detestam
la altcineva (incarcatura emotionald pozitiva/negativa), excluzand starilor sintetizate (iubitor),
exprimarilor generale (persoand bund) sau etichetelor vagi.

Pasul 2: Identificarea unei serii de momente (cand, unde si cdtre cine) in care noi insine
am demonstrat acelasi TAI catre alte persoane (confirmare a Legii Reflexiei si a Transparentei).
Continudm pand avem certitudinea ca avem acest TAI intr-o forma identica sau similara, la acelasi
nivel.

Pasul 3: Identificarea momentelor in care persoana admiratd/ detestata a manifestat T Al

fata de noi insine si consemnarea: piedicilor/dezavantajelor/deserviciilor (pentru incarcatura
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emotionald pozitivd), beneficiilor/avantajelor/serviciilor (pentru incarcatura emotionald negativa)
care ne-au fost aduse in valori (ale noastre si ale ei) si in cele 7 arii ale vietii (pasul 3 aratd ca TAI
de la pasul 1 este in egald masura o piedica si un beneficiu).

Pasul 4: Consemnarea dezavantajelor/deserviciilor deserviciilor (pentru incarcatura
emotionala pozitivad), beneficiilor/avantajelor/serviciilor (pentru incarcatura emotionald negativa)
persoanelor carora le-am demonstrat TAl (demonstreaza ca TAI de la pasul 2 este in egald masura
0 piedica si beneficiu pentru ei) in acel moment (pana in prezent).

Pasul 5: Identificare a unde si cand persoana de la pasul 1 a demonstrat opusul TAI initiale
(anti-TAI), catre aceeasi persoand sau grup si cine a perceput asta (dizolva etichetele exagerate si
imbunatateste comunicarea). Continudm pana avem certitudinea cd trasatura opusd o egaleaza
cantitativ si calitativ pe cea initiala (aratd ca aceastd persoand a demonstrat ambele parti in mod
egal).

Pasul 6: ldentificarea momentelor (unde, cand, cine, continut, context, persoane) cand
altcineva a facut exact opusul TAI de la pasul 1 cétre aceeasi persoand/grup, sincronic, exact in
acelasi moment (demonstreaza sincronicitate, incurcaturd si ordine inteligenta ascunsa). Putem
astfel vedea ca cineva a adus echilibru situatiei, facind T Al opusa, in acel moment.

Pasul 7: Pentru a dizolva cosmarurile si fortele care creeaza fantezii/filii ori cosmaruri,
vom identifica piedicile/dezavantajele/deserviciileor (pentru incarcatura emotionala pozitiva),
beneficiile/avantajele/serviciile (pentru 1Incdrcdtura emotionald negativd) proprii si ale
persoanei/grupului catre care a fost demonstrata TAI daca, in acelasi moment, persoana de la pasul
1 ar fi facut exact opusul (demonstreaza cd daca persoana ar fi faicut opusul, erau beneficii si costuri
egale).

Conceptele si teoriile In management prezentate, precum si noua paradigma propusd de
doctorand in sensul practicarii unui management alchimic, au fost sintetizate intr-un Ghid esenta

de administrare eficientd a afacerii (anexat lucrarii de cercetare).
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Cap. 1V LEADERSHIP. GENERATIILE BABY BOOM, X, Y SI Z

Studiul atent al raporturilor intergenerationale este essential in abordarea profesionala a
problemelor fiecarui grup de varstd, avand in vedere ca fiecare generatie este modelata de un
context socio-economic si cultural unic.

Generatiile sunt influentate de valorile predecesorilor si de experientele emotionale
formative din tinerete, precum si de schimbarile rapide economice, sociale, culturale si tehnologice
(care accentueaza diversitatea si neomogenitatea asimilarii culturale, diferentele si divergentele
intergenerationale). Astfel, intelegerea acestor dinamici este baza abordarii eficiente a nevoilor si
provocarilor specifice fiecarei generatii, coeziunii si colaborarii intre diferitele grupuri de varsta.

In prezent, patru generatii diferite lucreazi impreuni pentru a rezolva probleme, a lua
decizii, a proiecta produse, a gestiona proiecte si a servi clientii. In mod obisnuit, locul de munca
reuneste toate generatiile, de la baby-boomeri, generatia X, generatia Y (Millennials) la generatia
Z (succedata in viitor de generatia Alpha), oameni de toate varstele, care colaboreaza in echipe sau
pe proiecte.

In acest context, pentru managerii care urmaresc cresterea motivatiei, atasamentului pentru
locul de munca si productivitatii angajatilor, navigarea intergenerationald este o adevarata
provocare.

Cunoscand principalele trasaturi generalizate ale angajatilor prezenti pe piata muncii
(valori, nevoi, motivatii, asteptari profesionale, ambitii, stiluri de lucru), valorificind punctele
cheie comune, intelegand care este cel mai eficient mod de comunicare, motivare, gestionare si
conducere al fiecdrei generatii, managerii pot avea abordari individualizate privind recrutarea,
motivarea si mentinerea in functie, pot interactiona mai bine cu fiecare generatie, pot naviga mai
usor printre probleme, ori evita conflicte potentiale. Deci pot crea un mediu securizant care sa
ofere angajatilor conditiile optime pentru crestere (personald, de grup, a activitatii si companiei).

Astfel, lucrarea cerceteaza care sunt particularitatile si aspectele care diferentiaza
generatiile active si le transpune chintesenta Tn ghidul esenta: Generatii active, perspective autori
occidental.

Cateva dintre caracteristicile acestor generatii sunt: a). Baby Boomers, X si Y sunt buni
jucatori de echipd, cee ace nu putem spune despre generatia Z; b). doar generatiile X si Y manifesta

deschidere spre feedback; c). cea mai mare loialitate fatd de companie si deschidere in luarea
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angajamentelor le are generatia Baby Boomers si cea mai mica, generatia X (GenY doreste:
recunoastere contributie, acces la invatare si dezvoltare continud, activitdti cu impact social
pozitiv, comunicare deschisa, in timp ce GenZ vrea: sa fie ascultata, activitate atractiva, diversitate,
oportunitati de implicare si contributie); d). din perspectiva disponibilitatii pentru munca din greu
generatia Y manifestd cea mai mica deschidere, Tn timp ce Gen Z pune accent pe munca cu
semnificatie aliniatd valorilor ei); e). singura caracteristicd comuna tuturor generatiilor este nevoia
de crestere; ). calea structurii ierarhice este aprobata cu fermitate doar de Baby Boomers (Gen Z
accepta modele mai flexibile si mai orizontale de organizare a muncii); g). Gen X si Y prefer sa

nu respecte reguli si procese, in timp ce GenZ isi doreste conversatiile cu doua sensuri.

. Psihologia poporului roman

Pentru a intelege mai bine mentalitatea, personalitatea si nevoile angajatilor romani,
prezenta lucrare isi propune, fard a avea pretentia unui studiu exhaustiv:1. Sa cerceteze ce trasaturi
caracteristice are poporul roman, 2. Cum s-au format si ce justificd aceste trasaturi, 3. Cum se
aplica aspitatiile celor patru generatii in contextul romanesc, 4. Ce resurse sunt necesare realizarii
acestor aspiratii, 5. De ce resurse dispun in mod real romanii.

Tocmai de aceea, studiul psihologiei poporului roman reprezintd un punct central al
prezentei lucrari.

Din perspectiva istorica, Draghicescu subliniaza complexitatea originii etnice a romanilor,
afirmand ca acestia sunt rezultatul unui amestec nedefinit si haotic de multiple rase. Primul strat
sufletesc al romanilor provine din aluviunile tracice: geto-dacice, latine si slave. Peste acestea s-
au asezat straturi mai subtiri de influente turanice, fino-mongolice (kumane, ungare, tartare,
turcesti) si grecesti moderne, ulterior colorate de influenta franceza.

Astfel, interactiunile si influentele etnice geto-dacice, latine si slave au contribuit la
formarea complexa a mentalitatii si caracterului romanesc: 1. Tenacitatea vointei si spiritul de
ordine si disciplind formate din amestecul geto-dacilor cu romanii sa fie afectate de spiritul
nedisciplinat si anarhic al slavilor. 2. Cruzimea traco-romana sa scada datorita influentei slavilor,
iar inteligenta vioaie a geto-dacilor sa fie completata de spiritul juridic al romanilor si de spiritul
mlddios si imaginativ al slavilor. 3. Romanii sa mosteneasca entuziasmul exuberant de la slavi
(desi acesta este de suprafatd si intermittent) si caracterul viclean si inselator al dacilor, intarit de

influenta romanilor si completat de lipsa de cinste a slavilor n afaceri.
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Draghicescu evidentiaza evolutia caracterului si spiritului romanilor in secolul XIV si XV,
influentata de luptele cu turcii. Se observa o schimbare in vointa si curajul acestui neam, care au
fost Tnlocuite treptat de frica si pasivitate. Procesul de dizolvare a vointei si caracterului a dus la
alterarea spiritului de libertate si independenta, iar romanii au dezvoltat abilitati de amagire si
ascundere pentru a face fata luptelor inegale. Aceste schimbari au fost determinate de infringerea
energiei romanesti in fata unor vrajmasi puternici, care au slabit tenacitatea si statornicia vointei
acestui neam.

Totodata, instabilitatea politicad si schimbarea frecventd a domnilor au avut consecinte
grave si dezastruoase pentru poporul roman si au dus la o crestere a coruptiei si a abuzurilor din
partea domnilor (care isi urmareau interesul personal in detrimentul poporului). Lipsa unei
continuitati in guvernare a facut dificila implementarea unor politici coerente si a dus la stagnare
economica i a afectat securitatea si suveranitatea statului romanesc.

Caracterul istoriei a creat caracterul acestui popor. Ecou al desfasurarii unei vieti istorice
anonime, lipsiti de continuitatea si statornicia dezvoltarii, nici vointa, nici caracterul romanilor nu
le-au fost coerente, tenace si puternice.

In acelasi registru se afli imitatia, adinc inradacinata in firea romanilor din pricina lipsei
unei vieti istorice marcatd de independentd si a unei personalitati etnice proprii.

Timiditatea, nesiguranta, neincrederea, frica, lipsa de curaj, slaba energie a vointei, lenea
fizica si mentald, nepdsarea si resemnarea pasiva, lipsa de initiativa, fatalismul si increderea oarba
in soartd ori noroc au stipanit si inca stapanesc sufletul romanilor.

Contextul istoric i-a determinat sa faca planuri vagi si neclare, rareori sa le inceapa si foarte
rar sa le finalizeze. Desi sunt capabili sd planuiasca multe lucruri, lipsa de vointa energica si de
rabdare, rezultata din istoria tumultuoasa, 1i face pe romani sa inceapa putine dintre ele si sa
abandoneze usor. Prefera un ritm de lucru neregulat, alternand intre perioade scurte de munca
intensa si lungi pauze de sarbatoare, incapabili de efort prelungit si disciplina riguroasa.

Tncepand cu secolul al XVIl-lea, dominatia grecilor a adus alte obiceiuri rele precum
viclenia, intriga si camata. Totusi, boierimea a asimilat unele aspecte nobile ale civilizatiei grecesti.
Tncepand cu veacul al XI1X-lea, un usor vant occidental este purtat prin influenta ruseasca.

Radulescu Motru, studiind particularitatile sufletului roméanesc, ne transmite peste timp:

1. Convingerile romanilor se bazeaza mai mult pe "zvonul public" decat pe dovezi

personale. Opiniile grupului au prioritate asupra celor individuale. 2. Romanii isi iau curajul si
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initiativele doar in grup. Individual, tind sd fie rezervati si evita responsabilitatile. 3. Judecata
severa si initiativele sunt manifestate la nivel de grup, dar individual, romanii sunt indulgenti si
amand actiunile. 4. Romanii doresc sd impund reguli pentru altii, dar nu aplica aceleasi standarde
la ei ingisi. 5. Existd o unitate superficiald bazata pe traditie si imitatie, nu pe sacrificiu personal si
vointd constientd. 6. Romanii sunt susceptibili si se aprind usor in grup, dar isi pierd rapid
entuziasmul individual. 7. Romanii prefera profesiile care le permit s ramana in mijlocul multimii,
evitand activitdtile care cer initiativa individuald, precum comertul si industria. 8. Romanii doresc
sa adopte culturile occidentale fara a schimba comportamentele traditionale gregare.

Sufletul romanului este gregar, aproape absorbit de sufletul grupului, dar aceasta stare este

impusa de traditie si imprejurari. De aceea, membrii unei asemenea societdti, putin diferentiati,

nu se pot manifesta solidar.

Totodata, clima si pozitia geografica au avut un impact semnificativ asupra mintii si
caracterului romanilor. Pozitia noastra geografica a dezvoltat mai mult insusiri defensive, pasive
la romani, pastrandu-le ascunse pe cele active. Expunerea constanta la natura frumoasa a
determinat o minte deschisa si o inclinatie catre contemplarea obiectelor concrete, dar a limitat
adancimea introspectiei.

Romanii, atrasi de splendoarea lumii exterioare, si-au hranit spiritul si mintea din impresiile
externe, traind mai mult la suprafatd si avand o activitate mentald superficiala. Vara, caldura
excesivd moleseste capacitatea de concentrare si munci. In schimb, temperaturile mai reci din
primdvard, toamna si iarnd stimuleaza vointa si capacitatea de munca. (Draghicescu).

