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CUVINTE CHEIE

e Motivarea angajatilor

e Satisfactia la locul de munca
e Cohorte generationale

e Impactul COVID-19

e Directii de actiune

IMPORTANTA, ACTUALITATEA SI NOUTATEA TEMEI

Importanta motivatiei muncii, privitd ca mijloc de a obtine si mentine stabilitatea
personalului, reprezintd un subiect de actualitate care a fost abordat intr-un numar
considerabil de studii din domeniile sociologiei muncii, psihologiei muncii si
managementului resurselor umane. Toate organizatiile se manifestd si exista prin oameni iar
intrebari de tipul “de ce muncesc oamenii In organizatie” i ‘“care sunt metodele de
imbunatatire a sistemului motivational in vederea obtinerii stabilitatii acestora?”, au fost
analizate in mod frecvent de numeroase studii Tn ultimii ani.

Calitatea si cantitatea eforturilor depuse de angajatii unei organizatii reprezinta una
dintre conditiile esentiale pentru a ca aceasta sd fie mai eficienta si productiva decat altele.
Motivatia joacd un rol crucial in aceasta situatie, deoarece oamenii trebuie sa fie implicati
activ Tn munca lor si sa-si doreasca atingerea unor obiective, atit personale (cum ar fi castigul
financiar), cat si organizationale (cum ar fi realizarea unor obiective importante sau gasirea de
metode noi, eficiente). Importanta motivarii personalului este, asadar, esentiala pentru fiecare
individ, deoarece satisfactiile si insatisfactiile angajatilor depind in mare masura de nivelul de
motivare pe care il au.

Exista diverse modalitati prin care managementul resurselor umane al unei organizatii
poate fi materializat, fiind influentat de factori precum mediul de afaceri, strategia companiei,
caracteristicile acesteia, filosofia de management precum si aspecte legate coexistenta mai
multor generatii in cadrul aceleiasi organizatii. Este pentru prima data in istorie, cand patru
generatii diferite - Baby Boomers, Generatia X, Millennials sau Generatia Y si Generatia Z -
activeazd impreuna pe piata muncii, generand o presiune tot mai mare pentru ca aceasta sa se
adapteze pentru a sustine toate aceste provocdri. Cele patru generatii interactioneaza intre ele
intr-un mod care da sens pietei muncii, utilizdnd si gestionand resursele sale, dar si creand

provocari noi, contribuind in mod diferit si uneori contradictoriu la dimensiunile acesteia.
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Fiecare dintre generatiile care activeaza astazi in cadrul companiilor au avut o
experientd distincta, influentata de contextul social si educational in care au fost crescuti, ceea
ce le conferd o perspectivd unicd asupra vietii si un comportament specific in mediul
profesional. Intelesul ocuparii unui loc de muncd si al respectdrii autorititii poate varia
semnificativ Intre cei ndscuti in perioada postbelica, cei care au trdit perioade de criza sau au
au fost educati sub premisa ca sunt supusi parintiilor, si cei care s-au ndscut si au crescut intr-
un mediu care promoveaza libertatea ca valoare fundamentala.

Scoala romaneascd constientizeazd importanta sa centrala in procesul de formare a
noilor generatii si isi asuma cu mandrie misiunea de a forma infrastructura mentala a societatii
romanesti prin educatie, in acord cu noile cerinte determinate de statutul Roméaniei ca membra
a Uniunii Europene si contextul globalizarii. Scopul sdu nobil este sd genereze o resursa
umand nationald nalt competitivd, capabild sa se adapteze si sd functioneze eficient in
societatea actuali si viitoare'.

Aceste considerente transforma invatdmantul intr-o prioritate nationald, evidentiind
rolul crucial al profesorilor in generarea efectelor procesului educational. Calitatile
profesionale ale personalului didactic si angajamentul acestora 1in indeplinirea
responsabilitatilor de educare a noilor generatii sunt factori-cheie in formarea viitorului
societatii.

Analizdnd impactul contextului socio-economic actual asupra sistemului de
invatamant, se poate afirma cd succesul unitatilor scolare este puternic influentat de nivelul de
motivare al cadrelor didactice din aceste institutii. Aceastd constatare conduce la definirea
problemei stiintifice pe care prezenta tezd de doctorat o adreseaza: starea deficitard a
sistemului educational preuniversitar din Romania, caracterizat printr-un nivelului scazut de
motivare al cadrelor didactice, ceea ce afecteazd eficienta procesului instructiv-educativ al
generatiilor viitoare.

Odata cu cresterea numarului de tineri care se aldtura fortei de munca in Romania,
peisajul profesional suferd schimbari rapide. Se considera cd acesti angajati mai tineri difera
semnificativ in ceea ce priveste valorile si prioritatile lor fatd de generatiile mai in varsta, fapt
ce necesita o Intelegere mai profunda a factorilor motivationali specifici fiecarei cohorte intr-
un mediu de lucru. Desi forta de munca devine din ce in ce mai diversa din punct de vedere
generational, organizatiile au o cunoastere limitatd cu privire la modul in care posibilele
diferente in ceea ce priveste nevoile motivationale ale acestor generatii ar putea afecta
strategiile de motivare si performanta organizationala.

Aceastd cercetare empirica a fost realizatd pentru a aborda corespunzator problema in

' Legea Educatiei Nationale, Nr.1/2011, art 2 (2).
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cauza, avand ca scop explorarea relatiei dintre forta de muncé formata din mai multe generatii
si nivelul de motivatie al angajatilor, subiectul de analiza fiind personalul didactic din cadrul
sistemului de invatdmant preuniversitar liceal al Judetului Dambovita.

Actualitatea si necesitatea acestei lucrdri stiintifice este demonstratd de natura
interdisciplinara si a aplicabilitatii sale in domeniul managementului organizatiilor publice, cu
extindere spre mediul privat. De asemenea, solutiile propuse 1n cadrul acestei teze reprezinta
o modalitate eficientd de implicare a managerilor in inovarea practicilor manageriale, cu o
atentie speciald acordatd motivarii angajatilor.

Aceasta cercetare se concentreaza asupra resursei umane la nivel de grup si individual,
analizatd din perspectiva calitatii si rolului acesteia 1n Tmbunatatirea performantelor
organizatiei, fundamentul teoretic-stiintific al lucrarii bazandu-se pe literatura de specialitate,
atat nationald, cat si internationald. Contextul cercetarii este determinat de resursa umana din
organizatiile de formare preuniversitard din Romania, studiul aducand o noud perspectiva
intrucat analizeazd si contextul pandemic care a adus schimbari majore in activitatea
instructiv-educativa prin introducerea muncii la domiciliu, ca raspuns la cerintele generate de
aceastd situatic de crizd. In mod particular, studierea motivirii resurselor umane in
invatamantul preuniversitar romanesc este relevantd si de actualitate, dat fiind importanta
resurselor umane in prosperitatea si performanta organizatiei si in realizarea unui proces

educational de calitate pentru generatiile viitoare.

PROBLEMATICA SIIPOTEZE

Obiectivul general cercetdrii a fost de a realiza o cercetare teoretico-aplicativa care sa
permitd elaborarea unor directii de actiune pentru imbundtdtirea motivarii cadrelor didactice
din invatamantul preuniversitar, luand in considerare asemandrile si diferentele identificate
intre grupurile de generatii In ceea ce priveste factorii motivationali.

In cadrul prezentei cercetiri, s-a urmdrit, asadar, elucidarea realititii motivationale a
cohortelor generationale active din invatamantul preuniversitar al Judetului Ddmbovita si
identificarea masurilor care pot fi adoptate pentru a imbunatati procesul motivational, avand
in vedere diferentele si asemanarile identificate intre acestea. Astfel, intrebarea principala
abordata 1n acest studiu este: Care este realitatea motivationala a generatiilor de angajati din
invatamantul preuniversitar al Judetului Dambovita si ce masuri pot fi adoptate pentru a

imbunatati performanta organizationala?



