MINISTRY OF EDUCATION AND RESEARCH
”VALAHIA” UNIVERSITY OF TARGOVISTE
I0SUD -DOCTORAL SCHOOL OF ECONOMIC AND HUMANISTIC SCIENCES
FIELD OF STUDY MANAGEMENT

P

5 [
2

REZUMATUL TEZEI DE DOCTORAT

CONDUCATOR DE DOCTORAT:
Prof. univ. dr. CONSTANTA POPESCU

DOCTORAND,
COSMIN GABRIEL DINCA

TARGOVISTE
2026



MINISTERUL EDUCATIEI SI CERCETARII
UNIVERSITATEA ,,VALAHIA” din TARGOVISTE
1I0SUD - SCOALA DOCTORALA DE STIINTE ECONOMICE SI UMANISTE
DOMENIUL MANAGEMENT

Analiza relatiei dintre factorii motivationali si performanta
profesionala in sectorul public.

Studiu de caz - sistemul administratiei penitenciare.

CONDUCATOR DE DOCTORAT:
Prof. univ. dr. CONSTANTA POPESCU

DOCTORAND,
COSMIN GABRIEL DINCA

TARGOVISTE
2026



CUPRINS

Introducere
Importanta, actualitatea si noutatea temei
Oportunitatea temei
Necesitatea temei
Obiective si ipoteze de lucru
Structura tezei de doctorat
CAPITOLUL 1 MOTIVATIA iN SECTORUL PUBLIC: FUNDAMENTE TEORETICE,
MODELE INTEGRATE SI APLICATII IN ADMINISTRATIA PENITENCIARA
1.1 MOTIVATIA CA OBIECT DE ANALIZA IN STUDIUL COMPORTAMENTULUI
ORGANIZATIONAL
1.2. TEORII CLASICE ALE MOTIVATIEI — SINTEZA SI RELEVANTA PUBLICA

1.2.1. Ierarhia nevoilor a lut Maslow

1.2.2. Teoria celor doi factori a lui Herzberg

1.2.3. Teoria nevoilor lui McClelland
1.3. TEORII RATIONALE SI COGNITIVE ALE MOTIVATIEI

1.3.1. Teoria asteptarilor a lui Vroom

1.3.2. Teoria echitatii a lui Adams

1.3.3. Teoria obiectivelor a lui Locke si Latham
1.4. TEORII CONTEMPORANE SI MODELE INTEGRATE

1.4.1. Self Determination Theory (SDT) — autonomie, competenta, relationare

1.4.2. Job Demands—Resources Model (JD R)

1.4.3. Modelul integrat al motivatiei organizationale
1.5. MOTIVATIA INTRINSECA VERSUS MOTIVATIA EXTRINSECA-IMPLICATII
PRACTICE PENTRU SECTORUL PUBLIC

1.5.1. Rolul recompenselor financiare si nonfinanciare

1.5.2. Motivatia prosociala si sensul muncii

1.5.3. Limitari ale stimulentelor bazate exclusiv pe performanta
1.6. MOTIVATIA IN ROLURILE MANAGERIALE SI DE CONDUCERE DIN SECTORUL
PUBLIC

1.6.1. Performanta in organizatiile publice

1.6.2. Leadership si motivatie

1.6.3. Dezvoltarea competentelor manageriale
1.7. EVALUAREA SIMASURAREA MOTIVATIEI — INSTRUMENTE SI BUNE PRACTICI
PENTRU SECTORUL PUBLIC