Traditionalist, conservator, rabdator, perseverent la lucru prin natura sa ereditara, insa
pervertit de o eronatd viata institutionala (imitatd dupa modelul apusean), care 1-a obligat la
improvizatie, romanul a devenit neperseverent. El improvizeazd, se apucad cu greutate de ceva §i
se lasa usor, ramdne la suprafata muncii sale. Modul de lucru lipsit de disciplina si metoda,
slabiciunea vointei, pasivitatea resemnata, tendinta de a protesta verbal prin critici si ironii,
necesitatea de a ascunde averea si sentimentele, sunt explicate prin influentele istorice si culturale.
Romanii au dezvoltat o prudentd extrema si o ingaduinta pasnica, insotite de rdbdare si modestie,
trasaturi uneori percepute ca lasitate.

Din perspectiva Ilui Radulescu-Motru, una din Tnsusirile sufletului roménesc este
individualismul (romanul evita tovarasia si ,,prefera sa fie de capul lui”, din care cauza inclina

oarecum spre anarhie). De aici si lipsa spiritului de initiativa in viata economica (activitate care i-
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ar facilita imbogatirea insa prin mijloace neincercate care il pot face sa 1si piarda avutul si odihna)
si a slabului spirit de independentd in viata sociala ori politica.

Temator sd iasd din rdndul lumii, supus traditiei de muncd colectiva (munceste cum a
pomenit din stramosi), romanul face ceea ce crede ca va face toata lumea (mentalitate pe baza
careia colectivitatile satesti de odinioara au supravietuit secolelor de urgie fara sa poata fi risipite:
,,S€ mutau ca un singur om” dintr-o parte in alta a tarii).

Cu toate acestea, caracterul primitor, ospitalier si sociabil al romanilor a fost apreciat si
incercat de strdini. Suntem un popor marcat multe puncte slabe, dar fondat pe multe puncte forte:
1. temei sufletesc de esenta superioara, 2. spirit deschis si patrunzator (geto-daci), 3. nazuinta spre
deplina libertate, 4. luciditate a spiritului; 5. logica indrazneata (slavi), minte agera, activa si
dispusa sa invete de la alte civilizatii (geto-daci); 6. inteligenta: vioaie (geto-daci), superioara,
vioaie si find, bogatd in resurse, aparent modestd si sfioasa pana la umilinta fatd de straini, 7.
inteligentd imaginativa, ingenioasa (geto-daci), 8. minte ductild, cu o ,,plasticitate si mladiere de
necrezut” (slavi), 9. vointa puternica, tenace (geto-daci).

Tocmai de aceea, lucrarea de cercetare vizeaza atat mintea si caracterul de Inceput al romanilor,
cat si modul in care acestea au fost transpuse in prezent. Concluziiile au fost sintetizate intr-un

ghid denumit Ghid esentd. Psihologia poporului roman, arc peste timp.

1. Consecinte ale comunismului in psihologia poporului romén

Pentru crearea profilului angajatului roman din perspectiva metamorfezei specifice acestui
neam, lucrarea de cercetare analizeaza si impactul comunismului in psihologia poporului roméan.

n perioada 1947-1989, romanii au trait intr-0 societate care a recurs la ,,intimidare,
constrangere, represiune, manipulare si coruptie”, o societate hipercontrolata, asfixiata prin intrigi,
duplicitate in gandire si limbaj, inseldciune si conspiratii de culise de catre un regim care a
institutionalizat minciuna. Regimul comunist a creat o societate care a ignorat aspiratiile reale si
nevoile oamenilor, a lipsit de credibilitate intelectualii romani, a lipsit cetdtenii de libertatea
cuvantului, a Tmpiedicat orice tentatie spre insubordonare. A sacrificat demnitatea fiintei umane si
a batjocorit drepturile ei inalienabile in favoarea ,,omului nou”, o fiinta lipsita de sira spinarii si de

sentimentul responsabilitatii, usor pliabila.
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Aceasta experientd traumatica a ldsat urme adanci in psihicul romanilor, generand
resentimente, frustrare, stres si anxietate. Educatia si propaganda de stat au promovat
conformismul si obedienta, inhiband formarea unei identitati personale si a unor valori autentice.

Libertatea de exprimare si creativitatea au fost restrictionate, limitand inovatia si progresul
cultural si creand un sentiment general de neputinta si resemnare. Orice tentativa de insubordonare
sau exprimare a nemultumirii a fost aspru pedepsitd, descurajand participarea activa la viata
publica. Suspiciunea omniprezenta a accentuat lipsa increderii intre oameni, invitdndu-i la
prudenta si la evitarea exprimadrii sincere a opiniilor lor. Minciuna si duplicitatea au devenit
mecanisme de supravietuire, ceea ce a condus la o erodare a valorilor morale. Inselaciunea si
conspiratiile de culise au devenit metode comune de atingere a obiectivelor personale sau
profesionale.

Astfel, ntr-o societate dominata de frica si suspiciune, relatiile sociale au fost profund
afectate, contribuind la izolarea indivizilor si la slabirea legaturilor comunitare. Solidaritatea si

sprijinul reciproc au fost inlocuite de individualism si oportunism, subminand coeziunea sociala.

I11. Psihologia poporului roméan in prezent, studiu comparativ

Pentru a aduce 1n prezent aceste informatii si a afla profilul psihologic al romanilor si cum
se transpune acesta in practica organizatiilor care influenteaza viata sociald si economica, in
documentarea prezentei lucrari au fost studiati doi autori contemporani: Bodea D. si David D.

Astfel, avand ca sursa de cercetare ,,Valorile angajatilor romani” (Bodea, 2013) si
monografia cognitiv-experimentald (David, 2015), a fost realizat un studiu comparativ intre
psihologia de inceput, ancestrala, a romanilor si cea prezentatd de autorii romani contemporani
amintiti anterior.

Lucrarea urmareste modul in care trasaturile psihologice si caracteristice ale romanilor au
evoluat de-a lungul timpului, transpunand elemente istorice ntr-un context contemporan. Pornind
de la esenta sufleteascd superioard si spiritul deschis al geto-dacilor, se analizeazd profilul
psihologic pozitiv si negativ al romanilor de astdzi. Profilul pozitiv include receptivitatea la noi
perspective, deschiderea intelectuala si gandirea criticd empatica. Aspectele pozitive, precum
deschiderea spre idei noi si invatarea de la alte civilizatii, reflecta potentialul de adaptare si evolutie
al romanilor. Continuand analiza, se examineaza si alte puncte forte, cum ar fi logica indrazneata

si vointa tenace, demonstrand complexitatea si diversitatea caracterului romanesc contemporan.
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Profilul negativ evidentiaza intelepciunea resemnatd, nemultumirea, critica fard efort de
corectare, viclenia ascunsa, intrigile, dezbinarea si calomnia. Informatiile statistice aratd un nivel
scazut de incredere in ceilalti si tendinta spre irationalitate in diverse forme.

Prin aceasta analiza aprofundata a valorii si particularitatilor profilului psihologic, actorii
organizationali pot dobandi o intelegere mai clara a propriei identitati si a resurselor interioare
transgenerationale. Aceastd constientizare este esentiald pentru a-si maximiza potentialul de
realizare, atat la nivel personal, cat si profesional, contribuind in acelasi timp la dezvoltarea si

succesul organizatiei in ansamblu.

IV. Generatii active profesional in Romania. Profil contemporan

Lucrarea isi propune sa creeze un profil general al angajatilor romani, cu scopul unui
management bazat pe o cunoastere cat mai autenticd a resurselor umane. Cunoasterea cat mai
aprofundatd de catre manageri a profilului angajatului roman, poate face diferenta dintre succesul
si esecul unei actiuni, influentand pozitiv sau negativ competitivitatea companiei.

Tocmai de aceea, continua cercetarea in directia identificarii aspiratiilor si perspectivelor
care caracterizeaza cele patru generatii: Baby Boomers, X, Y si Z. Modelul de studiu folosit are
urmitoarea structurd: Aspiratie, Beneficii asteptate, Cauza cauzelor si Resurse necesare. In
completare, Informatiile relevante au rol de suport.

Astfel, ,,Valorile angajatilor romani” (Bodea, 2013) evidentiaza ca principale aspiratii: 1.
un viitor Indraznet ("care nu se teme de pericole si de greutati"), 2. echilibru intre viata profesionala
sl cea privatd, crestere personala si profesionald (competente noi), 3. mediu de lucru informal,
prietenos si flexibil/ atmosferd deschisd si prietenoasa, 4. viata cu sens si semnificatie, 5. "misiuni
destul de diversificate si nu prea repetitive", 6. leaderi cinstiti, integri, corecti, care stiu cum sa
Tmputerniceasca angajatii.

Pornind de la valorile (profilul) angajatului roman, cercetarea este indreptatd spre
clarificarea resurselor necesare indeplinirii aspiratiilor manifestate de cele patru generatii.
Resursele joaca un rol crucial in realizarea aspiratiilor, iar congtientizarea si gestionarea acestora,
precum si intelegerea influentelor negative care le pot afecta, sunt importante pentru a atinge
obiectivele.

Concluziile desprinse din analiza si interpretarea informatiilor obtinute evidentiaza ca

romanii, in realizarea aspiratiilor, au nevoie de resurse precum:
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1. Ambitie. Profilul psihologic pozitiv indica faptul cd roménii se claseaza in pozitii
superioare 1n ceea ce priveste realizarea (a arata cd sunt competenti) si puterea (a obtine statut
social). Insi, ambitia romanilor derivid adesea din complexe/defensivitate, ei tolerind usor
"amanarile si factorii care interfereaza cu un plan deja stabilit".

2. Spirit de competitivitate ("dorinta de a fi primul si de a i se recunoaste aceasta
pozitie"). Competitivitatea are indicie 7,26 din maxim 10 insd, contrar acestei perceptii, pentru
dimensiunile voce, egalitate si alegere scorul Romaniei este semnificativ mai mic comparativ cu
alte tari analizate (SUA, Japonia, Turcia, Gemania, Spania, Polonia, Rusia, Ucraina).

3. Autodeterminare (self-direction) inregistreaza la romanii intervievati un procent de
29% vs. 39,2% la germani. Totodata, 63,1% dintre respondenti se percep ca persoane autonome
vs. : 80,1% in Germania.

4. Disciplina. Romanii sunt lipsiti de perseverenta prin disciplind/autodisciplina;
indisciplina este dominanta fata de disciplina.

5. Vointa/ Perseverenta. "Autodeterminarea, cooperarea i perseverenta in lucru sunt
reduse". ,,Perseverenta in activitati este scazuta” (astfel incat romanii abandoneaza totul repede).
Determinarea/perseverenta/independenta: romani 8,4% vs. germani 40,4%.

6. Flexibilitate/ Adaptabilitate (adaptare psihocomportamentala la situatii in
schimbare). Romanii manifesta inteligenta, toleranta, bunatate. Cu toate acestea, flexibilitatea (in
sarcini) = -0,646 romani vs. germani.

7. Receptivitate la noi perspective si idei ("curios intelectual, deschis la idei noi").
Romanii nregistreaza pozitii inferioare la stimulare (cautarea noului). Din cauza nivelului crescut
de evitare a incertitudinii, acestia nu acceptd cu usurintd noi idei si comportamente.

8. Creativitate "capacitatea de a genera un produs nou si valoros pentru societate".
"Romanii nu valorifici potentialul existent in comparatie cu tarile/ culturile democratice
moderne”. Romania aloca 1% din produsul intern brut pentru cercetarea stiintifica si dezvoltarea
tehnologica.

9. incredere. ,increderea versus neincrederea in familie" (roméni 96,8% vs. 2,7%,
germani 94,9% vs. 4,5%). ,,Cei mai multi oameni sunt de incredere” (Romania 7,7%, Germania
44,60%). ,,Ceilalti oameni vor Incerca sa profite de tine” (Romania 22,2%, Germania 3,8%);
,Incredere versus neincredere in vecini” (Romania 42,3% vs. 56,5%, Germania 73,5% vs. 26,2%).

10. "Géndire Critica Pe Un Fond Empatic". "Romanii au scoruri mai mari la irationalitate:
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(1) gandire rigida: d = 0,87; (2) catastrofare: d = 0,77; (3) intoleranta la frustrare: d = 0,46 si (4)
evaluare globala: d = 0,69".

11. Stima de sine ("modul global in care ne evaluam propria persoana”). Scorul general
scazut al stimei de sine a romanilor: pozitia Romaniei este a 52-a din 53 de tari/culturi analizate
(stima de sine, in cazul culturilor colectiviste este definitad mai ales prin autoapreciere/autoiubire,
n timp ce pentru culturile individualiste este exprimata mai ales in termeni de autocompetenta).

12. Abilitati si Competente. Competenta, la romani, este perceputa in special prin eficientd
(nu prin disciplind). Romanii au credinta ca efortul, cunostintele si planificarea duc la succes
(recompensa pentru efort).