De asemenea, cercetarea stiintifica a avut in vedere si urmatoarele intrebari secundare
de cercetare:

e Care este gradul de satisfactie in muncd a cadrelor didactice din invatdmantul
preuniversitar liceal de la nivelul Judetului Dambovita?

e Care este gradul de satisfactie Tn munca a diferitelor cohorte generationale din
invatdmantul preuniversitar?

e Care este situatia motivarii cadrelor didactice din invatimantul preuniversitar?

e Care este situatia motivarii cohortelor generationale din invatdmantul preuniversitar?

e Care dintre factori motivationali predomina in randul preferintelor fiecarei generatii?

e Existad diferente semnificative intre cohortele generationale in ceea ce priveste factorii
motivationali importanti in procesul de munca?

e Schimbdrile conditiilor de lucru, generate de contextul pandemic, au influentat
perceptia fatd de munca depusa in mod diferit la nivelul fiecarei generatii?

e Ce tehnici motivationale ar trebui sa fie adoptate pentru a satisface nevoile si
asteptarile diferitelor cohorte generationale din invatimantul preuniversitar al
Judetului Dambovita?

Prezentul demers de cercetare are ca obiectiv general cunoasterea particularitatilor
motivarii profesionale a fiecarei generatii de angajati din sistemul de invatdmant
preuniversitar.

Din obiectivul general au rezultat sase obiective specifice de cercetare care analizeaza
nivelul satisfactiei si motivatia in munca a fiecarei cohorte:

Obiectivul specific 1 - Cunoasterea gradului de satisfactie in muncd a cadrelor
didactice din invatamantul preuniversitar liceal de la nivelul Judetului Dambovita, cuprinse in
esantionul de analiza

Obiectivul specific 2 - Cunoasterea gradului de satisfactie in muncd a cohortelor
generationale din invatdmantul preuniversitar

Obiectivul specific 3 - 1dentificarea principalilor factori motivationali care predomina
in randul cadrelor didactice din invatdmantul preuniversitar

Obiectivul specific 4- 1dentificarea principalilor factori motivationali care predomina
la nivelul fiecarei cohorte generationale

Obiectivul specific 5 — Analiza impactului schimbarilor survenite in desfasurarea
activitatii didactice In context pandemic

Obiectivul specific 6 - Propunerea unor tehnici motivationale de crestere a satisfactiei

s motivatiei Tn munca a angajatilor, raportate la particularitatile generationale



Pe baza acestor obiective empirice, au fost formulate ipotezele de cercetare care au ca
scop identificarea raspunsurilor la intrebarile de cercetare stabilite anterior:

I1: Sistemul de nvatamant preuniversitar este caracterizat printr-un grad ridicat de
satisfactie Tn munca

I2: Nivelul de satisfactie la locul de munca este resimtit in mod diferit de generatiile
de angajati

I3: Cohortele generationale difera semnificativ una de cealaltd in ceea ce priveste
factorii motivationali de la locul de munca

I4: Satisfactiile personale reprezintd cel mai apreciat factor motivational printre
Generatia X si Generatia Z

IS: Generatia Y (Millennials) apreciaza intr-o masurd mai mare pachetul salarial si
beneficiile materiale

I6: Fiecare generatie a perceput in mod distinct impactului schimbarilor survenite n
desfasurarea activitatii didactice, in contextul pandemic.

Demersul stiintific are la baza trei teme majore pe care se fundamenteaza: satisfactia

in munca, motivarea angajatilor si impactul COVID-19 asupra motivatiei in munca.

STRUCTURA TEZEI DE DOCTORAT

Lucrarea este structuratd pe cinci capitole in care se vor explora teme referitoare la
managementul resurselor umane si motivarea acestora astfel:

Capitolul 1 ”Bazele teoretice ale motivirii resurselor umane” al lucrarii sintetizeaza
conceptele teoretice relevante pentru subiectul cercetarii. In acest sens, se incepe prin
prezentarea definitiei termenului de "resursa umana". Spre deosebire de alte resurse, resursele
umane sunt diferite, partial datoritd nivelului variat de abilitdti (care includ aptitudini,
pricepere si cunostinte), diferentelor in trasaturile de personalitate, caracter si experienta, si
partial, datoritd diferentelor in motivarea si implicarea in muncd. De asemenea, sunt explicate
conceptele de motivatie a angajatilor, fiind prezentate principalele teorii motivationale si
tipurile de motivare. In plus, este explicata relatia dintre satisfactie, motivare si motivatia in
muncd, pentru a evita confuziile intre aceste concepte.

254

Capitolul 2 ”Generatiile la locul de munca” se concentreaza asupra conceptului de
generatie, un aspect esential in contextul actual al diversitatii la locul de munca. Este prima
datd cand coexistd patru generatii in mediul profesional: Baby-Boomerii, Generatia X,
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Milenialii (Generatia Y) si Generatia Z, ceea ce face ca intelegerea particularitdtilor fiecarei
cohorte sa fie esentiald pentru managementul angajatilor, acestia reprezintand un element vital
pentru succesul unei organizatii.

In Capitolul 3 ”Prezentarea sistemului de invitamdant preuniversitar din Romdnia”,
se va analiza contextul in care se desfasoara cercetarea empiricd, in scopul de a prezenta
particularitatile motivationale ale cadrelor didactice din Invatamantul preuniversitar din
judetul Dambovita, prin evidentierea caracteristicilor specifice ale sistemului national si
judetean de educatie preuniversitara.

Capitolul 4 ”Abordare metodologica a demersului de cercetare privind motivatia in
munca a generatiilor de angajati din invatamantul preuniversitar al Judetului Dambovita”
are ca scop investigarea Intrebarii de cercetare prin aplicarea unui chestionar asupra unui
esantion de 307 cadre didactice din liceele din Judetul Dambovita. Cercetarea empirica
efectuata analizeaza gradul de satisfactie in munca al cadrelor didactice, situatia motivationala
si principalii factori motivatori care influenteaza profesorii, atat in esantionul general cat si in
subgrupurile determinate pe criteriul varstei si al apartenentei la o anumitad generatie. Prin
analizarea datelor colectate si a rdspunsurilor primite de la participanti, s-au formulat
concluzii care furnizeaza o perspectivd mai precisa si obiectivd asupra motivatiei generatiilor
de angajati din invatdmantul preuniversitar.

Capitolul 5 ”Directii de actiune in vederea imbundtatirii motivatiei si satisfactiei
profesionale a diferitelor generatii de cadre didactice din invatamantul preuniversitar”
contine un pachet de masuri ameliorative pentru a imbunatati satisfactia in munca a cadrelor
didactice din Tnvatamantul preuniversitar liceal din Judetul Dambovita, pentru indeplinirea in
conditii de performanta a responsabilitatilor de educare a noilor generatii care, in fond,
reprezinta viitorul societdtii romanesti. Acordarea unei atentii deosebite motivarii generatiilor
de cadre didactice din invatdmantul preuniversitar poate contribui semnificativ la
imbunatatirea calitatii sistemului educational in ansamblu. Prin crearea unui mediu
motivational adecvat si prin valorizarea resurselor umane din domeniul educatiei, putem
asigura o dezvoltare sustenabild si un climat de Invatare propice pentru elevi si studenti,
aducand astfel beneficii semnificative intregii societati.