1.7.1. Instrumente de mdsurare

1.7.2. Analiza datelor si utilizarea rezultatelor

1.8. SINTEZA APLICATA SISTEMULUI ADMINISTRATIEI PENITENCIARE

1.9. CONCLUZIILE CAPITOLULUI 1



CAPITOLUL 2 PREZENTAREA  ADMINISTRATIEI NATIONALE A
PENITENCIARELOR SI A UNITATILOR SUBORDONATE
2.1. CONSIDERATII INTRODUCTIVE PRIVIND SISTEMUL ADMINISTRATIEI
PENITENCIARE DIN ROMANIA
2.2. CADRUL LEGISLATIV PRIVIND ORGANIZAREA SI FUNCTIONAREA
ADMINISTRATIEI NATIONALE A PENITENCIARELOR
2.3. STRUCTURA ORGANIZATIONALA A SISTEMULUI ADMINISTRATIEI
PENITENCIARE
2.4. RESURSELE UMANE iN SISTEMUL ADMINISTRATIEI PENITENCIARE
2.5. CONDITIILE DE MUNCA SI SPECIFICUL ACTIVITATII PENITENCIARE
2.6. MANAGEMENTUL SI LEADERSHIPUL IN ADMINISTRATIA PENITENCIARA
2.7. POLITICI DE RESURSE UMANE SI MECANISME DE MOTIVARE
2.8. PROVOCARI ORGANIZATIONALE SI MOTIVATIONALE IN SISTEMUL
PENITENCIAR
29. IMPLICATII PENTRU ANALIZA MOTIVATIEI IN ADMINISTRATIA
PENITENCIARA
2.10 STADIUL ACTUAL AL CERCETARILOR PRIVIND MOTIVATIA PROFESIONALA
2.11. STADIUL ACTUAL AL CERCETARILOR DESPRE PERFORMANTA
PROFESIONALA
2.12. RELATIA DINTRE MOTIVATIA PROFESIONALA SI PERFORMANTA
PROFESIONALA
2.13 CONCLUZIILE CAPITOLULUI 2
CAPITOLUL 3 CERCETARE EMPIRICA PRIVIND ANALIZA RELATIEI DINTRE
FACTORII MOTIVATIONALI SI PERFORMANTA PROFESIONALA iN SISTEMUL
ADMINISTRATIEI PENITENCIARE.
3.1. CADRUL CONCEPTUAL
3.2. CADRUL EPISTEMOLOGIC
3.3. REPERE METODOLOGICE, OBIECTIVELE SI IPOTEZELE CERCETARII
3.4. METODOLOGIA ANALIZEI STATISTICE
3.5. DESCRIEREA INSTRUMENTULUI DE CERCETARE
3.5.1. Analiza descriptiva a esantionului
3.5.2. Analiza descriptiva a itemilor din chestionar
3.5.3. Analiza nivelului actual de motivare si a performantei profesionale percepute
3.5.3.1. Motivatie extrinseca
3.5.3.2. Motivatie intrinseca
3.5.3.3. Motivatie generala
3.5.3.4. Performanta profesionala perceputa
3.6. ANALIZA FIDELITATII SCALELOR
3.7. ANALIZA NORMALITATII DISTRIBUTIILOR
3.8. VERIFICAREA IPOTEZEI 1



3.8.1. Corelatii intre motivatia extrinseca si motivatia generala
3.8.2. Regresie liniara multipla
3.9. VERIFICAREA IPOTEZEI 2
3.9.1. Corelatii intre motivatia intrinseca si motivatia generala
3.9.2. Regresie liniara multipla
3.9.3. Model comparativ intre factorii extrinseci $i intrinseci
3.10. VERIFICAREA IPOTEZEI 3
3.10.1. Corelatii intre motivatia generala si performanta profesionala perceputa
3.10.2. Regresie liniara
3.11. ANALIZA RELATIEI DINTRE FACTORII DE MOTIVARE SI PERFORMANTA
3.12. VERIFICAREA IPOTEZEI 4
3.12.1. Diferente in functie de gen
3.12.2. Diferente in functie de varsta
3.12.3. Diferente in functie de nivelul de studii
3.12.4. Diferente in functie de vechimea in sistem
3.12.5. Diferente in functie de functie/corp profesional
3.13. ANALIZA VARIABILELOR SOCIO-PROFESIONALE SUPLIMENTARE
3.14. ANALIZA FACTORIALA EXPLORATORIE
3.15. ANALIZA DE MEDIERE
3.16. MODEL PREDICTIV INTEGRATIV PENTRU PERFORMANTA PROFESIONALA
PERCEPUTA
3.17. ANALIZA INTREBARILOR DESCHISE
CONCLUZIILE CAPITOLULUI 3 - SINTEZA REZULTATELOR, TESTAREA
IPOTEZELOR, CONCLUZII STATISTICE
Sinteza rezultatelor
Testarea ipotezelor
Concluzii statistice
CAPITOLUL 4 DIRECTII DE ACTIUNE PENTRU IMBUNATATIREA MOTIVATIEI
iN VEDEREA CRESTERII PERFORMANTEI PROFESIONALE iN SISTEMUL
ADMINISTRATIEI PENITENCIARE.
4.1. PREMISE ALE DEMERSULUI APLICATIV
4.2. PILONUL I — CONSOLIDAREA SIGURANTEI SI SUPORTULUI OPERATIONAL
4.2.1. Ratiunea interventiei
4.2.2. Directii practice de actiune
4.3. PILONUL I — INTARIREA SENSULUI MUNCII SI A REALIZARII PROFESIONALE
4.3.1. Ratiunea interventiei
4.3.2. Directii practice de actiune
4.4. PILONUL III — DEZVOLTAREA MECANISMELOR DE RECUNOASTERE SI
FEEDBACK ORGANIZATIONAL
4.4.1. Ratiunea interventiei