13. Actiune (Munca). Importanta versus neimportanta muncii in viatd (romani: 90,2% vs.
9,2%, germani 79,9% vs. 16,9%). Raportul ,,mult” versus ,,putin/deloc” in ceea ce priveste
ingrijorarea fata de pierderea serviciului sau ideea de a nu gasi un serviciu (roméani: 90,2% vs.
9,2%, germani 79,9% vs. 16,9%).

14. Aspiratii intrinsece (in special relatii si sentimentul comunitar). " Spiritul gregar (d =
0,38) este mai puternic decat cel autonom". Romanii inregistreaza rezultate bune la inteligenta
emotionald ca abilitate sociala (capacitatea de a se adapta social) si sunt foarte eficienti in crearea
unei foarte bune impresii initiale (imagine pozitiva). Nu exceleaza insa la inteligenta emotionala
ca aptitudine (capacitate de a invata rapid informatii sociale si a rezolva situatii/probleme sociale).
Roméanii inregistreaza pozitii inferioare la: universalism (“preocupare pentru binele general™),
Importanta versus neimportanta timpului liber (romani: 78,5% vs. 21%, germani 87,4% vs.
12,4%).

Cercetarea a fost concretizata prin elaborarea ghidurilor esenta: Psihologia poporului

roman, arc peste timp, Aspiratii care ii motiveaza pe romdni si Status resurse interioare.

V. Leaderul. Abilititi, calitati, defecte

Capitolul 1si propune sa cerceteze ce anume diferentiazd oamenii care au condus alti
oameni, de oamenii care s-au lasat condusi de acestia. Ce abilitati au avut acesti leaderi astfel incat
sa joace roluri cheie in evenimentele vremii lor. Ce mecanisme au activat pentru a implementa
cele mai eficiente solutii. Dar si ce i-a impiedicat pe unii dintre acesti (a)tractori sd mentina cursul

pozitiv al istoriei personale si de grup.
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In acest sens, au fost studiati opt leaderi ai lumii de notorietate, barbati si femei din Europa,
Asia si Africa, care prin deciziile si actiunile lor au impactat generatii: Napoleon Bonaparte,
Winston Churchill, Adolf Hitler, Regina Elisabeta I, Ecaterina cea Mare, Timur Lenk, Nicolae
Ceausescu, Mahatma Gandhi.

Calitatile si abilitatile recurente manifestate de leaderii studiati sunt:

1. Inteligenta si educatie: inzestrati cu o minte remarcabild, leaderii au cautat o
cunoastere extinsa in domenii variate, contribuind astfel la dezvoltarea lor intelectuala si strategica.

2. Abilitate de a insufleti si ghida oameni (abilitati de leader): leaderii au avut capacitatea
de a castiga sprijinul oamenilor pentru atingerea obiectivelor comune (inspirandu-i, motivandu-i,
convingandu-i) si de a-i ghida in diferite contexte (militar, politic, economic, cultural) prin
carisma, prezentd personald si cunostinte extinse.

3. Abilitati oratorice: exceland In comunicare, leaderii au captivat audienta si au transmis
mesajul intr-un mod clar si convingétor, ceea ce le-a permis sd motiveze si sa influenteze masele,
castigand astfel sprijinul publicului.

4. Curaj si determinare: atat in fata pericolelor fizice, cat si in atingerea obiectivelor,
leaderii au demonstrat curaj si vointa de neclintit.

5. Capacitate de adaptare si inovatie: fie ca a fost vorba de strategii militare sau de
politici culturale sau economice, leaderii au demonstrat abilitatea de a se adapta la schimbari si de
ainova.

6. Disciplind si putere de munca: au demonstrat un nivel inalt de disciplina si o putere de
muncd remarcabila, conducand prin exemplu.

Defectele recurente manifestate de leaderii studiati sunt:

1. Atitudine egocentrica si arogantd: unii lideri au fost criticati pentru egoismul lor si
pentru superioritatea manifestata fata de ceilalti.

2. Deficit de intelegere si sensibilitate fata de sentimentele altora: unii lideri au aratat o
lipsd de empatie fatd de pierderile umane sau suferintele cauzate de actiunile lor si au minimizat
impactul actiunilor lor asupra societatii.

3. Inflexibilitate: unii lideri au fost cunoscuti pentru intransigenta lor si lipsa de dispunere
de a face compromisuri.

4. Control autoritar: tendintd catre un control autoritar care indicd o neincredere

profunda in oameni si, uneori, izolarea fata de opiniile si sfaturile celorlalti.
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5. Temperament impulsiv: momente de furie impulsiva si violenta, cu impact asupra
deciziilor si relatiilor lor.

6. Tendinta de manipulare: utilizarea manipularii in atingerea obiectivelor politice sau
militare.

7. Refuz in asumarea responsabilitatii: Unii lideri au avut dificultati in a-si prelua
responsabilitatea pentru deciziile lor sau pentru esecurile din timpul mandatului lor, transferand
vina asupra altora.

Dar, potrivit cercetatorului Howard Gardner, fiecare individ este o ,,colectie de inteligente”,
manifestdnd un set unic de abilitdti mentale cunoscute ca inteligente multiple. Gardner identifica
opt tipuri de inteligentd: lingvistica (utilizarea eficientd a cuvintelor si limbajului), logico-
matematica (rezolvarea problemelor logice si matematice), spatial-vizuala (perceptia spatiala si
vizuald), muzical-ritmica (aprecierea si reproducerea sunetelor si ritmurilor), corporal-kinestezica
(coordonarea corporald si intelegerea miscarii), naturalistad (observarea si intelegerea modelelor
naturale), interpersonala (relationarea eficienta cu ceilalti) si intrapersonala (intelegerea profunda
a propriei persoane si gestionarea emotiilor). Toti oamenii posedd aceste inteligente Intr-o anumita
masurd, diferentele constdnd in gradul lor de dezvoltare si combinatiile unice ale acestora,
influentand astfel performanta si unicitatea fiecarei persoane in diverse domenii.

Cunoscand acestea, managerul bun va cerceta care este profilul de inteligentd de care
dispun persoanele cu care lucreazd (vizibila sau recognoscibila ca potential). Recunoscand si
dezvoltand diversitatea de inteligente cu care sunt inzestrati acesti oameni, managerul subtil si
eficient va cduta sa combine aceste inteligente si sa le calibreze cu obiectivele vizate de organizatie.

Apoi, va delega sarcini potrivite actorilor potriviti.
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Cap. V CERCETARE DOCTORAND

I. Cercetare. Eficacitatea managementului alchemic

Cercetarea a urmdrit verificarea influentei intentiei si focalizarii atentiei asupra
comportamentului angajatilor, pornind de la premisa existentei unor calitati ancestrale in structura
energo-informationald a participantilor. Studiul, desfasurat in cadrul unei clinici de recuperare
medicald, a implicat sase angajati (cinci femei si un barbat), si a vizat cresterea interesului pentru
formarea profesionala continua. Abordarea a constat in organizarea unui atelier de lucru bazat pe
jocuri si discutii de grup, care a facilitat constientizarea relatiei dintre atitudinile individuale si
impactul lor asupra organizatiei. Participantii au invatat despre importanta comunicarii clare, a
spre evolutie, a Increderii reciproce si a conexiunii sociale, precum si o ratd de 50% de inscriere la
cursuri de formare profesionald. Aceste rezultate confirma premisa cercetarii si sugereaza
necesitatea unor experiente similare pentru a verifica si consolida aceste perspective in mediul de

lucru.

Il. Cercetare privind profilul colectiv si dinamica relationala specifica echipelor
medicale implicate in sectorul privat al recuperarii medicale

Cercetarea s-a axat pe profilul colectiv al specialistilor in sanatate, avand in vedere
influenta acestuia asupra calitdtii climatului organizational, actului medical si eficientei activitatii
organizatiilor medicale. Studiul, cu design descriptiv si observational, a inclus 52 de participanti
recrutati prin metoda esantiondrii de convenientd. Invitatiile de participare au fost trimise catre
sase unitati medicale private de recuperare din judetele lalomita, Prahova si Constanta, iar datele
au fost colectate in luna noiembrie 2023. Respondentii au fost cadre medicale (medici,
fiziokinetoterapeuti, asistenti medicali BFKT si asistenti medicali generalisti) si manageri de
clinici private, care au completat online doua chestionare, contribuind la conturarea unui profil
detaliat al angajatilor si la intelegerea mai profunda a factorilor ce influenteaza performanta si
atmosfera din cadrul organizatiilor medicale.

Cercetarea a fost realizatd tinand cont de informatiile centralizate in ghidurile esenta:
Psihologia poporului roman, arc peste timp, Aspiratii care ii motiveazd pe romdni si Status resurse

interioare. Variabilele analizate au fost: 1. apetitul pentru crestere (personala si profesionald); 2.
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resursele si rezultatele profesionale; 3. relatia cu organizatia; 4. Preferinta pentru diverse structuri

organizatorice; 5. preferinte privind desfasurarea muncii (coordonare - autonomie), 6. fortele

mortice (care anima generatiile active), respectiv: munca cu sens si semnificatie, oportunitati de

dezvoltare si atmosfera deschisa si prietenoasa; 7. resurse interioare la locul de munca; 8. incredere

in sine si in ceilalti; 9. universalism ("preocupare pentru binele general") si benevolentd

("preocupare pentru binele celor cunoscuti"); 10. atitudini fata de lucrul in echipa; 11. atitudini sub

presiune.

Cercetarea a confirmat urmatoarele ipoteze de lucru (IpL) privind actorul medical:

IpL nr.1: este preocupat de evolutia sa personald si profesionald cu impact direct asupra
standardului sdu de competenta si a eficientei profesionale

IpL nr.3: prefera sa lucreze intr-o o structura organizationala descentralizata

IpL nr.4: preferd sa lucreze cat mai autonom si cu cat mai putine constrangeri

IpL nr.6: este un profesionist dedicat si determinat, capabil sa depaseasca provocdrile si sa
atinga obiective

IpL nr.7: se implica sincer si autentic in mediul de lucru, dar cu retinere si prudenta

IpL nr.8: aspira spre un viitor indraznet transpus cu prioritate in viatd profesionala traitd cu

sens si semnificatie si mai putin spre castig financiar, putere si faima

Cercetarea a infirmat urmatoarele ipoteze de lucru (IpL) privind actorul medical:

IpL nr.2: manifesta preferintd pentru stabilitate si conservatorism si are o abordare precauta
la deschiderea la nou devine: manifesta o atitudine echilibratd fatd de stabilitate/
conservatorism si deschiderea la nou

IpL nr.5: manifestd un nivel mediu de angajament si loialitate fatd de organizatie devine:
manifestd un nivel ridicat de angajament si loialitate fatd de organizatie

IpL nr.9: este preocupat mai mult de binele propriu decat de cel al organizatiei devine: este
preocupat de binele organizatiei, fara sd manifeste cu precddere comportamente
individualiste sau egoiste 1n cadrul organizatiei.

IpL nr.10: are un nivel mediu de rezilienta si abilitate de gestionare a stresului devine: are

un nivel ridicat de rezilienta si abilitate de gestionare a stresului.
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Cap. VI CONCLUZII SI PROPUNERI

Contributia lucrarii consta in cristalizarea cunostintelor in opt ghiduri reper pentru liderii

organizationali, usor de aplicat in activitatea centrelor private de recuperare medical, cu potential

impact Tn cresterea competitivitatii si sustenabilitatii afacerilor din acest sector. Respectiv:

Ghid esentd de administrare eficienta a afacerii

Ghid esentd. Generatii active, perspective autori occidental

Ghid esenta. Psihologia poporului romén, arc peste timp

Ghid esentd. Aspiratii care 1i motiveaza pe romani

Ghid esenta. Status resurse interioare

Ghid esenta. Profilul roméanilor din perspectiva profesionala

Profilul actorului medical (manager, cadru medical) in context profesional si
potentiale solutii de ascensiune la locul de munca

Profilul respondentului cercetat

Noutatea abordarii acestei lucrari de cercetare consta in integrarea conceptelor stiintifice

clasice, contemporane si alchimice de management, Tntr-un context specific roméanesc.

Rezultatele statistice, obiective, obtinute in cadrul cercetarii, precum si de potentialele

solutii de crestere propuse de doctorand pentru fiecare variabild analizata, pot deveni sursd de

informare si de inspiratie pentru managerii clinicilor medicale cu specific recuperare medicala.

Astfel, acestia pot beneficia de imbunatatirea proceselor de gestionare a resurselor umane si pot

facilita medii de lucru mai eficiente si satisfacatoare.

Pentru viitor, recomandarea este de aprofundare a cercetarii privind aplicabilitatea

managementului alchimic in domeniul medical privat romanesc si identificarea cit mai multor

solutii si mecanisme de implementare concretd a acestora.
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Chapter I: INTRODUCTION AND GENERAL ASPECTS OF THE THESIS

The paper aims to investigate what can ensure not only the survival but also the success of
a business specializing in medical rehabilitation, especially in these times when the dynamics of
events are strongly influenced by turbulence and transformations.

Whether we refer to armed conflicts, pandemics, risk factors generated by climate change,
or simply the different mentality with which active generations approach the work environment,
the pressure of changes and the pace at which they occur directly influence entrepreneurs,
managers, employees, and the entire business environment.