In finalul cercetirii stiintifice, am ajuns la o serie de concluzii generale, bazate pe
rezultatele studiului nostru, am prezentat contributiile personale principale, limitele
cercetdrii si posibilele directiile viitoare de cercetare.

Bibliografia acestei teze de doctorat este cuprinzatoare, fiind selectata cu rigurozitate

pentru a fundamenta adecvat continutul lucrarii. Aceasta include carti si articole relevante,

scrise de autori recunoscuti din literatura de specialitate autohtond si strdind. Sursele
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bibliografice reflectd informatii recente si urmaresc cele mai actuale tendinte si evolutii din
domeniile studiate.

In concluzie, este din ce in ce mai evident ci organizatiile care cauti si angajeze
personal se confrunta cu dificultdti in adaptarea stilului lor de management la generatiile
intalnite si in elaborarea strategiilor de motivare a personalului, avand in vedere diferentele
mai mult sau mai putin evidente dintre generatii. In aceasta situatie, specialistii in resurse
umane au rolul crucial de a intelege particularitatile fiecdrei generatii si de a se adapta
nevoilor lor specifice.

Cu o intelegere mai detaliatd a motivatiei care guverneaza fiecare generatie,
managerii pot gasi aborddri motivationale adecvate care se potrivesc nevoilor fiecdrei cohorte,
incurajand angajatii sa isi atingd potentialul si sd rdmand cu organizatia pe termen lung.
Studiul ar putea oferi managementului o viziune asupra factorilor de motivatie care au cea
mai mare influentd in randul cohortelor din invatdmantul preuniversitar si sd ajute la
adaptarea strategiilor motivationale adecvate pentru a Tmbunatiti performanta, atragerea si

retinerea angajatilor valorosi 1n sistemul de invatdmant roméanesc.

CONCLUZII GENERALE

Desi diversitatea culturald si de gen a fost amplu analizata in literatura de specialitate,
diversitatea de varstd si impactul acesteia asupra motivarii angajatilor a fost mai putin
cercetatd. Studiul realizat isi propune sa reduca acest decalaj prin analizarea valorilor muncii
a celor patru grupuri generationale - Baby boomers, Generatia X, Generatia Y si Generatia Z -
in sistemul de Invatamant peruniversitar din judetul Dambovita.

Pornind asadar de la aceste aspecte, scopul principal al lucrarii este de a identifica
nevoile, motivatiile si aspiratiile pe care cadrele didactice din sistemul preuniversitar de
invatdmant, clasificate in functie de apartenenta lor la o anumita generatie, le au in ceea ce
priveste locul de munca. Tema aleasd este relevantd deoarece organizatiile se confrunta
frecvent cu situatia in care mai multe generatii lucreaza Impreund, iar pentru a obtine
performante pe termen mediu si lung, este important sa se inteleaga ce i motiveaza pe fiecare
dintre acestia, ce nevoi si asteptdri au in raport cu organizatia.

Acest studiu a avut, asadar, ca obiectiv principal, evaluarea nevoilor motivationale ale
cadrelor didactice din Tnvatdmantul preuniversitar si identificarea posibilelor diferente dintre
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generatiile prezente la locul de muna. Astfel, pornind de la structura chestionarului, cele mai
importante concluzii sunt:
» Satisfactia la locul de munca

Concluziile pentru subsectiunea Salariu si Promovare aratd cd majoritatea cadrelor
didactice participante la studiu au avut o perceptie relativ favorabild cu privire la modul in
care sunt pldtite pentru munca prestata si la posibilititile actuale de promovare. Cu toate
acestea, existd un procent semnificativ de respondenti care nu sunt complet de acord cu aceste
aspecte. De asemenea, s-a constatat cad majoritatea respondentilor au fost de acord cu ideea ca
eforturile lor nu sunt raspldtite asa cum ar trebui si ca beneficiile primite nu sunt la fel de
atractive ca cele oferite de alte institutii. In general, aceste constatiri sugereaza ca exista inca
loc de Imbunatatire in ceea ce priveste recompensele pentru munca prestata si posibilitatile de
promovare in invatamantul preuniversitar liceal.

Referitor la Conducerea si relatiile interpersonale, se poate concluziona ca angajatii
unitatilor scolare au o incredere ridicatd in competenta superiorilor lor, iar relatiile
interpersonale intre colegi sunt Tn general positive

In ceea ce priveste Organizarea si comunicarea la locul de muncd, rezultatele indica
faptul ca majoritatea profesorilor intervievati sunt multumiti de munca lor, comunicarea in
cadrul organizatiei este consideratd bund, iar regulile si procedurile sunt percepute ca
ingreunand activitatea didactici. In general, aceste constatiri sugereazi o buna organizare si
comunicare la locul de munca, cu unele provocari specifice activitatii didactice.

» Motivatia muncii cadrelor didactice din invatamant preuniversitar

Conform rezultatelor descriptive, referitoare la Conditiile de muncd, profesorii acorda o
importantd semnificativd sigurantei in incinta insitutiei, sediului unitdtii de invatamant si
salilor de clasa curate si ordonate. De asemenea, suportul IT si dotarile salilor de clasa au un
impact major asupra motivatiei profesorilor la locul de munca.

Referitor la Calitatea relatiilor de muncd s-a constatat cd majoritatea respondentilor
au acordat o importanta ridicata calitdtii colabordrii cu directorul unitatii de invatamant si cu
profesorii din scoala. De asemenea, atmosfera de lucru a fost consideratd motivanta de catre
majoritatea persoanelor, iar gradul de implicare al managementului in activitatea profesorului
a fost evaluat intr-un mod pozitiv. In ceea ce priveste feedback-ul din partea directorului
scolii, majoritatea respondentilor au raportat ca fiind un factor motivator esential. Aceste
constatari sugereaza ca calitatea relatiilor de munca este importantd pentru angajati si poate
contribui la o atmosfera de lucru productiva si placuta.

Pachetul salarial si beneficiile reprezintd un aspect important pentru evaluarea locului

de muncd si pentru motivarea angajatilor. Analiza datelor aratd cd respondentii acorda o
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importantd crescutd la nivelul salariului si echitatii salariului comparativ cu efortul depus.
Aceste concluzii sugereaza ca salariul si echitatea salariala sunt considerate importante de
catre angajati, iar sistemul de majorare salariald si sistemul de prime si bonusuri trebuie sa fie
imbunatatite pentru a spori motivatia si satisfactia angajatilor.

in ce priveste Conditiile de dezvoltare profesionald, rezultatele studiului aratd ci
participarea la cursuri de formare continud este considerata un factor motivator important, iar
oportunitatile de dezvoltare a carierei sunt destul de apreciate. De asemenea, profesorii
apreciaza posibilitatea dezvoltarii de noi competente la locul de munca. Analiza datelor arata
ca toate aceste conditii sunt importante pentru motivatia cadrelor didactice, cu accent pe
autonomia n organizarea activitdtii si siguranta locului de munca, fiind elementele cele mai
apreciate in randul profesorilor.

Concluziile referitoare la sectiunea Satisfactia personald arata ca profesorii din
invitimantul preuniversitar liceal sunt, in general, satisfacuti de munca lor, evaludndu-si in
mod pozitiv Tmplinirea oferitd de munca in sine, gradul de responsabilitate investitd si
recunoasterea muncii si meritelor in fata colegilor. De asemenea, majoritatea angajatilor
considerd ca existd un echilibru intre viata personald, familiald si socialda cu viata
profesionald, evaluand aceasta afirmatie cu note mari. Aceste rezultate sugereaza ca satisfactia
personald a angajatilor este importantd in motivatia acestora pentru munca si poate contribui
la cresterea performantei organizatiei.