4.4.2. Directii practice de actiune
4.5. MATRICEA INTEGRATA A MANAGEMENTULUI MOTIVATIONAL
4.5.1. Sinergia celor trei piloni
4.5.2. De la managementul reactiv la managementul proactiv
4.5.3. Cultura organizationald rezilientd ca obiectiv strategic
4.6. RECOMANDARI PENTRU IMPLEMENTAREA GRADATA A MODELULUI
4.6.1. Etapizarea interventiilor
4.6.2. Competentele manageriale necesare
4.6.3. Monitorizarea si evaluarea eficacitatii interventiilor
4.7. CONCLUZII
CONCLUZII GENERALE, CONTRIBUTII PERSONALE, LIMITELE CERCETARII
SI DIRECTII VIITOARE DE ACTIUNE
Contributii personale
Limitele cercetarii
Directii viitoare de cercetare
Bibliografie
Lista figurilor
Lista tabelelor
Anexe



MULTUMIRI

Finalizarea unei teze de doctorat nu este niciodatd un act solitar. Ea este, in egald masura,
rodul unui efort colectiv, al unor relatii umane profunde, al unor gesturi de generozitate
intelectuald si al unui sprijin neconditionat care, adesea, rdmane nevazut, dar care se simte in
fiecare pagina scrisa. Prin aceste randuri imi indeplinesc una dintre cele mai placute indatoriri,
aceea de a exprima, cu toatd sinceritatea, recunostinta mea fatd de cei care au facut posibila
aceasta lucrare.

Cea mai profundd recunostintd o adresez doamnei Prof. univ. dr. Constanta
POPESCU, conducitorul meu de doctorat, fard de care aceasta teza nu ar fi existat in forma sa
actuala. Dincolo de expertiza stiintificd exceptionala si de exigenta academicad ce mi-au marcat
indrumarea, ceea ce am pretuit in mod deosebit a fost daruirea autenticd, rabdarea si
disponibilitatea permanenta de care a dat dovada pe tot parcursul cercetarii doctorale. Sfaturile
pertinente si sugestiile valoroase au reprezentat un sprijin esential in finalizarea acestei lucrari.
Doamna profesor a crezut in aceastd lucrare, adesea, mai mult decat am crezut eu insumi si
tocmai aceastd Incredere a fost resursa mea in perioadele cele mai dificile.

Adresez, de asemenea, sincere multumiri conducerii si personalului Scolii Doctorale
din cadrul Universitatii Valahia din Targoviste, pentru cadrul propice desfasurarii cercetarii si
pentru sprijinul administrativ si logistic acordat. Implicarea si profesionalismul personalului
acestei institutii au contribuit semnificativ la buna desfasurare a activitatii mele de cercetare.

Cuvintele devin insuficiente atunci cand incerc sa exprim ceea ce datorez familiei mele.
Sotia si fiicele mele au suportat, cu iubire si cu rdbdare, toate momentele de absenta, de tensiune
st de epuizare inerente acestui parcurs doctoral. Au inteles, fara s li se explice intotdeauna, ca
ma aflu la capatul unui drum lung si cd am nevoie, mai presus de orice, de intelegere si de liniste.
Parintilor le datorez sprijinul lor discret, dar constant, care a constituit ancora care m-a tinut in
echilibru atunci cand cercetarea parea sa imi depaseasca fortele.

Tuturor celor mentionati, precum si celor care, prin prezenta si sustinerea lor, au

contribuit la realizarea acestei teze, le adresez sincere si cdlduroase multumiri.
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motivationali, motivatie intrinseca, motivatie extrinseca, teorii ale motivatiei, leadership,

politisti de penitenciare, sistemul administratiei penitenciare, sectorul public.