Simultaneously, the business opportunities that open before us reach very high levels.
Non-reimbursable funding, the free flow of information, services, or goods can add value and
rapidly accelerate individual and group progress (at the individual or business level).

However, the unknowns of the paper are oriented towards the mechanisms that the
involved actors should have at their disposal so that the path they follow is oriented towards
growth, and the management adopted is fair, healthy, and profitable. A management that can
generate the best results and synchronously bring added human and social value.

The researched field is specific to private medical centers in the domain of medical
rehabilitation, which operate based on the authorization of CAEN codes 8622 Specialized Medical
Assistance Activities and 8690 Other Human Health Activities.

The field is considered one of the ten Romanian economic sectors with potential for
intelligent development. It is in full development, requires highly qualified labor, and intensive
use of new knowledge and technologies.

The work is particularly addressed to managers of private rehabilitation centers who,
through the studies and research conducted, will have access to centralized and updated
information, case studies, and good practice guides that can inspire or guide them in their activity.

The paper aims to discover and understand new perspectives in approaching a medical
business, knowledge that can later be shared with the community of the Union of Medical Experts.
This is a dynamic and interactive body whose mission is to facilitate the growth of the private

medical rehabilitation field in Romania through: rapid connection between medical actors; cost
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efficiency and better business management. It represents a future project of the doctoral student,
currently in the embryonic phase. (https://uniuneaexpertilorinmedicina.ro/)

At the same time, the research results will find practical and immediate applicability within
the COMOClinic rehabilitation clinic (www.comoclinic.ro), a project developed by the doctoral
student starting in 2010, by approaching a new business field, initially developed through

accessing European funds.

I. Problem statement

The central problem of the research is the asymmetry of the binomial: social value
(produced and received by actors) - financial profit (company) in private medical rehabilitation
activity.

In other words, there is a tension between specific social benefits:

- for staff: attractive salaries and bonuses, health and life insurance, access to training and

professional development, facilities for children and family, housing, transport and meal

compensation, very good working conditions, appreciation events, and team-building

activities, etc.,

- for patients: subsidies and aid for treatment,
and the financial objectives necessary for the long-term development of the business.

In this context, the paper questions what sustainable resources and practices have the

potential to maximize both company profit and the positive impact on stakeholders.

I1. Research Objectives and Questions
The main objective of the paper is to identify how the two components (social value and
financial profit) interact and influence each other and to extract the essence of the science of
developing medical business lines to the level of managerial and operational art.
This objective was achieved by extracting the key information presented throughout the

paper and translating it into essential guides with direct utility for organizational leaders.
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The derived objectives were:

OL1. Creating synthesis boards regarding key scientific concepts necessary for a competent
managerial style (so that interested persons can benefit from a quick yet comprehensive
understanding)

02. Creating a compendium regarding the general and local profile of active professional
generations: Baby Boomers, X, Y, and Z (objective achieved by revealing the metamorphosis of
the ancestral character and intrinsic resources specific to the Romanian people, as well as the
mechanisms that organically motivate and drive them towards healthy, constructive practices and
actions)

03. Summarizing recurring attributes common to great leaders, men, and women, who
have inspired and influenced minds and led people towards progress or disaster (objective achieved
by exposing the essence of a significant number of qualities and defects manifested by the studied
characters, with applicability in management)

O4. Clarifying the profile and relational dynamics of medical teams in the private health
sector, specifically medical rehabilitation (objective achieved by exposing the profile of the
medical actor: manager, medical staff, in a professional context, and potential solutions for

workplace advancement).

I11.Working Hypotheses:

The working hypotheses (WH) from which the research started are centered on the human
factor, considered the main responsible for the quality and efficiency of the entire activity
(including the company's net profit). In other words, creating social value influences the company's
operational profit.

The medical actor (manager, medical staff):

- WH no.1: is concerned with his personal and professional evolution with a direct impact
on his standard of competence and professional efficiency

- WH no.2: shows a preference for stability and conservatism and has a cautious approach
to opening up to new things

- WH no.3: prefers to work in a decentralized organizational structure

- WH no.4: prefers to work as autonomously as possible and with as few constraints as

possible
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- WH no.5: shows a medium level of commitment and loyalty to the organization

- WH no.6: is a dedicated and determined professional, capable of overcoming challenges
and achieving goals

- WH no.7: genuinely and authentically engages in the work environment, but with
reservation and prudence

- WH no.8: aspires to a bold future, primarily transposed into a professional life lived with
meaning and significance and less towards financial gain, power, and fame

- WH no.9: is more concerned with his own well-being than that of the organization

- WH n0.10: has a medium level of resilience and stress management ability.

IV. Research Methodology

From the perspective of the research methodology, the following were used in the
realization of the paper:

1. Documentary research, namely the collection and analysis of existing information in the
specialized literature, documents, books, scientific articles, reports, and other written sources.
Once relevant sources for the subject of interest were identified, to form a coherent and
comprehensive vision on the subject, the collected information that could answer the research
theme was then analyzed, organized, and synthesized. At the same time, the paper included new
perspectives as presented by contemporary authors and researchers.

The work is marked by the doctoral student through the simplified, easy-to-understand
presentation of documented information, as well as through interpretations, conclusions, and
proposals made.

2. Quantitative research: This methodology involved the collection and statistical analysis
of data collected through the online completion of two questionnaires by the sub-samples A and B
of the research, totaling 52 participants. The research had a descriptive, observational design.
Through Questionnaire A, data were collected that facilitated obtaining a radiograph (based on the
subjective perception of the respondents) of the psycho-behavioral characteristics of the
organization's employees.

Through Questionnaire B, data were facilitated regarding, on the one hand, the subjective
perception of employees about their own competencies, psycho-behavioral characteristics, and

needs in the organizational context, as well as data regarding the perception of the psycho-
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behavioral characteristics of other members (employees) of the organization. The data thus
obtained were analyzed through - descriptive statistical procedures: calculation of the
minimum/maximum value, mode calculation, frequency analysis, and - inferential statistical
procedures: one-way ANOVA, Student's t-test for independent samples;

Through the descriptive statistical procedures, a detailed picture of the psycho-behavioral
characteristics of the employees in the organizations included in the research was obtained. In
addition, through inferential statistical procedures, the existence of certain differences among the
measured characteristics was tested, depending on the age and gender of the participants.

3. Qualitative research: To gain a richer understanding of the studied subject (the
radiograph of recurring attributes common to studied leaders), the exploratory interview method
was used. The object of study was the leadership profile of former President Nicolae Ceausescu,
as perceived by a former first secretary of the Teleorman and Salaj counties. The interaction
between the interviewer and the participant was open and flexible, allowing the subject to freely
express perspectives and opinions (with a subjective character, resulting from individual
perceptions and personal experiences).

4. Empirical research: To obtain an in-depth perspective on the studied subject, the
research conducted by the doctoral student includes the case study as a research method.

Study participants were medical actors: females and males, aged between 25 and 47 years.

The study aimed to demonstrate empirically the effectiveness of alchemical management as a
working method, based on the hypothesis that at least 1/3 of the study participants would change
their initial decision from not attending professional training courses to completing them.

The effective method was a practical workshop and group conversations, aimed at demonstrating
that potential inner resources, consciously observed, can be manifested through changing

perception and, implicitly, the mode of action.
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Chapter 11: MANAGEMENT CONCEPTS AND THEORIES

To facilitate the knowledge, understanding, and assimilation of new managerial perspectives,
concepts, and theories in management developed within various management schools have been
studied. These diverse theories and concepts provide a comprehensive framework for improving

organizational performance and adaptability in the face of constant changes.

I. Classical School

In conclusion, the Classical School emphasizes efficiency, standardization, and rigorous
control, with clear benefits in terms of productivity and organization, but with risks of rigidity and
limited autonomy. Thus:

From Taylor's perspective, the correct managerial approach includes issuing scientific
rules and clear instructions, scientific recruitment of employees, continuous training, clear
separation of functions and roles, division of labor into simple and repetitive tasks with
scientifically determined operational times, establishing the most efficient way of operating,
developing systemic routines, setting uniform principles and rules, and creating a stimulating
remuneration system proportional to each person's contribution. The risks of this approach include
perception gaps between designers and executors, as well as the reduction of employees' autonomy
and responsibility.

From Fayol's perspective, efficient management of the organization involves setting a clear
direction and a common goal, avoiding micromanagement, and creating a positive work
environment. This requires a coherent plan made by managers, focusing on common objectives
(centralized command), and various managerial qualities (physical, mental, moral, educational).

Managers must deeply understand the team and the organization's conventions, subordinate
individual interests to the general ones, and attract and maintain loyal staff. The risks include a
lack of innovative ideas, reduced employee autonomy, delayed decisions, dependence on central
leaders, lack of local motivation, consolidation of managerial power through loyal subordinates,
and relationships based on group interests to the detriment of competence.

From Weber's perspective, efficient management involves hiring and promoting based on
merit, skills, and competencies (meritocracy), and a clear division of labor with well-defined tasks.

Each employee must have clear rules and procedures, tasks must be specialized, and
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responsibilities well delineated. Formalizing rules for consistency and coherence, documenting
and standardizing processes for better control, and rational anticipation of future consequences for
action adaptation are promoted. Automation is used to reduce errors and increase efficiency.
However, this approach can lead to rigidity, lack of flexibility, lack of individual initiative, and

ignoring emotional and social aspects.

Il. Human Relations School

In conclusion, the Human Relations School is characterized by: a people-oriented approach
focusing on interpersonal relationships and employees' needs; open communication and
collaboration; motivation and increased satisfaction by involving employees in decisions, which
can lead to a more harmonious and creative work environment, but may have limitations in
maintaining control and efficiency in the face of rapid changes, and possible excessive dependence
on informal or participatory leaders.

Parker-Follett's perspective on management emphasizes increasing creativity, group
sovereignty, optimizing interpersonal relationships, and collaboratively resolving conflicts.
Proposed solutions include: consulting members before making a decision (co-active cooperation);
transforming the mindset that they are responsible into we are responsible; "receptive relating"
(openness and receptivity to different thinking, opinions, and perspectives) and “circular relating™
(continuous bidirectional process of interaction and feedback within a relationship/conversation),
cooperation (result of working together), mutual adaptation, and integration of different points of
view ("integration of differences™ as a means of resolving tensions leading to conflict).

For Mayo, what makes a difference in management is: creating a more people-oriented and
socially efficient work environment and increasing morale and productivity. Proposed solutions
include: identifying the informal leader in the organization as they can facilitate cooperation
among members, set rules valid for the group's functioning, propose strategies and clear directions
of action, and mobilize and lead the group (which follows them voluntarily, even without official
authority); granting non-monetary rewards (attention, respect, appreciation, social relationships);
and making the control system more flexible.

Barnard proposes implementing solutions such as: a more democratic and participative
management approach; clearly communicating the organization's purpose (so that members have

the desire to fulfill a common goal, adhere to it, and cooperate); voluntary acceptance of authority
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by employees for it to be effective ("authority belongs to the person who receives it, not the person
who exercises it"); and imposing a system of sanctions.

Maslow's theory focuses on identifying and satisfying employees' needs, from lower
(deficiency motivated) to higher (growth motivated), and establishing common values that inspire
and engage people in the organization's vision. Implementing routine behaviors is seen asa means
to intensify positive feelings of comfort and safety. However, the theory has significant limitations,
including neglecting confrontation and conflict resolution, excessive focus on the individual at the
expense of the cultural and social context, and a hyper-individualistic orientation that can
undermine organizational efficiency. Moreover, his theories can be subjective and erroneously
founded, with a limited understanding of complex human motivations and excluding perspectives
of self-transcendence. Implementing Maslow's vision in practice can lead to erroneous conclusions
and misalignment with the needs and progress of current society.

Frederick Herzberg proposes activating motivation through two independently managed
sets of factors: motivational (intrinsic) factors and hygiene (extrinsic) factors. Motivational factors,
related to the work itself, include task organization, recognition, and opportunities for growth and
advancement, supporting evolution and self-actualization. Hygiene factors, defining the work
environment, include working conditions, management systems, interpersonal relationships, and
psychological safety, preventing dissatisfaction. Current perspectives highlight the maximum
impact of hygiene factors such as income, relationship with authorities, managerial styles,
organizational policies, and job security. Job satisfaction is greatly influenced by motivational
factors such as belonging to the company's vision, job relevance, autonomy, advancement
opportunities, appreciation and support from authorities, and openness to innovation.

McGregor postulates that the type of management adopted in a company is influenced by
leaders' perspectives and understandings of the act of leadership. He proposes two contrasting
theories: Theory X and Theory Y. Theory X assumes that employees avoid responsibility, have
little ambition, and seek security, necessitating authoritarian management and strict control, which
is inefficient and generates distrust and resentment. Theory Y, on the other hand, considers that
employees are eager to work, take responsibility, and self-develop, favoring participative and
cooperative management.

McGregor argues that participative managers motivate employees through involvement,

autonomy, and recognition, generating loyalty and fidelity, factors that contribute to organizational
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success. His experiment at Procter & Gamble demonstrates that concern for employees and
consensus decision-making can increase profitability. Unlike his predecessors, McGregor
integrates socio-economic and political variables, the specifics of the organization, and group
particularities in analyzing management styles, emphasizing that the managerial style depends on
leaders' beliefs about human nature: authoritarian if they believe employees avoid work, or
participative if they believe employees are responsible and motivated.