» Impactul pandemiei COVID-19 asupra personalului didactic preuniversitar

In ceea ce priveste sectiunea referitoare la Criza pandemiei de Coronavirus si
motivatia cadrelor didactice din invatamantul preuniversitar putem concluziona ca profesorii
au depus mai mult efort in timpul predarii online Tn comparatie cu predarea fizica si ca
performanta lor ca profesor s-a imbunatatit odata cu mutarea activitatii didactice in mediul
online. De asemenea, majoritatea respondentilor au indicat cd s-au adaptat bine la noua
modalitate de predare si invatare dobandind cu usurintd competentele necesare pentru
predarea in mediul online. In general, rezultatele indica faptul ci noile schimbri din mediul
instructiv-educativ au avut un impact pozitiv asupra motivatiei In muncd a angajatilor din
invatamantul preuniversitar liceal, in special in ceea ce priveste imbundtdtirea performantei
profesionale.

Referitor la Mdasurile de protectie Anti-COVID-19 adoptate de unitatea educationala,
se observa cd majoritatea respondentilor sunt de acord cu respectarea cu strictete a masurilor
de igiend privind evitarea raspandirii virusului, cum ar fi folosirea mastilor, a dezinfectantelor
si a culoarelor separate de acces in scoli. Punerea la dispozitie de catre scoald a unui

echipament tehnologic (laptop / tableta) si dotarea salilor de clasa cu echipament tehnologic
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pentru sustinerea orelor online contribuie la niveluri ridicate de motivatie la locul de munca.

In general, aceste constatari sugereaza ca motivarea la locul de munca in perioada de criza

este influentata de mai multi factori, iar comunicarea eficienta si feedback-ul pozitiv sunt, de

asemenea, esentiale in acest proces.

Analiza descriptiva a sectiunilor chestionarului aratd urmatoarele concluzii:

Satisfactia in Munca: Subsectiunea organizare si comunicare are cea mai mare medie
si are cel mai mare impact in satisfactia muncii

Motivatia Muncii: Satisfactia personald are o medie mai ridicatd in timp ce pachetul
salarial si beneficiile au inregistrat o medie mai scazutd In comparatie cu celelalte
subsectiuni.

Criza pandemiei de Coronavirus si motivatia cadrelor didactice din invatamdntul
preuniversitar: angajatii din educatia preuniversitara au raportat niveluri ridicate de
motivatie Tn ceea ce priveste desfasurarea activitatilor zilnice in contextul restrictiilor
generate de pandemie.

In ce priveste validarea/infirmarea ipotezelor, au fost formulate urmitoarele

concluzii:

Sistemul de Invatimant preuniversitar este asociat cu o satisfactie crescuta la locul de
munca si cadrele didactice manifestd un grad ridicat de satisfactie generald la locul de
munca.

Esantionul evaluat a declarat un nivel mai mare de satisfactie in ceea ce priveste
organizarea si comunicarea decdt 1in privinta salariului, promovdrii sau
managementului si relatiilor interpersonale.

Nu existd diferente semnificative intre cohortele generationale in ceea ce priveste
satisfactia profesionald. Gradul de satisfactie la locul de muncd rdméane acelasi in
randul acestor cohortelor si variazi intr-un model similar. In schimb, comparatia
mediilor aratd cd Organizare §i comunicare a avut o medie mai mare printre toate
cohortele generationale.

Rezultatele ANOVA arata ca nu existd o diferentd semnificativa intre conditiile de
munca, calitatea relatiilor de munca, pachetul salarial si avantajele salariale, conditiile
de dezvoltare profesionala si satisfactia personala si cohortele generationale.

Generatia Z s1 Generatia X se situeaza mai sus pe scala satisfactiei personale. Media
Generatiei Z a fost cea mai mare, urmata de Generatia X, apoi de Generatia Y
(Millennials) si Generatia Baby Boomers.

Generatia Y (Millennials) este mai motivata de pachetele salariale si beneficiile oferite

de angajatori decat celelalte generatii
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e (alitatea relatiilor de munca au fost factorii motivationali dominanti in randul

Generatiei Y (Millennials)

¢ Generatia Baby Boomers a avut media cea mai mare mica in ceea ce priveste Pachetul
salarial si avantajele salariale, fiind mai putin motivata de beneficiile salariale decat
celelalte generatii

e Au fost identificate diferente intre generatii in ceea ce priveste influenta masurilor de
protectie anti-COVID asupra perceptiei noului mediu instructiv-educativ. In timp ce

Generatia Z nu a fost influentata semnificativ de masurile de protectie, Generatia Y -

Millennials a considerat ca aceste masuri au imbunatatit mediul instructiv-educativ, iar

Generatia X a avut o relatie moderatd intre cele doud variabile. In schimb, in cazul

Generatiei Baby Boomers, masurile de protectie anti-COVID au avut un efect

semnificativ, atat pozitiv, cat si negativ, asupra perceptiei noului mediu instructiv-

educativ.

Deoarece cercetarile asupra organizatiilor de interes au demonstrat ca atat generatiile
mai tinere, cat si cele mai vechi sunt influentate intr-un mod aproape similar de factorii
motivationali studiati, managerii sunt indemnati sd nu se bazeze pe stereotipuri generale
populare atunci cand elaboreaza strategii motivationale.

In viitor, locurile de munca vor fi din ce in ce mai diverse din punct de vedere
generational, 1ar stereotipurile legate de varsta pot continua sd existe si sa ducd la
discriminare. Prin urmare, este important ca organizatiile sd gaseasca modalitdti de a crea un
mediu de lucru favorabil pentru toate generatiile, prin cresterea interactiunii Intre angajatii de
diferite varste prin intermediul activitatilor inter-grup, programelor de mentorat si altor
initiative. Pentru a depdsi decalajele generationale Tn cadrul mediului de lucru, sugestiile ar
putea include utilizarea instrumentelor de lucru colaborative, organizarea de evenimente de
construire a echipei, adoptarea celei mai recente tehnologii, coaching-ul pentru leadership si
programe de mentorat.

Concluzia cercetarii aratd, astfel, cd toate generatiile sunt Tn mare parte motivate de
factori similari, deci nu este necesar sa se faca schimbari structurale sau conceptuale n ceea
ce priveste gruparea angajatilor dupa generatii. Desi perceptia generalizata este ca generatiile
sunt fundamental diferite, preferintele lor motivationale sunt, in esentd, aceleasi. Prin urmare,
se recomanda sd se facd doar mici ajustdri pentru a se adapta la noile tehnologii si pentru a fi
flexibili In fata schimbdrilor, fard a realiza schimbari radicale cauzate de diferentele dintre
generatii. Este esential asadar, ca managerii sa isi asume responsabilitatea de a stimula
motivatia angajatilor pentru a obtine performantele asteptate, aceasta fiind, in fond, o arta care
depinde de abilitatile si talentul conducatorilor.
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APORTURILE (CONTRIBUTIILE) STIINTIFICE ALE TEZEI DE

DOCTORAT

Aceastd cercetare contribuie la dezvoltarea cunostintelor relativ limitate in ce priveste

pozitia motivationald a celor patru generatii diferite, active pe piata muncii si la modul in care

acestea se manifestd in mediul de lucru din Romania. Descoperirile ofera managementului o

perspectiva asupra proceselor motivationale care au cel mai mare impact in randul fiecarei

coohrte genertionale si 11 ajuta sd adapteze strategiile motivationale potrivite, care in cele din

urma pot Imbunatati retentia angajatilor valorosi.