INTRODUCERE

Importanta, actualitatea si noutatea temei

Motivatia resurselor umane reprezintda una dintre temele centrale ale cercetdrii
contemporane In domeniul managementului public si al comportamentului organizational,
datorita impactului sau direct asupra performantei, calitatii serviciilor publice si sustenabilitatii
institutionale. In contextul transformarilor sociale, economice si institutionale actuale,
organizatiile publice se confruntd cu provocari crescute legate de eficientd, responsabilitate si
adaptabilitate, iar in acest cadru motivatia personalului devine o variabila strategica a
functiondrii organizationale.

Spre deosebire de sectorul privat, unde mecanismele de motivare sunt adesea corelate cu
stimulente financiare si competitie, sectorul public opereazd intr-un cadru normativ rigid,
caracterizat prin constrangeri legale, responsabilitate fatd de interesul general si limitari in
utilizarea recompenselor materiale. Aceste particularitati impun o abordare distincta a motivatiei,
care sd integreze dimensiuni precum motivatia intrinsecd, motivatia prosociald, echitatea
perceputd, sensul muncii si calitatea leadershipului. In acest context, simpla transferare a
modelelor motivationale din mediul privat se dovedeste insuficienta, fiind necesara o analiza
adaptata specificului organizatiilor publice.

Un domeniu deosebit de relevant pentru analiza motivatiei in sectorul public este
administratia penitenciard, care concentreaza un set complex de caracteristici organizationale:
misiune de sigurantd publica, nivel ridicat de risc operational, presiune emotionald constanta,
structura ierarhica strictd si responsabilitate juridica majora. Personalul din sistemul penitenciar
isi desfasoara activitatea intr-un mediu iInchis, puternic normativ, in care performanta
profesionald si motivatia au implicatii directe asupra securitdtii institutionale, respectarii

drepturilor fundamentale si procesului de reintegrare sociala a persoanelor private de libertate.



Relatia motivatie—performanta a fost studiatd extensiv in alte contexte ocupationale, dar
politistii de penitenciare reprezinta o categorie profesionald specificd, cu stresori unici (mediu
inchis, contact cu detinuti, riscuri de securitate), sens in care a fost identificat conceptul de ,,nisa
teoretica”, reprezentand o zond insuficient investigata in literatura stiintifica, in care cunoasterea
existenta fie este fragmentard, fie lipseste complet. Identificarea acestei nise constituie
fundamentul originalitétii tezei de doctorat, intrucat permite dezvoltarea unui demers inovator
care completeazd un gol empiric, conceptual sau metodologic. In domeniile psihologiei
organizationale si stiintelor penitenciare, majoritatea studiilor se concentreaza pe stres, burnout,
agresivitate institutionald, satisfactie profesionala sau climat organizational, in timp ce relatia
specifica dintre motivatia politistilor de penitenciare si performanta profesionald perceputa
ramane insuficient explorata.

Aceasta tema se situeaza la intersectia dintre psihologia motivationald si managementul
resurselor umane, un teritoriu in care cercetarile raiman limitate in comparatie cu alte profesii din
domeniul ordinii publice, cum ar fi politistii sau militarii.

Cercetarile privind motivatia profesionala sunt puternic ancorate in teorii precum teoria
autodetermindrii (Self-Determination Theory — SDT), formulata de Deci si Ryan, care subliniaza
rolul nevoilor psihologice fundamentale de autonomie, competenta si relationare in generarea
motivatiei autonome. De asemenea, teoria asteptdrilor a lui Vroom sustine ca efortul este
determinat de asteptarea recompenselor percepute in urma performantei.

In profesii cu un grad ridicat de risc si responsabilitate, cum ar fi politia sau structurile
militarizate, literatura este abundenta. Studiile pe politisti aratd ca motivatia este influentata de
factori precum controlul operational, sprijinul organizational si claritatea rolului. In schimb,
cercetarile privind personalul de penitenciare sunt mai putine si adesea axate pe stres, satisfactie
sau burnout, nu pe motivatia profesionald ca mecanism intern al performantei.