Ouchi W. proposes Theory Z, which assumes that by providing employees with lifetime
employment and ensuring their professional and personal well-being, their loyalty increases
significantly (creating a family and tradition culture of importance similar to the work itself that
strengthens people's connection to each other and the institution).

Theory A or the Theory of Responsibility considers it possible to create a high-performing,
but pleasant and motivating work environment by: granting controlled freedom in decision-making
and task management; identifying mechanisms that favor people's involvement and commitment
to the organization's values and goals; consciously directing efforts towards the common good and
contributing to the development of the communities in which they operate; encouraging innovation

and developing creative solutions to organizational problems.

I11. Contemporary School of Thought in Management

In conclusion, the contemporary school of thought values the idea that organizational
success depends on continuous adaptation, flexibility, and alignment with the surrounding
environment.

Decision Theory highlights the complexity of the decision-making process and the limits
of human rationality. It contradicts the idea that organizational efficiency depends solely on the
quality of human relations, showing that people's preferences and objectives are changeable and
contextual, and their decisions are influenced by personal interests and adaptive rationality.

Decisions are the result of interactions among multiple factors and people with different
values, and limited knowledge and environmental constraints affect the decision-making process.
To predict behavior, managers must investigate the environment in which it occurs, not just the
human actors. Thus, the theory of system processes and adaptation to the environment are essential

for understanding limited rationality.
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Herbert A. Simon proposes adaptation methods such as intuitive recognition based on
expertise, heuristic search guided by rules, and pattern induction to solve problems and perform
daily tasks under conditions of complexity.

Cyert and March focus on four essential concepts: 1. "quasi-resolution of conflicts"”
through decision-making procedures and processes that harmonize the different objectives of
organization members; 2. "reduction of uncertainty” through decision rules targeting short-term
activities and solving pressing problems rather than developing long-term strategies and creating
a secure environment (signing firm contracts, managing activities through standards, operating
procedures, routine and stereotyped rules, sets of control procedures, and targeting solutions that
avoid uncertainties); 3. "seeking acceptable solutions for clearly identified problems” (the
organization seeks different solutions only if it has not succeeded in finding primary solutions); 4.
"organizational learning” (emphasis on individual learning facilitates skill extension at the
organizational level and the gradual evolution of the company, which can then adopt new, bolder
objectives).

Argote & Greve emphasize that to create efficient models for predicting decisions in
organizations, it is essential to: 1. focus on a few key economic decisions (price, production,
resource allocation, etc.); 2. follow clear and sequential processes, simplifying and standardizing
procedures for managing information and tasks; 3. align with empirical observations of real
organizational behavior, facilitating organizational learning and continuous adaptation; 4. develop
routines, repeatable and transferable behaviors, as they allow flexible and efficient adaptation to
external and internal changes.

Structural contingency theories emphasize that there is no universal solution for organizing
and managing companies, recognizing the need for adaptation based on each organization's
specific context. These theories suggest that more flexible and flat structures are suitable for small
and dynamic companies, while more formal and centralized structures are appropriate for large
companies in stable industries. Internal factors such as size, culture, and resources, along with
external factors such as the type of industry and business environment, influence optimal
configuration. Successful companies are those that segment effectively into specialized subunits,
harmoniously integrating objectives and processes to maximize efficiency and adaptability.

Henry Mintzberg criticizes traditional approaches to strategic management for being too

static and overly focused on planning, ignoring the complexity and dynamism of the current
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business environment. He argues that the management process should be continuous and iterative,
adjusting to changes and opportunities instead of rigid planning that discourages innovation and
flexibility. Mintzberg promotes an integrative approach to management, highlighting the
importance of intuition and emerging phenomena in decision-making. He emphasizes that, in an
uncertain and dynamic environment, where information is incomplete, managers' intuition and
experience are essential. Mintzberg distinguishes between deliberate strategies, designed and
implemented programmatically, and emergent strategies, which arise unplanned in response to
unexpected changes. He shows that these types of strategies intertwine and influence each other,
offering organizations a combination that allows them to set a clear direction and quickly adapt to
new challenges. To ensure adaptability and speed, organizations must engage in a continuous
process of adjusting processes and improving structure, facilitating organizational learning
through collecting and analyzing feedback, learning from experience and experimentation, and
internal and external collaboration.

C.B. Schoonhoven introduces additional variables into the equation, complementary to the
types of technology, external environment, or strategy of an organization targeted by SCT, namely
uncertainty and variation in the work environment. From this researcher's perspective, the
effectiveness of an organization is negatively influenced when the level of decentralization,
destandardization, and professionalization of the workforce is high, while the level of uncertainty
and variation in workflow is low.

The probable answer is that routine workflows create boredom and subsequent errors
because professionals value variety so much that, in its absence, in situations of low uncertainty,
they will deliberately change their approach to pathologies, thus producing inconsistency in results
obtained.

For Pennings, the efficiency of an organization or its subunits involves a good alignment
between its structural model and the surrounding environment. Thus, compatible with volatile,
uncertain environments is the "organic" structure, which relies less on establishing rigid
procedures and rules and more on principles of innovation, flexibility, adaptability,
communication, and collaboration among organization members (it provides employees with
autonomy and the ability to make faster decisions and respond more effectively to external
changes); "informal,” which, by encouraging employees to express their ideas and suggestions

without fear of criticism or judgment, promotes creativity and innovation within the organization
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and can help create a learning culture in which employees are encouraged to develop their skills
and competencies through experimentation and trial and error; "decentralized," with a less rigid or
even non-existent hierarchy, in which power and responsibility are distributed throughout the
organization, not just at the management level.

In contrast, static environments where changes are less likely and customer requirements
and needs are relatively stable and predictable should be calibrated with organizational structures
based on hierarchy and strict rules, with a clear separation of tasks and responsibilities and control
concentrated in the hands of a limited number of people within the organization's leadership.

The lack of congruence between the environment and structure will generate reduced performance.

IV. Systems Theory

Systems vision focuses on interrelations, interaction, and integration, approaching the
world as a complex of causal connections, co-dependency, and the exchange of information,
energy, or matter. Systems thinking is process-oriented, solving complex problems through well-
defined and manageable stages, and the form of a system is closely linked to the process by which
it was created, reflecting it faithfully. Thus, understanding and managing a system requires a
holistic and iterative approach, adapted to its internal interdependencies and dynamics.

According to Bertalanffy, the difference between life and non-life lies not only in the
individual substances that make up the system but also in the organization, interaction, and
feedback among them. He emphasizes that the properties and behavior of a system cannot be
explained by simply summing its parts studied individually, as the behavior of the parts depends
on how they are interconnected. Thus, the properties and behavior of the system are emergent,
resulting from the interactions among the parts, meaning that the whole is more than the sum of
its parts. This perspective, known as emergence, suggests that in the economy, markets and other
economic systems derive their properties and behavior from the interactions of economic agents.

Similarly, the behavior of an organization results from the interactions among its members,
not just from individual actions. Changes in organizational structure can affect how departments
and individuals collaborate, influencing the company's overall performance. Understanding
mutual dependencies and the importance of emergent processes helps raise awareness of the
consequences of our actions. Systems are dynamic and constantly seek balance, and managers

must identify and correct sources of entropy, recognizing that as the environment becomes more

52



complex and variable, anticipation and correction become more difficult. In a turbulent
environment, adaptation and success require collective efforts from organizations, according to

social ecology theory.

V. Transaction Cost Theory

Defined by R. H. Coase and extended by O. Williamson, Transaction Cost Theory explains
the reasons why companies internalize activities instead of relying on external market
relationships. Williamson argues that the survival and efficiency of a firm depend on both the
behavior of economic agents and the characteristics of the environment and transactions. The
theory suggests that firms choose between vertical integration and the market based on production
and transaction costs, opting for internalization when transaction costs are higher than
organizational costs, especially under conditions of uncertainty and high transaction frequency.
Williamson also introduces the concept of relational governance, an intermediate mechanism
based on contracts and trust, where firms maintain their autonomy but depend on each other.

Research by Carson, Madhok, Varman, and John shows that trust-based governance
between firms, founded on solid relationships and a deep understanding of partners, leads to
improved performance. The ability to communicate effectively, adaptability, and correct
information management are essential for maintaining this trust. In a trust-based governance
system, partners must have access to relevant information, understand the operational context, and
be able to adjust strategies according to mutual needs and expectations. Clarity of terms and regular
monitoring are crucial for compliance and avoiding behavioral uncertainty. Thus, by eliminating
informational barriers and promoting an open and transparent exchange of information, business

partnerships can be strengthened, facilitating collaboration and achieving common goals.

VI. The School of Strategic Analysis of Organizations
The organizational sociological theory promoted by Michel Crozier and Erhard Friedberg
analyzes the power relations between organizational actors and the rules that govern their
interactions. In this theory, the organization is seen as a "constrained system," in which various
actors with divergent strategic interests interact in search of degrees of freedom. The goals of the
actors are often contradictory and multiple, reflecting reactions to perceived opportunities rather

than predefined objectives. Actors study resources, circumstances, and constraints to identify
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favorable or unfavorable elements in relation to their own goals, being free to choose the direction
of action. An actor's power in the organization depends on control over certain "zones of
uncertainty” and is relative to other actors. Sources of power include mastery of hard-to-access
skills, control of information and communication, maintaining external connections, and managing
uncertainty in applying rules. Actors must take into account interdependencies in the organization
and collaborate with other actors to achieve their goals. Thus, the power and influence of an actor
are dynamic and depend on the specific context and interdependent relationships with other
members of the organization.

John P. Kotter, a retired professor from Harvard Business School, studied over 100
companies of various sizes and profitability, both from the United States and other countries. He
found that in more than half of these companies, the fundamental changes necessary to become
more competitive ina challenging market environment failed. Managers either fail to motivate the
people involved, underestimating the difficulty of getting people out of their comfort zone, or lack
the patience to go through the preliminary stages of transformation. Kotter emphasizes that the
renewal process does not advance until change leaders are promoted to higher positions. These
leaders must recognize the need for major change and talk honestly about the company's declining
competitive position, determined by factors such as stagnating earnings, declining market share
and margins, or other relevant indicators.

From Kotter's perspective, in institutionalizing change in corporate culture, two factors are
particularly important: 1. consciously communicating how new approaches, behaviors, and
attitudes have contributed to improved performance and helping people correctly understand the
connections that generated the results; 2. detailed understanding by the boards of directors of the
transformations involved in the renewal process, so that through their good choices, they ensure

suitable succession at the top of an organization.

VII. The New Economic Model
In turbulent times, according to Peter Drucker, the real danger does not lie in disturbances
but in persisting in outdated logic. The new economic model emphasizes the importance of
developing a "higher purpose,” centered on the company's mission, responsibility for the common
good, and engaging stakeholders in a shared vision of improving life and making a positive

contribution to society. An authentic and aligned purpose attracts talent, stimulates growth and
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investors, generating cohesion and performance. To build a solid strategy, organizations must
answer fundamental questions about their existence and contribution to society, thus finding their
raison d'étre, which differentiates and guides their present and future actions. Only through a
sincere approach to the company's "WHY" can the "WHAT" and "HOW™ be rebuilt,
communicating the deep meaning of daily actions inside and outside the organization.

Felli and Lenain propose a company operating model based on four fundamental
principles: 1. the vocation of the enterprise is multidimensional, having a productive, educational,
and associative function; 2. the ultimate goal of the company is not profit but serving society —
customers, suppliers, public authorities, and its employees; 3. profit, although vital, is a test of
competitiveness and performance, and an essential means for financing progress; 4. profit allows
the company to fulfill its social mission, ensuring sustainability and a positive impact in the
community.

According to Michael Porter, companies can create shared value by rethinking products
and markets to address social and environmental issues, redefining productivity in the value chain,
and strengthening local clusters of competitiveness. By aligning the company's interests with those
of customers, firms no longer have to choose between ethics and profit but can achieve both
simultaneously. This integrated business model allows companies to contribute to the common
good and generate profit, demonstrating that social responsibility and financial success can be
complementary and interdependent.

Companies have clear reasons to integrate societal responsibility into their business model,
and the financial benefits are evident. According to Dion and Fortie, improving reputation and
customer loyalty leads to significant increases in sales and profit margins. Employee motivation,
supported by clarity of purpose and a work environment that fuels enthusiasm, increases
productivity and reduces costs associated with disengagement. The "employer brand” becomes a
strong argument in recruitment, attracting talent that shares the organization's values. High-quality
relationships with all stakeholders, ensuring the stability of the value chain, and increased

innovation capacity are other essential benefits.
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Chapter 111: ALCHEMIC MANAGEMENT. ADIFFERENT PARADIGM

Dr. Ernest Holmes said, "Change the idea about a thing and you change the thing itself. It's
that simple.” This idea is supported by experiments such as the double-slit experiment, which
demonstrates that reality is created through observation. Our consciousness and intentions can
influence the structure of matter and the behavior of other people: matter behaves selectively based
on the presence of consciousness and its characteristics; the vision and expectations we project
into the future influence the behavior of the interlocutor (who behaves as if they know precisely):
"the future determines the present!"