Exista si alte contributii personale care includ:

1. Contributii teoretice sintetizate in prezentarea celor mai relevante studii in

domeniul motivarii resurselor umane:

Cercetarea si analiza celor mai semnificative lucrari de specialitate si studii stiintifice
referitoare la motivarea angajatilor

Examinarea celor mai importante teorii si modele motivationale, evidentiind cd nu
existd o singura teorie universal valabild in acest domeniu

Investigarea interdependentei dintre motivare si satisfactia la locul de munca,
subliniind natura reciproca a acestei relatii, in care fiecare factor este considerat atat

cauza, cat si efect al celuilalt

2. Contributii teoretice privind studiul particulatitatiilor generatiilor de angajati:

Cercetarea si analiza celor mai semnificative lucrari de specialitate si studii stiintifice
referitoare la teoriile generatiilor
Cercetarea si prezentarea celor mai importante particularititi ale cohortelor,

evidentiind comportamentele specifice de la locul de munca

3. Contributii privind cercetarea particularitatilor motivarii generatiilor de cadre

didactice din invatamantul preuniversitar:

Analiza si intelegerea mediului educational in care activeazd cadrele didactice din
studiu

Dezvoltarea unei metodologii de cercetare pentru investigarea motivatiei profesorilor
din Invatdmantul liceal din judetul Dambovita

Definirea colectivitatii cercetate, stabilirea marimii esantionului si a metodei de

esantionare
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Crearea, testarea si utilizarea unui chestionar ca principal instrument de colectare a
datelor

Realizarea bazelor de date cu informatiile colectate prin intermediul chestionarului
Valorificarea datelor colectate - validarea chestionarelor, procesarea, analiza si
interpretarea rezultatelor

Analiza si interpretarea informatiilor colectate din partea respondentilor

Identificarea si iererhizarea situatiilor motivationale specifice generatiilor de angajati
din ssitemul supus analizei

Evaluarea gradului de satisfactie in munca, atdt la nivelul intregului esantion cét si la
nivelul cohortelor, prin comparatie

Evaluarea impactului efectelor pandemiei COVID-19 asupra personalului didactic

preuniversitar

4. Contributii privind elaborarea unor directii pentru amelirarea motivatiei in

munci a cadrelor didactice din invatimantul preuniversitar dimbovitean

Identificarea si analiza factorilor motivatori specifici resurselor umane din invatimant
Evaluarea relatiei dintre motivarea si satisfactia in muncd a profesorilor din
invatdmantul preuniversitar.

Propunerea unor directii privind ameliorarea motivarii generatiilor de cadre didactice

din Invatdmantul preuniversitar din Romania.

PERSPECTIVE DE CERCETARE

Avand in vedere limitarile evidentiate anterior, este important sd recunoastem ca

cercetarea stiintifica prezentata poate fi Tmbundtatitd si este necesar sd se identifice directiile

viitoare de cercetare. Acestea pot include:

Pentru a imbunatati nivelul de obiectivitate al studiului, se poate lua In considerare
dezvoltarea si utilizarea unor metode noi de cercetare

Pentru a obtine o imagine mai completd si reprezentativa, este important ca cercetarea
ar putea sa fie extinsa si la alte niveluri ale sistemului de Invatdmant preuniversitar si
universitar, atat in cadrul judetului sau regiunii, cat si la nivel national

O extindere interesantd a studiului ar putea fi realizata prin includerea altor téri, cu
niveluri economice diferite, ceea ce ar permite o analizd mai profundd a influentei
factorilor precum nivelul de dezvoltare sau situatia sociald si politicd. De asemenea,
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trebuie avuta 1n vedere concluzia cd generatiile pastreaza, in esenta, valori similare, iar
apartenenta la o anumitd generatie nu poate fi un factor determinant pentru
comportamentele sau asteptarile individuale. Acest lucru depinde si de modul in care
se defineste o generatie, de aceea este important sd se continue studiul asupra
generatiilor si sd se dezvolte criterii mai clare de definire a acestora, ludnd in

considerare evolutia continud a teoriei generationale ca stiinta sociala.
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I0SUD - Scoala Doctorala de Stiinte Economice si Umaniste Universitatea ,,Valahia” din Targoviste

Octombrie 2017 - lunie 2018
Diploma de specializare in psihopedagogie, Nivel I si Il
Studii psihopedagogice in regim postuniversitar

Universitatea de Petrol — Gaze, Departamentul de Pregatire al Personalului Didactic, Ploiesti

Octombrie — Noiembrie 2017

Certificat de absolvire pentru ocupatia de Formator (insotit de Suplimentul Europass)
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August — Octombrie 2016
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- Curs de Comunicare si Public Speaking
- Curs Tehnici de Vanzare si Negociere

Bancpost SA

2008 - 2009

Diploma de Master - Master Bancar si in Asigurari
- Managementul Riscului Financiar -Bancar
- Marketing Financiar Bancar

Universitatea Valahia Targoviste - Facultatea de Stiinte Economice

Oct 2007 - Feb 2008

Diploma de absolvire — Bursa Erasmus

- Marketing International

- Protectia Consumatorului la nivel European

Universitatea “Democtritus of Trace” — Grecia, Komotini

Martie 2006

Contabilitate & Audit — Diploma de participare

Universitatea ,Valahia” din Targoviste —conferinta internationala (L' Association des Formations
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Economist — Diploma Licenta specializarea Marketing

- Marketing general

- Tehnici de negociere si comunicare

- Cercetari de marketing

- Tehnici promotionale

- Strategii si politici organizationale

- Comportamentul consumatorului

- Concepere plan afaceri, plan de marketing, analize SWOT, Benchmarking

2006: Diploma de excelentd obtinuta la sesiunea nationalda de comunicari stiintifice a studentilor
SECOSAFT 2006 in cadrul ,Academiei fortelor terestre Nicolae Balcescu” din Sibiu;

2006: Diplom& de merit obtinuta la seminarul , Impactul Legii Concurentei Asupra Economiei si
Societatii Romanesti in conditiile Aderérii la Uniunea Europeand, organizat de Consiliul Concurentei in
colaborare cu Univeristatea ,Valahia” din Targoviste;

2005: Diploma de merit obtinuta la sesiunea nationald de comunicari stiintifice a studentilor in cadrul
Univeristatii ,Valahia” din Targoviste;

2005: Diplom& de merit obtinuta la sesiunea nationald de comunicari stiintifice a studentilor
SECOSAFT 2005 in cadrul ,Academiei fortelor terestre Nicolae Balcescu” din Sibiu

Universitatea Valahia Targoviste - Facultatea de Stiinte Economice

2000 - 2004
Diploma de Bacalaureat

Colegiul National Economic ,lon Ghica” din Targoviste

Roména
intelegere Vorbire Scriere
Ascultare Citire Participare la Discurs oral Exprimare scrisa
conversatie
Utilizator Utilizator Utilizator Utilizator Utilizator
C1 . . . . .

experimentat experimentat experimentat independent independent

B2 Utilizator Utilizator Utilizator Utilizator Utilizator

independent independent independent elementar elementar

B1 Utilizator Utilizator Utilizator Utilizator Utilizator

independent independent independent elementar elementar

(*) Nivelul Cadrului European Comun de Referintd Pentru Limbi Stréine

Abilitati de comunicare, negociere, vanzare;
Spirit de initiativa si coordonare activitate, capacitate de a lucra atat in echipa cat si individual.

Organizarea de seminarii, workshop-uri, roadshow-uri cu partenerii existenti si potentiali;
Organizarea activitétii echipei din subordine (trasarea de sarcini individuale ce urmaresc realizarea
unui scop comun).
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Competente si aptitudini tehnice  Capacitate de utilizare a unul sistem dotat cu videoproiector, precum si a altror tipuri de aparatura
(multifunctiionale, scanner, etc.);
Efectuarea lucrérilor contabile de complexitate medie.