Therefore, science demonstrates that we can cultivate the best aspects of the people and
situations around us.

In management, this idea can be translated into promoting an organizational culture based
on awareness, intention, and positive perception. Leaders can clearly define and communicate an
inspiring vision and motivational objectives, focusing on leveraging employees' strengths. By
cultivating positive expectations and encouraging an open mindset, managers can influence team
behaviors and performances, creating a work environment where employees feel valued and
motivated to contribute to the organization's success. Thus, by changing the way they perceive and
approach challenges, managers can transform organizational reality into a more productive and
harmonious one.

In this sense, the paper presents scientific information and approaches that invite a change

in managerial perspective.

I. Good and Evil. Positive and Negative. Correct Thinking

Since success and failure depend on what we believe, and conscious and subconscious
thoughts directly influence our reality, the responsibility for a meaningful life belongs to us. If a
person believes that things will go well, they will. The seed sown is meant to bear fruit and will
materialize (except in cases where it is eliminated or replaced by another seed). Therefore,
"Success is not the result of hard work, but of correct thinking. And bad luck does not befall you;
you create it." Because everything was created as a result of thinking.

However, beliefs stored in the subconscious mind by the conscious mind, with the firm

instruction not to return to memory, are the triggers! They direct the subconscious mind to exactly
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those things that the individual fears because universal intelligence responds to beliefs. If a mistake
is accompanied by shame, remorse, condemnation, and self-pity, as long as a person carries these
illusions, they will influence the subconscious mind and manifest in reality! The consequences
suffered will continue to develop as long as they are in the subconscious mind.

The solution is to decompose and replace the old seed, flourishing like weeds, by planting
a new conditioned response. Because "Thought and belief create!" We are never alone. We did not
create ourselves! The only existing creative force creates what we believe and manifests what we
are ready to accept. And this power operates according to universal laws. Thus, it remains our

responsibility to know them, internalize them, and live by them.

Il. The Process of Achievement

Success, from the perspective of the modern person, is often perceived as the pinnacle of
prosperity, marked by material wealth and luxury. However, money, essential as a means of
exchange, is only a consequence of success and not its source. Nevertheless, we reach the standard
of success when we allow money to reflect what we offer. Prosperity is based on the law of mutual
exchange. "Each of us is like a pole in the flow of electric current. We cannot receive more current
than we transmit and always receive back exactly what we offer.” "Create! Build! Serve! These
are the commands of nature.”

At the same time, in the complex economy of today's society, the main asset of each person
is their work, and the reward they receive is directly proportional to their contribution to the
common good. A significant contribution brings a corresponding reward, while a lesser

contribution is reflected in a lesser reward. "Today's fruits are always yesterday's seeds."

I11. Seven Essential Principles
The Hermetic teachings, through Hermes Trismegistus, reveal that "the entire universe is
in a constant state of vibration and man can influence reality through his own mental states. The
universe is spiritual and governed by scientific laws, and man has the ability to nullify the negative
by appealing to the corresponding polarity."”
The seven well-known and applied Hermetic laws or principles were:
1. The Cosmic Law of Unity in Diversity: with subordinate principles: "The cosmos is an

organized system of correlated and coordinated parts, which, in a certain combination, constitute
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a true unity,"” thus "All things depend on many other things™ (what happens in one context may be
related to what happens in another context, suggesting a connection between the microcosm and
the macrocosm/ between parts and the whole).

2. The Cosmic Law of Activity: "Everything is in constant motion™ or, in other words, reality
is always in a state of flux influenced by an underlying dynamic in the universe, a force or energy
that governs its evolution and transformation.

3. The Cosmic Law of Change: "The succession of changes of things manifests in an
uninterrupted flow, connected in a progressive unity that always maintains its orderly sequence."
Thus, changes in things or events are not random or isolated, but succeed in an organized, logical,
well-defined, continuous, and predictable manner (without interruptions or chaos), contributing to
overall progress or evolution.

4. The Cosmic Law of Causality: "Everything happens as a result of a cause. All changes
in activities in the Cosmos cease to manifest because they are conditioned by a cause,"
emphasizing the connection between events and suggesting that to understand and control changes
or manifestations, we must identify and understand the causes behind them.

5. The Cosmic Law of Rhythm: "Everything moves in rhythmic cycles,” with the
subordinate principle: "Involution always precedes evolution, these being the twin aspects or
contrasting poles of a great process.” This suggests that events or changes are not isolated but are
part of a cycle that repeats regularly, and involution and evolution, presented as opposites and
complementary, represent contrasting poles of a larger process. By understanding universal
phenomena and processes better, we can predict dynamics. Knowing one pole, we can anticipate
the opposite pole.

6. The Cosmic Law of Polarity (Duality or Karma): "Everything is part of a pair of
opposites. Absolutely each of the qualities or groups of qualities manifested has its other pair or
opposite pole, forming a pair of opposites (which constitute only the two opposite poles of a larger
unity in which they can be synthesized),” emphasizing that oppositions and opposites are not
necessarily in conflict with each other but can coexist, complementing each other and contributing
to the balance and harmony of the whole system or phenomenon/ world.

7. The Cosmic Law of Balance or Compensation: "All things are in balance. All activities

in the Cosmos are balanced and compensated and manifest a condition of stability, balance, and
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compensation,” so every action or force has a reaction or counterbalance that maintains this

dynamic balance by compensating for opposing forces.

IV. The Path of Balance

The practical aspects of these laws, as taught by the wisest minds throughout history, are
disseminated on a macro level in more than 100 countries by Dr. Demartini, an expert in human
behavior.

Dr. Demartini, through more than 50 years of research in various disciplines such as

physics, mathematics, astronomy, neurology, physiology, philosophy, psychology, theology, and
metaphysics, has developed a methodology that balances our perceptions of reality. And balancing
the mind by adjusting our perceptions can bring us mental and physical stability.
He believes that imbalance comes from our perceptions of events. We categorize an event as
beneficial or challenging based on the perceived advantages or disadvantages. However, the
reference by which we judge events is our values. What we value most. They inspire us and give
us meaning in everything we do. They determine our daily actions.

From Dr. Demartini's perspective, values are determined by the perceived gaps in our
lives. These are what motivate us to fill them and achieve our goals.

But values are also what unlock our potential in various areas of life.

By identifying and prioritizing our highest values, we allow ourselves to live an inspired,
meaningful, responsible, and productive life.

The method developed by Demartini for balancing perceptions has its roots in Universal
Laws, defined by this researcher as follows:

1. The Law of Duality: states that everything that happens is a vital component of divine
order, where even the most terrible events have a hidden beneficial aspect. Positive and negative,
good and evil, support and challenge, peace and war appear together, in pairs, being simultaneous
and balanced, forming the divine order.

Our perceptions generate emotions: when we perceive something as only positive or only negative,
we experience corresponding emotions that, being of low frequency, reduce our potential. Between
emotional polarities, between preferences and antipathies, lies the state of harmony and balance,

which represents the core of human life.
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2. The Law of Compensation suggests that when we violate the law of duality and seek
only the positive aspects, rejecting the negative ones, the opposite pole will manifest in an
exaggerated and unhealthy manner. Our evolution requires identifying and accepting balance in
all things, recognizing the higher intelligence that coordinates it. The challenges and difficulties
offered by others are essential for personal and spiritual development, and the balance between
support and challenge helps us reach our potential. Trying to impose excessive order in a system
creates chaos and resistance, highlighting the need to integrate and accept both poles of reality.
Thus, we can transform attachments into balanced intentions, accessing true power and creating
the desired life by recognizing and integrating the rejected aspects.

3. The Law of Fair Exchange (Conservation) states that any transaction between two
systems will ultimately reach a balance where both parties win and lose equally. Unfair exchanges,
in which one tries to obtain or offer something for free, create imbalances that lead to stagnation
of personal value and loss of mission clarity. Altruism, perceived as a pure form of generosity, is
actually a myth because any act of giving involves an equal exchange, even if in different forms.
When we do not perceive the exchange as fair, we experience feelings of fear and guilt, and our
evolutionary process remains stagnant. To manage income correctly and feel a balance, we must
recognize our value and contributions in the exchanges we make. Thus, balancing perceptions and
recognizing fair exchange are essential for personal progress and mission clarity.

4. The Law of Rhythm and Cyclicity states that planet Earth has gone through at least five
major cataclysmic events, which led to massive extinctions, but each such extinction was followed
by the emergence of new, better-organized life forms with higher consciousness. This cyclic model
demonstrates that nature does not eliminate the old without making room for the new, showing
that evolution and development are essentially linked to the rhythm of destruction and creation.
Thus, in any process of change, the disappearance of old elements is necessary to allow the
emergence of new, more advanced structures and forms. This law suggests that evolution, both in
nature and in our personal lives, requires accepting the rhythm and cyclicity of change to progress
and constantly adapt.

5. The Law of the Mirror / Correspondence and Reflection: states that the way we treat
ourselves is reflected in the behavior of others towards us. People become a mirror of our inner
perceptions and beliefs. To transform our lives, we must identify and become aware of the feelings

and beliefs we have about ourselves. Until we value ourselves truly, we cannot expect others to do
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so. The external world is a reflection of our inner universe. If we accept less than we deserve, we
diminish our market value and self-esteem. Instead, firmly maintaining our true value and refusing
inferior offers help us achieve fair exchange and increase our value.

6. The Law of Vibration / Resonance states that we attract into our lives what we are,
through the frequency of our dominant thoughts and feelings. We are what we perceive and attract
people, ideas, and events that reflect our inner state. Our thoughts, whether positive or negative,
influenced by inspiration or despair, determine what manifests in our lives. Fear and guilt keep us
in a state of insecurity, undermine our self-esteem, and prevent us from living in the present. If we
consider ourselves inferior, we reject beneficial collaborations and relationships, and if we are too
confident, we attract challenges that bring us back into balance.

By adopting a balanced perspective and recognizing ourselves as celestial beings having
earthly experiences, we manifest inspiration, love, and gratitude. Thus, we become masters of
circumstances and magnetically attract opportunities that correspond to our dominant thoughts,
harmonizing our mind and body and having a global impact.

After decades of research and clinical practice, Dr. Demartini translates these laws into an
inner healing process through transformation, called the quantum collapse process, carried out as
follows:

Step 1: Identifying the trait, action, or inaction (TAI) that we admire/detest in someone else
(positive/negative emotional charge), excluding synthesized states (loving), general expressions
(good person), or vague labels.

Step 2: Identifying a series of moments (when, where, and to whom) when we ourselves
demonstrated the same TAI to other people (confirmation of the Law of Reflection and
Transparency).

We continue until we are certain that we have this TAI in an identical or similar form, at the same
level.

Step 3: Identifying the moments when the admired/detested person demonstrated TAI
towards us and recording: the obstacles/disadvantages/disservices (for the positive emotional
charge), benefits/advantages/services (for the negative emotional charge) brought to us in values
(ours and theirs) and in the 7 areas of life (step 3 shows that the TAI from step 1 is equally a

hindrance and a benefit).
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Step 4: Recording the disadvantages/disservices (for the positive emotional charge),
benefits/advantages/services (for the negative emotional charge) to the people to whom we
demonstrated TAI (demonstrates that the TAI from step 2 is equally a hindrance and a benefit to
them) at that moment (until the present).

Step 5: Identifying where and when the person from step 1 demonstrated the opposite of
the initial TAI (anti-TAl), to the same person or group, and who perceived it (dissolves exaggerated
labels and improves communication). We continue until we are certain that the opposite trait
quantitatively and qualitatively equals the initial one (shows that this person demonstrated both
sides equally).

Step 6: Identifying moments (where, when, who, content, context, people) when someone
else did exactly the opposite of the TAI from step 1 to the same person/group, synchronously,
exactly at the same moment (demonstrates synchronicity, entanglement, and hidden intelligent
order). Thus, we can see that someone brought balance to the situation by doing the opposite TAI
at that moment.

Step 7: To dissolve nightmares and forces that create fantasies/attachments or nightmares,
we will identify the obstacles/disadvantages/disservices (for the positive emotional charge),
benefits/advantages/services (for the negative emotional charge) of ourselves and the person/group
to whom the TAI was demonstrated if, at the same moment, the person from step 1 had done
exactly the opposite (demonstrates that if the person had done the opposite, there would have been
equal benefits and costs).

The management concepts and theories presented, as well as the new paradigm proposed
by the doctoral candidate in terms of practicing alchemic management, have been synthesized into

an Essential Guide for Efficient Business Management (attached to the research paper).
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Chapter 1V: LEADERSHIP. BABY BOOM, X, Y, AND Z GENERATIONS

A careful study of intergenerational relationships is essential in professionally addressing
the issues of each age group, considering that each generation is shaped by a unique socio-
economic and cultural context. Generations are influenced by the values of their predecessors and
the formative emotional experiences of their youth, as well as rapid economic, social, cultural, and
technological changes (which accentuate the diversity and heterogeneity of cultural assimilation,
intergenerational differences, and divergences). Thus, understanding these dynamics is the basis
for effectively addressing the specific needs and challenges of each generation, cohesion, and
collaboration among different age groups.

Currently, four different generations work together to solve problems, make decisions,
design products, manage projects, and serve customers. Typically, the workplace brings together
all generations, from Baby Boomers, Generation X, Generation Y (Millennials) to Generation Z
(to be succeeded in the future by Generation Alpha), people of all ages who collaborate in teams
Or on projects.

In this context, for managers aiming to increase motivation, workplace attachment, and
employee productivity, navigating intergenerational dynamics is a real challenge.

By knowing the main generalized traits of employees present in the labor market (values,
needs, motivations, professional expectations, ambitions, work styles), leveraging key common
points, understanding the most effective way to communicate, motivate, manage, and lead each
generation, managers can have individualized approaches to recruitment, motivation, and
retention. They can interact better with each generation, navigate problems more easily, or avoid
potential conflicts. Thus, they can create a secure environment that offers employees optimal
conditions for growth (personal, group, activity, and company growth).

Therefore, the paper investigates the particularities and aspects that differentiate active
generations and translates their essence into the essential guide: Active Generations, Western
Authors' Perspectives.

Some of the characteristics of these generations are: a) Baby Boomers, X, and Y are good
team players, which cannot be said about Generation Z; b) only Generations X and Y show
openness to feedback; c) the greatest loyalty to the company and openness to commitments are

shown by the Baby Boomers, and the least by Generation X (Gen Y wants: recognition of
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contribution, access to continuous learning and development, activities with a positive social
impact, open communication, while Gen Z wants: to be listened to, attractive activity, diversity,
opportunities for involvement and contribution); d) from the perspective of availability for hard
work, Generation Y shows the least openness, while Gen Z emphasizes meaningful work aligned
with their values; e) the only common characteristic of all generations is the need for growth; f)
the hierarchical structure path is firmly approved only by Baby Boomers (Gen Z accepts more
flexible and horizontal models of work organization); g) Gen X and Y prefer not to follow rules

and processes, while Gen Z desires two-way conversations.

I. The Psychology of the Romanian People

To better understand the mentality, personality, and needs of Romanian employees, this
paper aims, without claiming an exhaustive study, to: 1. Investigate the characteristic traits of the
Romanian people, 2. How these traits were formed and what justifies them, 3. How the aspirations
of the four generations apply in the Romanian context, 4. What resour ces are necessary to achieve
these aspirations, 5. What resources Romanians actually have.

Therefore, the study of the psychology of the Romanian people is a central point of this
paper.

From a historical perspective, Draghicescu emphasizes the complexity of the ethnic origin
of Romanians, stating that they are the result of an undefined and chaotic mix of multiple races.
The first layer of the Romanian soul comes from the Thracian sediments: Geto-Dacian, Latin, and
Slavic. Over these are thinner layers of Turanian, Finno-Mongolic (Cumans, Hungarians, Tartars,
Turks), and modern Greek influences, later colored by French influence.

Thus, the interactions and ethnic influences of the Geto-Dacians, Latins, and Slavs
contributed to the complex formation of the Romanian mentality and character: 1. The tenacity of
will and the spirit of order and discipline formed from the mix of Geto-Dacians with Romans to
be affected by the undisciplined and anarchic spirit of the Slavs. 2. The Thraco-Roman cruelty to
be diminished by Slavic influence, while the lively intelligence of the Geto-Dacians to be
complemented by the legal spirit of the Romans and the flexible and imaginative spirit of the Slavs.
3. Romanians inherited exuberant enthusiasm from the Slavs (although this is superficial and
intermittent) and the cunning and deceitful nature of the Dacians, reinforced by Roman influence

and complemented by the lack of honesty of the Slavs in business.
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Draghicescu highlights the evolution of the Romanian character and spirit in the 14th and
15th centuries, influenced by battles with the Turks. A change is observed in the will and courage
of this nation, which were gradually replaced by fear and passivity. The process of dissolving will
and character led to the alteration of the spirit of freedom and independence, and Romanians
developed skills of deception and concealment to cope with unequal fights. These changes were
determined by the defeat of Romanian energy in the face of powerful enemies, which weakened
the tenacity and steadfastness of this nation's will.

At the same time, political instability and the frequent change of rulers had serious and
disastrous consequences for the Romanian people and led to an increase in corruption and abuses
by rulers (who pursued their personal interest to the detriment of the people). The lack of continuity
in governance made it difficult to implement coherent policies and led to economic stagnation and
affected the security and sovereignty of the Romanian state.

The character of history created the character of this people. An echo of an anonymous
historical life, lacking the continuity and steadfastness of development, neither the will nor the
character of the Romanians were coherent, tenacious, and strong.

Similarly, imitation is deeply rooted in the nature of Romanians due to the lack of a historical life
marked by independence and a unique ethnic personality.

Timidity, insecurity, distrust, fear, lack of courage, weak willpower, physical and mental
laziness, indifference, and passive resignation, lack of initiative, fatalism, and blind faith in fate or
luck have ruled and still rule the soul of Romanians.

The historical context led them to make vague and unclear plans, rarely starting them and
very rarely finishing them. Although capable of planning many things, the lack of energetic will
and patience, resulting from tumultuous history, makes Romanians start few of them and give up
easily. They prefer an irregular work rhythm, alternating between short periods of intense work
and long breaks for celebration, unable to sustain prolonged effort and rigorous discipline.
Starting from the 17th century, Greek domination brought other bad habits such as cunning,
intrigue, and usury. However, the nobility assimilated some noble aspects of Greek civilization.

From the 19th century onwards, a slight Western wind is carried through Russian influence.
Radulescu Motru, studying the peculiarities of the Romanian soul, tells us over time:

1. Romanians' beliefs are based more on "public rumor™ than on personal evidence. The group's

opinions take precedence over individual ones. 2. Romanians take courage and initiatives only in
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a group. Individually, they tend to be reserved and avoid responsibilities. 3. Severe judgment and
initiatives are manifested at the group level, but individually, Romanians are indulgent and
postpone actions. 4. Romanians want to impose rules on others, but do not apply the same
standards to themselves. 5. There is a superficial unity based on tradition and imitation, not on
personal sacrifice and conscious will. 6. Romanians are susceptible and easily inflamed in a group,
but quickly lose individual enthusiasm. 7. Romanians prefer professions that allow them to remain
in the middle of the crowd, avoiding activities that require individual initiative, such as commerce
and industry. 8. Romanians want to adopt Western cultures without changing traditional gregarious
behaviors.

The Romanian soul is gregarious, almost absorbed by the soul of the group, but this state
is imposed by tradition and circumstances. Therefore, members of such a society, poorly
differentiated, cannot manifest solidarity.

At the same time, the climate and geographical position had a significant impact on the
mind and character of Romanians. Our geographical position developed more defensive, passive
traits in Romanians, keeping the active ones hidden. Constant exposure to beautiful nature led to
an open mind and an inclination towards contemplating concrete objects but limited the depth of
introspection.

Romanians, attracted by the splendor of the external world, nourished their spirit and mind
from external impressions, living more on the surface and having superficial mental activity. In
summer, excessive heat diminishes the ability to concentrate and work. In contrast, the cooler
temperatures of spring, autumn, and winter stimulate willpower and work capacity. (Draghicescu).

Traditionalist, conservative, patient, persevering in work by hereditary nature, but
corrupted by an erroneous institutional life (imitated after the Western model), which forced him
to improvise, the Romanian became non-persevering. He improvises, starts something with
difficulty and gives up easily, remaining on the surface of his work. The lack of disciplined and
methodical work, weak willpower, passive resignation, tendency to protest verbally through
criticism and irony, need to hide wealth and feelings are explained by historical and cultural
influences. Romanians have developed extreme prudence and peaceful tolerance, accompanied by
patience and modesty, traits sometimes perceived as cowardice.

From Radulescu-Motru's perspective, one of the attributes of the Romanian soul is

individualism (the Romanian avoids companionship and "prefers to be on his own," which makes
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him somewhat inclined towards anarchy). Hence the lack of initiative in economic life (an activity
that would facilitate enrichment but through untried means that might cause him to lose his wealth
and peace) and the weak spirit of independence in social or political life.

Afraid to stand out, subjected to the tradition of collective work (working as taught by
ancestors), the Romanian does what he believes everyone will do (a mentality that allowed village
communities to survive centuries of calamities without being dispersed: "they moved as one man"
from one part of the country to another).

Nevertheless, the welcoming, hospitable, and sociable character of Romanians has been
appreciated and tested by foreigners. We are a people marked by many weaknesses but founded
on many strengths: 1. a soulful foundation of superior essence, 2. an open and penetrating spirit
(Geto-Dacians), 3. aspiration for complete freedom, 4. lucidity of spirit; 5. daring logic (Slavs), a
sharp, active, and willing to learn from other civilizations mind (Geto-Dacians); 6. intelligence:
lively (Geto-Dacians), superior, lively and fine, rich in resources, apparently modest and shy to
the point of humility towards foreigners, 7. imaginative, ingenious intelligence (Geto-Dacians), 8.
ductile mind, with "incredible plasticity and flexibility” (Slavs), 9. strong, tenacious will (Geto-
Dacians).

Therefore, the research paper targets both the initial mind and character of Romanians and
how they have been transposed into the present. The conclusions have been synthesized into a

guide called Essential Guide. The Psychology of the Romanian People, an arc over time.

1. Consequences of Communism on the Psychology of the Romanian People

To create the profile of the Romanian employee from the perspective of the specific
metamorphosis of this nation, the research paper also analyzes the impact of communism on the
psychology of the Romanian people.

During the period from 1947 to 1989, Romanians lived in a society that resorted to
"Iintimidation, coercion, repression, manipulation, and corruption,” a hyper-controlled society
stifled by intrigue, duplicity in thought and language, deception, and behind-the-scenes
conspiracies by a regime that institutionalized lies. The communist regime created a society that
ignored the real aspirations and needs of people, discredited Romanian intellectuals, deprived

citizens of freedom of speech, and thwarted any temptation towards insubordination. It sacrificed
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human dignity and mocked its inalienable rights in favor of the "new man," a being devoid of
backbone and a sense of responsibility, easily pliable.

This traumatic experience left deep marks on the Romanian psyche, generating resentment,
frustration, stress, and anxiety. State education and propaganda promoted conformity and
obedience, inhibiting the formation of a personal identity and authentic values.

Freedom of expression and creativity were restricted, limiting innovation and cultural
progress and creating a general sense of helplessness and resignation. Any attempt at
insubordination or expression of dissatisfaction was harshly punished, discouraging active
participation in public life. The omnipresent suspicion heightened the lack of trust between people,
inviting prudence and avoiding the sincere expression of opinions. Lying and duplicity became
survival mechanisms, leading to an erosion of moral values. Deception and behind-the-scenes
conspiracies became common methods of achieving personal or professional goals.

Thus, in a society dominated by fear and suspicion, social relationships were deeply
affected, contributing to the isolation of individuals and the weakening of community ties.
Solidarity and mutual support were replaced by individualism and opportunism, undermining

social cohesion.

I11. The Psychology of the Romanian People Today, Comparative Study

To bring this information to the present and to find out the psychological profile of
Romanians and how this translates into the practices of organizations influencing social and
economic life, the documentation of this paper studied two contemporary authors: Bodea D. and
David D.

Thus, using "The Values of Romanian Employees" (Bodea, 2013) and the cognitive-
experimental monograph (David, 2015) as research sources, a comparative study was conducted
between the initial, ancestral psychology of Romanians and that presented by the contemporary
Romanian authors mentioned earlier.

The paper examines how the psychological traits and characteristics of Romanians have
evolved over time, translating historical elements into a contemporary context. Starting from the
superior soulful essence and the open spirit of the Geto-Dacians, it analyzes the positive and
negative psychological profiles of today's Romanians. The positive profile includes receptivity to

new perspectives, intellectual openness, and empathetic critical thinking. Positive aspects, such as
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openness to new ideas and learning from other civilizations, reflect the potential for adaptation and
evolution of Romanians. Continuing the analysis, it examines other strengths, such as bold logic
and tenacious will, demonstrating the complexity and diversity of the contemporary Romanian
character.

The negative profile highlights resigned wisdom, dissatisfaction, criticism without effort
to correct, hidden cunning, intrigue, division, and slander. Statistical information shows a low level
of trust in others and a tendency towards irrationality in various forms.

Through this in-depth analysis of the values and particularities of the psychological profile,
organizational actors can gain a clearer understanding of their own identity and transgenerational
internal resources. This awareness is essential to maximize their potential for achievement, both
personally and professionally, while also contributing to the development and success of the

organization as a whole.

IV. Professionally Active Generations in Romania. Contemporary Profile

The work aims to create a general profile of Romanian employees, with the goal of
management based on an authentic understanding of human resources. The deeper the managers'
understanding of the Romanian employee profile, the greater the difference it can make between
the success and failure of an action, positively or negatively influencing the company’s
competitiveness.

Therefore, the research continues in the direction of identifying the aspirations and
perspectives that characterize the four generations: Baby Boomers, X, Y, and Z. The study model
used has the following structure: Aspiration, Expected Benefits, Root Causes, and Necessary
Resources. Additionally, relevant information serves as support.