Competente si aptitudini de  Cunostinte PC de baza: Word, Excel, Outlook;
utilizare a calculatorului  Multimedia: Internet Explorer, Microsoft PowerPoint;
Aplicatii: CRM, Flexcube.

Competente si aptitudini artistice  Hobby-uri: calatorii, muzica, drumetii, pictura.

Alte competente si aptitudini  Capacitate de luare a deciziilor demonstrand autocontrol in situatii de stres;
Abilitatea de lucru sub presiunea timpului;
Deschidere spre nou si colaborare in realizarea obiectivelor propuse;
Flexibilitate in gandire si creativitate;
Capacitate de asimilare rapida;
Determinare, perseverenta, dorinta de performanta.

Permis(e) de conducere  Permis de conducere categoria B.

Informatii suplimentare Referintele pot fi furnizate la cerere.
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IMPORTANCE, ACTUALITY AND NOVELTY OF THE THEME

The importance of work motivation, seen as a means to obtain and maintain staff
stability, represents a current topic that has been addressed in a considerable number of
studies in the fields of work sociology, work psychology and human resource management.
All organizations are manifested and exist through people and questions such as "why do
people work within the organization" and "what are the methods of improving the
motivational system in order to obtain their stability?", have been frequently analysed by
numerous studies in recent years.

The quality and quantity of the efforts made by the employees of an organization is
one of the essential conditions for it to be more efficient and productive than others.
Motivation plays a crucial role in this situation, because people must be actively involved in
their work and want to achieve goals, both personal (such as financial gain) and
organizational (such as achieving important goals or finding new, effective methods). The
importance of motivating staff is, therefore, essential for each individual, as the satisfactions
and dissatisfactions of the employees largely depend on the level of motivation they have.

There are various ways in which the human resources management of an organization
can be materialized, being influenced by factors such as the business environment, the
company's strategy, its characteristics, the management philosophy as well as aspects related
to the coexistence of several generations within the same organization. It is the first time in
history that four different generations - Baby Boomers, Generation X, Millennials or
Generation Y and Generation Z - are active together on the labor market, generating

increasing pressure for it to adapt in order to support all these challenges. The four
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generations interact with each other in a way that gives meaning to the labor market, using
and managing its resources, but also creating new challenges, contributing differently and
sometimes contradictory to its dimensions.

Each of the generations working in companies today has had a distinct experience,
influenced by the social and educational context in which they were raised, which gives them
a unique perspective on life and a specific behaviour in the professional environment. The
meaning of having a job and respecting authority can vary significantly between those born in
the post-war period, those who lived through periods of crisis or were brought up under the
premise of being obeying their parents, and those who were born and raised in - an
environment that promotes freedom as a fundamental value.

The Romanian school is aware of its central importance in the process of training new
generations and proudly assumes the mission of forming the mental infrastructure of the
Romanian society through education, in accordance with the new requirements determined by
Romania's status as a member of the European Union and the context of globalization. Its
noble aim is to generate a highly competitive national human resource capable of adapting
and functioning effectively in the present and future societyl.

These considerations turn education into a national priority, highlighting the crucial
role of the teachers in generating the effects of the educational process. The professional
qualities of the teaching staff and their commitment in fulfilling the responsibilities of
educating the new generations are key factors in shaping the future of society.

Analysing the impact of the current socio-economic context on the education system,
it can be stated that the success of the school units is strongly influenced by the level of
motivation of the teachers in these institutions. This finding leads to the definition of the
scientific problem that this PhD thesis addresses: the deficient state of the pre-university
educational system in Romania, characterized by a low level of motivation of the teaching
staff, which affects the efficiency of the instructional-educational process of the future
generations.

With the increase in the number of young people joining the workforce in Romania,
the professional landscape is undergoing rapid changes. These younger employees are
believed to differ significantly regarding their values and priorities from older generations,
requiring a deeper understanding of each cohort's specific motivational factors in a work
environment. Although the workforce is becoming more generationally diverse, the

organizations have limited knowledge about how possible differences in the motivational

' Legea Educatiei Nationale, Nr.1/2011, art 2 (2).
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needs of these generations might affect the motivational strategies and the organizational
performance.

This empirical research was carried out to adequately address the issue in question,
with the aim of exploring the relationship between the workforce made up of several
generations and the level of motivation of the employees, the subject of analysis being the
teaching staff from the pre-university high school education system of Dambovita County.

The relevance and necessity of this scientific work is demonstrated by the
interdisciplinary nature and its applicability in the field of management of public
organizations, with extension to the private environment. Also, the solutions proposed within
this thesis represent an effective way of involving managers in the innovation of managerial
practices, with special attention paid to employee motivation.

This research focuses on the human resource at the group and individual level,
analysed from the perspective of quality and its role in improving the organization's
performance, the theoretical-scientific foundation of the work being based on the specialized
literature, both national and international. The context of the research is determined by the
human resource from the pre-university training organizations in Romania, the study bringing
a new perspective as it also analyses the pandemic context that brought major changes in the
instructive-educational activity by introducing work at home, in response to the requirements
generated by this situation of crisis. In particular, studying the motivation of human resources
in Romanian pre-university education is relevant and topical, given the importance of human
resources in the prosperity and performance of the organization and in achieving a quality

educational process for future generations.

OBJECTIVES AND HYPOTHESES

The general objective of the research was to carry out a theoretical-applicative
research that would allow the development of some directions of action to improve the
motivation of teachers in pre-university education, taking into account the similarities and
differences identified between the generational groups in terms of motivational factors.

Within the present research, it was therefore aimed at elucidating the motivational
reality of active generational cohorts in pre-university education of Dambovita County and
identifying the measures that can be adopted in order to improve the motivational process,

considering the differences and similarities identified between them. Thus, the main question
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addressed in this study is: What is the motivational reality of the generations of employees in
the pre-university education of Ddambovita County and what measures can be adopted to
improve organizational performance?

The scientific research also considered the following secondary research questions:

e What is the degree of job satisfaction of pre-university high school teachers in
Dambovita County?

e What is the degree of job satisfaction of different generational cohorts in pre-
university education?

e What is the situation of the motivation of pre-university teachers?

e  What is the motivation situation of generational cohorts in pre-university education?

e Which of the motivational factors predominate among the preferences of each
generation?

e Are there significant differences between generational cohorts in terms of important
motivational factors in the work process?

e Have the changes in working conditions, generated by the pandemic context,
influenced the perception of the work performed differently at the level of each
generation?

e What motivational techniques should be adopted to meet the needs and expectations of
the different generational cohorts in the pre-university education of Dambovita
County?

The present research approach has as its general objective the knowledge of the
particularities of the professional motivation of each generation of employees in the pre-
university education system.

The general objective resulted in six specific research objectives that analyse the level
of satisfaction and work motivation of each cohort:

Specific objective 1 - Knowing the degree of job satisfaction of pre-university high
school teachers in Dambovita County, included in the analysis sample

Specific objective 2 - Knowing the degree of job satisfaction of generational cohorts in
pre-university education

Specific objective 3 - Identification of the main motivational factors that prevail
among pre-university teachers

Specific objective 4- ldentifying the main motivational factors that prevail at the level
of each generational cohort

Specific objective 5 — Analysis of the impact of the changes in the teaching activity in

54



a pandemic context
Specific objective 6 - Proposing motivational techniques to increase employee

satisfaction and motivation at work, related to generational particularities

Based on these empirical objectives, research hypotheses were formulated that aim to
identify the answers to the previously established research questions:

H1: The pre-university education system is characterized by a high degree of job
satisfaction

H2: The level of job satisfaction is felt differently by the generations of employees

H3: Generational cohorts differ significantly from each other regarding workplace
motivational factors

H4: Personal satisfactions are the most valued motivational factor among Generation
X and Generation Z

HS: Generation Y (Millennials) value the salary package and material benefits to a
greater extent

H6: Each generation perceived in a distinct way the impact of the changes in the
teaching activity, in the context of the pandemic.