Thus, "The Values of Romanian Employees” (Bodea, 2013) highlights the main aspirations
as: 1. A bold future ("not afraid of dangers and difficulties”), 2. Balance between professional and
private life, personal and professional growth (new skills), 3. An informal, friendly, and flexible
work environment/open and friendly atmosphere, 4. A meaningful life, 5. "Fairly diversified and
not too repetitive missions,” 6. Honest, integral, fair leaders who know how to empower

employees.
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Starting from the values (profile) of the Romanian employee, the research is directed
towards clarifying the resources necessary to fulfill the aspirations manifested by the four
generations. Resources play a crucial role in achieving aspirations, and the awareness and
management of these, as well as understanding the negative influences that may affect them, are
important for achieving objectives.

The conclusions drawn from the analysis and interpretation of the obtained information
highlight that Romanians, in achieving their aspirations, need resources such as:

1. Ambition. The positive psychological profile indicates that Romanians rank highly in
terms of achievement (showing competence) and power (obtaining social status). However,
Romanian ambition often derives from complexes/defensiveness, easily tolerating "delays and
factors that interfere with an already established plan.”

2. Spirit of Competitiveness (“'the desire to be first and to have this position recognized").
Competitiveness scores 7.26 out of a maximum of 10, but contrary to this perception, for
dimensions like voice, equality, and choice, Romania scores significantly lower compared to other
countries analyzed (USA, Japan, Turkey, Germany, Spain, Poland, Russia, Ukraine).

3. Self-direction registers at 29% among interviewed Romanians versus 39.2% among
Germans. Additionally, 63.1% of respondents perceive themselves as autonomous individuals
versus 80.1% in Germany.

4. Discipline. Romanians lack perseverance through discipline/self-discipline; indiscipline
is dominant over discipline.

5. Will/Perseverance. "Self-determination, cooperation, and perseverance in work are

low." "Perseverance in activities is low" (so Romanians abandon everything quickly).
Determination/perseverance/independence: Romanians 8.4% vs. Germans 40.4%.

6. Flexibility/Adaptability (psychobehavioral adaptation to changing situations).
Romanians exhibit intelligence, tolerance, and kindness. Nevertheless, flexibility (in tasks) = -
0.646 Romanians vs. Germans.

7. Receptiveness to New Perspectives and Ideas (“intellectually curious, open to new
ideas"). Romanians score lower in stimulation (seeking novelty). Due to a high level of uncertainty

avoidance, they do not easily accept new ideas and behaviors.
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8. Creativity ("the ability to generate a new and valuable product for society"). "Romanians
do not capitalize on existing potential compared to modern democratic countries/cultures."
Romania allocates 1% of GDP to scientific research and technological development.

9. Trust. "Trust versus distrust in the family” (Romanians 96.8% vs. 2.7%, Germans 94.9%
vs. 4.5%). "Most people are trustworthy” (Romania 7.7%, Germany 44.60%). "Other people will
try to take advantage of you" (Romania 22.2%, Germany 3.8%); "Trust versus distrust in
neighbors™ (Romania 42.3% vs. 56.5%, Germany 73.5% vs. 26.2%).

10. "Critical Thinking with an Empathetic Foundation™. "Romanians score higher in
irrationality: (1) rigid thinking: d = 0.87; (2) catastrophizing: d = 0.77; (3) frustration intolerance:
d =0.46 and (4) global evaluation: d = 0.69."

11. Self-esteem ("the overall way we evaluate ourselves”). Romanians have a generally
low self-esteem score: Romania ranks 52nd out of 53 analyzed countries/cultures (self-esteem in
collectivist cultures is defined mainly through self-appreciation/self-love, while in individualistic
cultures it is expressed mainly in terms of self-competence).

12. Skills and Competencies. Competence, among Romanians, is perceived mainly through
efficiency (not through discipline). Romanians believe that effort, knowledge, and planning lead
to success (reward for effort).

13. Action (Work). The importance versus the unimportance of work in life (Romanians:
90.2% vs. 9.2%, Germans 79.9% vs. 16.9%). The ratio of "a lot" versus "little/not at all”
concerning worry about losing a job or the idea of not finding a job (Romanians: 90.2% vs. 9.2%,
Germans 79.9% vs. 16.9%).

14. Intrinsic Aspirations (especially relationships and a sense of community). "The
gregarious spirit (d = 0.38) is stronger than the autonomous one." Romanians score well in
emotional intelligence as a social ability (the capacity to adapt socially) and are very effective in
creating a very good initial impression (positive image). However, they do not excel in emotional
intelligence as an aptitude (the ability to quickly learn social information and solve social
situations/problems).

Romanians score lower in: universalism (“concern for the general good™), importance

versus unimportance of leisure time (Romanians: 78.5% vs. 21%, Germans 87.4% vs. 12.4%).
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The research was concretized by developing essential guides: Psychology of the Romanian People,

a Bridge Over Time, Aspirations That Motivate Romanians, and Status of Internal Resources.

V. The Leader. Skills, Qualities, Defects

This chapter aims to investigate what differentiates people who have led others from those
who have allowed themselves to be led. What skills did these leaders possess that enabled them to
play key roles in the events of their time? What mechanisms did they activate to implement the
most effective solutions? Additionally, what prevented some of these leaders from maintaining a
positive course in their personal and group histories?

To this end, eight renowned world leaders were studied, men and women from Europe,
Asia, and Africa, who impacted generations through their decisions and actions: Napoleon
Bonaparte, Winston Churchill, Adolf Hitler, Queen Elizabeth I, Catherine the Great, Timur Lenk,
Nicolae Ceausescu, and Mahatma Gandhi.

The recurring qualities and abilities manifested by the studied leaders are:

1. Intelligence and Education: Endowed with a remarkable mind, the leaders sought
extensive knowledge in various fields, thus contributing to their intellectual and strategic
development.

2. Ability to Inspire and Guide People (Leadership Skills): Leaders had the ability to gain
people's support to achieve common goals (inspiring, motivating, convincing them) and to guide
them in different contexts (military, political, economic, cultural) through charisma, personal
presence, and extensive knowledge.

3. Oratorical Skills: Excelling in communication, leaders captivated their audience and
conveyed their message clearly and convincingly, allowing them to motivate and influence the
masses, thus gaining public support.

4. Courage and Determination: Both in the face of physical dangers and in achieving their
goals, leaders demonstrated unwavering courage and willpower.

5. Capacity for Adaptation and Innovation: Whether it was military strategies or cultural
or economic policies, leaders demonstrated the ability to adapt to changes and innovate.

6. Discipline and Work Ethic: They demonstrated a high level of discipline and a
remarkable work ethic, leading by example.

The recurring defects manifested by the studied leaders are:
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1. Egocentric and Arrogant Attitude: Some leaders were criticized for their selfishness and
superiority over others.

2. Lack of Understanding and Sensitivity towards Others' Feelings: Some leaders showed
a lack of empathy towards human losses or the suffering caused by their actions and minimized
the impact of their actions on society.

3. Inflexibility: Some leaders were known for their intransigence and unwillingness to
compromise.

4. Authoritarian Control: A tendency towards authoritarian control, indicating deep
distrust in people and, sometimes, isolation from others' opinions and advice.

5. Impulsive Temperament: Moments of impulsive and violent anger, impacting their
decisions and relationships.

6. Tendency to Manipulate: Using manipulation to achieve political or military goals.

7. Refusal to Take Responsibility: Some leaders had difficulties taking responsibility for
their decisions or failures during their mandate, shifting the blame onto others.

However, according to researcher Howard Gardner, each individual is a "collection of
intelligences,” manifesting a unique set of mental abilities known as multiple intelligences.
Gardner identifies eight types of intelligence: linguistic (effective use of words and language),
logical-mathematical (solving logical and mathematical problems), spatial-visual (spatial and
visual perception), musical-rhythmic (appreciating and reproducing sounds and rhythms), bodily-
kinesthetic (body coordination and understanding movement), naturalistic (observing and
understanding natural patterns), interpersonal (effective relating with others), and intrapersonal
(deep understanding of oneself and managing emotions). Everyone possesses these intelligences
to some degree, with differences in their development levels and unique combinations influencing
each person's performance and uniqueness in various fields.

Knowing this, a good manager will research the intelligence profile of the people they work
with (visible or recognizable as potential). By recognizing and developing the diversity of
intelligences these people are endowed with, a subtle and efficient manager will seek to combine
these intelligences and align them with the organization's objectives. Then, they will delegate tasks

suitable to the right actors.
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Chapter V: DOCTORAL RESEARCH

I. Research: The Effectiveness of Alchemic Management

The research aimed to verify the influence of intention and focus on employees' behavior,
based on the premise of ancestral qualities in the energy-information structure of the participants.
The study, conducted in a medical rehabilitation clinic, involved six employees (five women and
one man) and aimed to increase interest in continuous professional development. The approach
consisted of organizing a workshop based on games and group discussions, which facilitated
awareness of the relationship between individual attitudes and their impact on the organization.
Participants learned about the importance of clear communication, trust, and creativity in the team.
The results showed a significant increase in openness to evolution, mutual trust, and social
connection, as well as a 50% enrollment rate in professional development courses. These results
confirm the research premise and suggest the necessity of similar experiences to verify and

consolidate these perspectives in the workplace.

Il. Research on the Collective Profile and Relational Dynamics Specific to
Medical Teams Involved in the Private Medical Rehabilitation Sector

The research focused on the collective profile of health specialists, considering its influence

on the quality of the organizational climate, medical act, and efficiency of medical organizations.

The study, with a descriptive and observational design, included 52 participants recruited through

convenience sampling. Participation invitations were sent to six private medical rehabilitation

units in lalomita, Prahova, and Constanta counties, and data were collected in November 2023.

Respondents were medical staff (doctors, physiotherapists, BFKT nurses, and general nurses) and

managers of private clinics, who completed two online questionnaires, contributing to a detailed

profile of employees and a deeper understanding of factors influencing performance and
atmosphere within medical organizations.

The research was conducted considering the information centralized in essential guides:

The Psychology of the Romanian People, A Bridge Over Time, Aspirations That Motivate

Romanians, and Status of Internal Resources. The analyzed variables were: 1. Appetite for growth

(personal and professional); 2. Professional resources and results; 3. Relationship with the

organization; 4. Preference for various organizational structures; 5. Preferences regarding work
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execution (coordination - autonomy); 6. Driving forces (animating active generations), namely:
meaningful and significant work, development opportunities, and an open and friendly
atmosphere; 7. Internal resources at work; 8. Self-confidence and trust in others; 9. Universalism
("concern for the general good™) and benevolence (“concern for the well-being of acquaintances");

10. Attitudes towards teamwork; 11. Attitudes under pressure.

The research confirmed the following working hypotheses (IpL) regarding the medical actor:

- IpL No.1: is concerned with personal and professional development with a direct impact on their
competency standards and professional efficiency

- IpL No.3: prefers to work in a decentralized organizational structure

- IpL No.4: prefers to work as autonomously as possible with minimal constraints

- IpL No.6: is a dedicated and determined professional, capable of overcoming challenges and
achieving objectives

- IpL No.7: engages sincerely and authentically in the work environment but with restraint and
caution

- IpL No.8: aspires to a bold future, prioritizing a professionally meaningful and significant life

rather than financial gain, power, and fame

The research disproved the following working hypotheses (IpL) regarding the medical actor:

- IpL No.2: shows a preference for stability and conservatism and is cautious about newness
becomes: shows a balanced attitude towards stability/conservatism and openness to newness

- IpL No.5: exhibits a medium level of commitment and loyalty to the organization becomes:
exhibits a high level of commitment and loyalty to the organization

- IpL No.9: is more concerned with personal well-being than that of the organization becomes: is
concerned with the well-being of the organization, without predominantly exhibiting
individualistic or selfish behaviors within the organization

- IpL No0.10: has a medium level of resilience and stress management ability becomes: has a high

level of resilience and stress management ability
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Chapter VI: CONCLUSIONS AND PROPOSALS

The contribution of this work lies in crystallizing knowledge into eight essential guides for
organizational leaders, easily applicable in the activities of private medical rehabilitation centers,
with the potential to increase the competitiveness and sustainability of businesses in this sector.
Specifically:

- Essential Guide to Efficient Business Administration

- Essential Guide. Active Generations, Western Perspectives

- Essential Guide. The Psychology of the Romanian People, A Bridge Over Time

- Essential Guide. Aspirations That Motivate Romanians

- Essential Guide. Status of Internal Resources

- Essential Guide. The Professional Profile of Romanians

- The Profile of the Medical Actor (manager, medical staff) in a Professional Context and Potential
Solutions for Career Advancement

- The Profile of the Surveyed Respondent

The novelty of this research approach consists in integrating classical, contemporary, and
alchemic management concepts into a specific Romanian context. The statistical and objective
results obtained in the research, as well as the potential growth solutions proposed by the doctoral
candidate for each analyzed variable, can become a source of information and inspiration for
managers of medical clinics specializing in rehabilitation. Thus, they can benefit from improved
human resource management processes and facilitate more efficient and satisfying work
environments.

For the future, the recommendation is to deepen the research on the applicability of
alchemic management in the Romanian private medical sector and to identify as many solutions

and mechanisms as possible for their concrete implementation.
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