The scientific approach is based on three major themes: job satisfaction, employee

motivation and the impact of COVID-19 on work motivation.

THE STRUCTURE OF THE PhD THESIS

The paper is structured in five chapters in which themes related to human resource
management and their motivation will be explored, as follows:

Chapter 1 ""Theoretical bases of the motivation of human resources' of the work
summarizes the theoretical concepts relevant to the subject of the research. In this sense, it
starts by presenting the definition of the term "human resource". Unlike other resources,
human resources are different, partly due to varying levels of skills (which include skills,
abilities and knowledge), differences in personality traits, character and experience, and partly
due to differences in motivation and work engagement. The concepts of employee motivation
are also explained, presenting the main motivational theories and types of motivation. In
addition, the relationship between satisfaction, motivation and work motivation is explained

to avoid confusion between these concepts.
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Chapter 2 "Generations at work'' focuses on the concept of generation, an essential
aspect in the current context of diversity in the workplace. It is the first time that four
generations coexist in the professional environment: Baby-Boomers, Generation X,
Millennials (Generation Y) and Generation Z, which makes understanding the particularities
of each cohort essential for the management of the employees, who represent a vital element
for the success of an organization.

In Chapter 3 ""Presentation of the pre-university education system in Romania', the
context in which the empirical research is carried out will be analysed, in order to reveal the
motivational particularities of the pre-university education teachers in Dambovita county, by
highlighting the specific characteristics of the national and county system of pre-university
education.

Chapter 4 ""Methodological approach to the research approach regarding the work
motivation of the generations of employees in the pre-university education of Dambovita
County'' aims to investigate the research question by applying a questionnaire to a sample of
307 teaching staff from high schools in Dambovita County. The empirical research carried out
analyses the degree of job satisfaction of the teaching staff, the motivational situation and the
main motivating factors that influence teachers, both in the general sample and in subgroups
determined by age and belonging to a certain generation. By analyzing the collected data and
the responses received from participants, conclusions have been formulated that provide a
more accurate and objective perspective on the motivation of generations of employees in
pre-university education.

Chapter 5 'Directions for action in order to improve the motivation and
professional satisfaction of different generations of teachers in pre-university education'’
contains a package of ameliorative measures to improve the job satisfaction of teachers in pre-
university high school education in Dambovita County, in order to fulfil under performance
conditions the responsibilities of educating the new generations who, in essence, represent the
future of Romanian society. Paying special attention to the motivation of generations of
teachers in pre-university education can significantly contribute to improving the overall
quality of the educational system. By creating an appropriate motivational environment and
valuing human resources in the field of education, we can ensure sustainable development and
a conducive learning climate for students, thus bringing significant benefits to the entire
society.

At the end of the scientific research, we reached a series of general conclusions, based
on the results of our study, presented the main personal contributions, research limits and

possible future research directions.
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The bibliography of this PhD thesis is comprehensive, being rigorously selected to
adequately substantiate the content of the paper. This includes relevant books and articles,
written by recognized authors from domestic and foreign specialized literature. The
bibliographic sources reflect recent information and follow the most current trends and
developments in the fields studied.

In conclusion, it is increasingly evident that organizations looking to hire staff face
difficulties in adapting their management style to the generations encountered and in
developing staff motivation strategies, given the more or less obvious differences between
generations. In this situation, HR specialists have the crucial role of understanding the
particularities of each generation and adapting to their specific needs.

With a more detailed understanding of the motivation that governs each generation,
managers can find appropriate motivational approaches that match the needs of each cohort,
encouraging employees to reach their potential and stay with the organization for the long
term. The study could provide management with an insight into the motivational factors that
have the greatest influence among the cohorts in pre-university education and help to adapt
the appropriate motivational strategies to improve performance, attract and retain valuable

employees in the Romanian education system.

GENERAL CONCLUSIONS

Although cultural and gender diversity has been extensively analysed in the literature,
age diversity and its impact on employee motivation has been less researched. The study aims
to reduce this gap by analysing the work values of the four generational groups - Baby
boomers, Generation X, Generation Y and Generation Z - in the per-university education
system in Dambovita county.

Therefore, starting from these aspects, the main purpose of the paper is to identify the
needs, motivations and aspirations that teachers in the pre-university education system,
classified according to their belonging to a certain generation, have in terms of their
workplace. The chosen topic is relevant because organizations frequently face the situation
where several generations work together, and in order to achieve medium and long-term

performance, it is important to understand what motivates each of them, what needs and
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expectations they have in relation with the organization.

This study had, therefore, as its main objective, the evaluation of the motivational
needs of pre-university teachers and the identification of possible differences between the
generations present at the workplace. Thus, starting from the structure of the questionnaire,
the most important conclusions are:

» Satisfaction at work

The conclusions for the Salary and Promotion subsection show that the majority of
teachers participating in the study had a relatively favourable perception of how they are paid
for the work they do and the current possibilities for promotion. However, there is a
significant percentage of respondents who do not completely agree with these aspects. It was
also found that most respondents agreed that their efforts are not rewarded as they should be
and that the benefits received are not as attractive as those offered by other institutions.
Overall, these findings suggest that there is still room for improvement in terms of
performance rewards and promotion opportunities in upper secondary education.

Regarding Leadership and interpersonal relationships, it can be concluded that
employees of school units have high confidence in the competence of their superiors, and
interpersonal relationships between colleagues are generally positive

Regarding Organization and communication at work, the results indicate that the
majority of teachers interviewed are satisfied with their work, communication within the
organization is considered good, and the rules and procedures are perceived as making
teaching difficult. Overall, these findings suggest good organization and communication at
work, with some challenges specific to teaching.

» The work motivation of pre-university teaching staff

According to the descriptive results, related to Working Conditions, teachers attach
significant importance to safety within the premises of the institution, the premises of the
educational unit venue and clean and orderly classrooms. IT support and classroom
equipment also have a major impact on teachers' motivation at work.

Regarding the Quality of working relationships, it was found that the majority of
respondents attached high importance to the quality of collaboration with the director of the
educational unit and with the teachers in the school. Also, the working atmosphere was
considered motivating by the majority of people, and the degree of involvement of the
management in the teacher's activity was evaluated in a positive way. Regarding feedback
from the school principal, most respondents reported it as a key motivating factor. These
findings suggest that the quality of work relationships is important to employees and can

contribute to a productive and enjoyable work atmosphere.
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Salary package and benefits are an important aspect for job evaluation and employee
motivation. The data analysis shows that the respondents give increased importance to the
level of salary and salary equity compared to the effort put in. These conclusions suggest that
the salary and pay equity are considered important by employees, and the salary increase
system and the system of premiums and bonuses need to be improved to increase employee
motivation and satisfaction.

Regarding The Professional Development Conditions, the results of the study show
that participation in continuing education courses is considered an important motivating
factor, and career development opportunities are quite valued. Also, teachers appreciate the
possibility of developing new skills at work. The data analysis shows that all these conditions
are important for the motivation of the teaching staff, with an emphasis on autonomy in the
organization of the activity and job security, being the most appreciated elements among
teachers.

The conclusions related to the Personal Satisfaction section show that teachers in pre-
university high school education are, in general, satisfied with their work, positively
evaluating the fulfillment offered by the work itself, the degree of responsibility invested and
the recognition of work and merits in front of colleagues. Also, most employees believe that
there is a balance between personal, family and social life with work life, rating this statement
with high marks. These results suggest that employees' personal satisfaction is important in
their motivation for work and can contribute to the increasing of the organizational
performance.

» The impact of the COVID-19 pandemic on pre-university teaching staff

Regarding the section on the Crisis of the Coronavirus Pandemic and the motivation
of teachers in pre-university education we can conclude that teachers put more effort during
online teaching compared to physical teaching and that their performance as a teacher
improved with the move of teaching activity to the online environment. Also, most
respondents indicated that they adapted well to the new way of teaching and learning, easily
acquiring the necessary skills for online teaching. In general, the results indicate that the new
changes in the instructional-educational environment had a positive impact on the work
motivation of the employees in high school pre-university education, especially in terms of
improving professional performance.

Referring to The Anti-COVID-19 Protection Measures adopted by the educational
unit, it is observed that the majority of respondents agree with the strict observance of hygiene
measures to avoid the spread of the virus, such as the use of masks, disinfectants and separate

access lanes in schools. Providing technological equipment (laptop / tablet) by the school and
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equipping classrooms with technological equipment to support online classes contributes to

high levels of motivation at work. Overall, these findings suggest that motivation at work

during a crisis is influenced by several factors, and effective communication and positive

feedback are also essential in this process.

The descriptive analysis of the questionnaire sections shows the following

conclusions:

Satisfaction at work: The subsection organization and communication has the highest
average and has the greatest impact on job satisfaction

Work Motivation: Personal satisfaction has a higher average while the salary package
and benefits have a lower average compared to the other sub-sections.

The crisis of the Coronavirus pandemic and the motivation of pre-university education
teachers: employees in pre-university education reported high levels of motivation
regarding the performance of daily activities within the context of the restrictions
generated by the pandemic.

Regarding the validation/refutation of the hypotheses, the following conclusions

were formulated:

The pre-university education system is associated with increased job satisfaction and
teachers show a high degree of general satisfaction at work.

The evaluated sample reported a higher level of satisfaction with organization and
communication than with pay, promotion, or management and interpersonal
relationships.

There are no significant differences between generational cohorts in terms of job
satisfaction. The degree of satisfaction at work remains the same among these cohorts
and varies in a similar pattern. In contrast, the comparison of means shows that
Organization and Communication had a higher mean among all generational cohorts.
ANOVA results show that there is no significant difference between the working
conditions, the quality of the working relationships, the salary package and salary
benefits, the professional development conditions and personal satisfaction and the
generational cohorts.

Generation Z and Generation X rank higher on the personal satisfaction scale.
Generation Z's average was the highest, followed by the Generation X, then the
Generation Y (Millennials) and Baby Boomers.

Generation Y (Millennials) is more motivated by the salary packages and benefits

offered by the employers than other generations
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e Quality of work relationships were the dominant motivational factors among

Generation Y (Millennials)

e Baby Boomers had the lowest mean for Pay Package and Salary Perks, being less
motivated by salary benefits than other generations

e Generational differences were identified in terms of the influence of anti-COVID
protective measures on the perception of the new instructional-educational
environment. While the Generation Z was not significantly influenced by the
protective measures, Generation Y - Millennials believed that these measures
improved the instructional-educational environment, and Generation X had a moderate
relationship between the two variables. In contrast, in the case of the Baby Boomers,
the anti-COVID protective measures had a significant effect, both positive and
negative, on the perception of the new instructional-educational environment.

Since the research on interest organizations has shown that both younger and older
generations are influenced in an almost similar way by the studied motivational factors,
managers are urged not to rely on general popular stereotypes when developing motivational
strategies.

In the future, workplaces will be increasingly generationally diverse, and age
stereotypes may continue to exist and lead to discrimination. Therefore, it is important for the
organizations to find ways to create a favourable work environment for all the generations by
increasing the interaction between employees of different ages through inter-group activities,
mentoring programs and other initiatives. To bridge generational gaps within the work
environment, suggestions could include using collaborative work tools, holding team building
events, adopting the latest technology, leadership coaching and mentoring programs.

The conclusion of the research thus shows that all the generations are largely
motivated by similar factors, so it is not necessary to make structural or conceptual changes
regarding the grouping of employees by generations. Although the general perception is that
the generations are fundamentally different, their motivational preferences are essentially the
same. Therefore, it is recommended to make only small adjustments to adapt to new
technologies and to be flexible in the face of change, without making radical changes due to
generational differences. It is important that the managers take responsibility for motivating
employees to achieve the expected performance and that the stimulation of motivation

remains an art that depends on the skills and talent of the managers.

61



SCIENTIFIC CONTRIBUTIONS OF THE PhD THESIS

This research contributes to the development of the relatively limited knowledge

regarding the motivational position of the four different generations active on the labor

market and how they manifest themselves in the working environment in a country with a

developing economy. The findings provide the management with an insight into the

motivational processes that have the greatest impact among each generational cohort and help

them tailor the right motivational strategies that can ultimately improve the retention of

valuable employees.

There are other personal contributions that include:

1. Theoretical contributions synthesized in the presentation of the most relevant

studies in the field of human resource motivation:

2.

Research and analysis of the most significant specialist works and scientific studies
related to employee motivation

Examining the most important motivational theories and models, highlighting that
there is not just a single universally valid theory in this field

Investigating the interdependence between motivation and job satisfaction,
emphasizing the reciprocal nature of this relationship, where each factor is considered
both cause and effect of the other

Theoretical contributions regarding the study of the particularities of the

generations of employees:

Research and analysis of the most significant specialist papers and scientific studies
related to generational theories
Research and presentation of the most important particularities of cohorts,

highlighting specific workplace behaviours

3. Contributions regarding the research of the particularities of the motivation of

generations of teaching staff in pre-university education:

Analysis and understanding of the educational environment in which the teaching staff
in the study works
Development of a research methodology to investigate the motivation of high school

teachers in Dambovita county
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Defining the researched community, establishing the sample size and the sampling
method

Create, test and use a questionnaire as the main data collection tool

Creation of databases with the information collected through the questionnaire
Valorisation of collected data - validation of questionnaires, the processing, analysis
and interpretation of results

Analysis and interpretation of the information collected from respondents

Identifying and prioritizing the motivational situations specific to the generations of
employees in the system under analysis

Evaluation of the degree of job satisfaction, both at the level of the entire sample and
at the level of the cohorts, by comparison

Evaluation of the impact of the effects of the COVID-19 pandemic on pre-university
teaching staff

4. Contributions regarding the development of some directions to improve the work

motivation of teachers in Dambovita pre-university education

Identification and analysis of the specific motivating factors for human resources in
education

Evaluation of the relationship between motivation and job satisfaction of pre-
university teachers.

Proposing some directions regarding the improvement of the motivation of the

generations of pre-university teachers in Romania.

RESEARCH PERSPECTIVES

Given the limitations highlighted above, it is important to recognize that the

scientific research presented can be improved and it is necessary for future research directions

to be identified. These may include:

To improve the level of objectivity of the study, the development and use of new
research methods can be considered

In order to obtain a more complete and representative picture, it is important that the
research could be extended to other levels of the pre-university and university

education system, both within the county or region and at the national level
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An interesting extension of the study could be achieved by including other countries,
with different economic levels, which would allow a deeper analysis of the influence
of factors such as the level of development or the social and political situation. Also,
the conclusion must be taken into account that generations retain essentially similar
values, and the belonging to a particular generation cannot be a determining factor for
individual behaviours or expectations. This also depends on how one defines a
generation, so it is important to continue the study of generations and develop clearer
criteria for defining them, taking into account the continuous evolution of the

generational theory as a social science.
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