Astfel, desi exista studii care abordeaza motivatia personalului din penitenciare, acestea
sunt rare si conceptual incomplete, lipsind o analizd integratd a modului in care motivatia
influenteaza performanta perceputa.

Performanta profesionald este conceptualizata prin doud dimensiuni majore: performanta
obiectiva si performanta perceputd. Dacd prima se bazeaza pe indicatori masurabili
(productivitate, eficientd operationald), a doua reflectd perceptia angajatului asupra propriilor

rezultate si contributii la obiectivele organizationale.



In context penitenciar, performanta profesionald este rareori analizati din perspectiva
auto-perceptiei. Majoritatea studiilor abordeaza nivelul de stres ocupational, intentia de parasire
si satisfactia in munci. In acest cadru, performanta perceputd este un concept insuficient
explorat, desi literatura organizationala o recunoaste ca fiind predictivd pentru angajament,
eficienta perceputa si comportamente prosociale.

Prin urmare, se constatd o lacund in integrarea performantei percepute in modelele
explicative privind personalul de penitenciare.

Analiza literaturii internationale releva urmatoarele:

o lipsa studiilor care sd investigheze simultan motivatia si performanta perceputd la
politistii de penitenciare;

o absenta unor modele teoretice integrate care sa explice modul in care caracteristicile
mediului penitenciar influenteaza motivatia si performanta;

o lipsa utilizarii unor teorii moderne precum Job Demands—Resources (JD-R) in analiza
performantei percepute la aceastd categorie profesionala.

Aceastd lipsa de integrare consolidata confirma existenta unei nise teoretice autentice.

In Romania, literatura de specialitate este si mai limitata, in special in domeniul
administratiei penitenciare. Studiile existente se concentreaza preponderent pe aspecte precum
suprasolicitarea profesionald, riscurile ocupationale sau satisfactia in munca, fara a realiza Tnsa
o0 analiza sistematicd a motivatiei profesionale. Mai mult, conceptul de performanta perceputa
este aproape absent ca tema de cercetare in acest domeniu.

Sistemele penitenciare au specificitati organizationale unice — resurse limitate,
supradimensionarea rolului autoritatii si o culturd institutionald rigidd — ceea ce amplifica
relevanta unui studiu dedicat motivatiei si performantei percepute.

Examinarea relatiei dintre motivatie si performanta perceputa la politistii de penitenciare este
necesara deoarece:
o influenteaza direct siguranta si ordinea In institutiile penitenciare;
o afecteaza capacitatea de mentinere a unui climat organizational sanatos;
e contribuie la reducerea fluctuatiei de personal, un fenomen critic In multe sisteme
penitenciare;
e permite fundamentarea unor politici publice si programe de formare orientate pe sprijin

psihologic si motivarea personalului.
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Astfel, studiul acestei relatii raspunde unei nevoi stiintifice reale si unei nevoi organizationale
stringente.

Contributiile originale ale tezei 1n raport cu nisa teoretica identificata.

Prezenta teza aduce contributii originale prin:

e integrarea intr-un model coerent a motivatiei profesionale si performantei percepute la

personalul de penitenciare;

e aplicarea unui cadru teoretic modern (SDT sau JD-R) intr-un context in care acesta a fost

rar utilizat;

e generarea unui set de date empirice originale pe un esantion insuficient cercetat;

o formularea unor recomandari aplicative utile pentru managementul penitenciar.

Analiza literaturii demonstreaza existenta unei nise teoretice semnificative In cercetarea
relatiel dintre motivatia politistilor de penitenciare si performanta profesionald perceputa.
Studiile existente sunt fragmentate si insuficiente, atat pe plan international, cat si national. Prin
abordarea acestei teme, teza contribuie la dezvoltarea unui demers stiintific original si relevant
pentru practica profesionala din sistemul penitenciar.

In acest context, teza de fatd isi propune si analizeze motivatia personalului din
administratia penitenciard, pornind de la fundamentele teoretice consacrate si ajungand la
aplicatii concrete, adaptate specificului acestui sistem. Demersul de cercetare porneste de la
premisa ca motivatia nu este un atribut exclusiv individual, ci rezultatul interactiunii dintre
factori personali, organizationali si institutionali. Prin urmare, intelegerea motivatiei presupune
atat o analiza teoretica riguroasa, cat si o contextualizare institutionald aprofundata.

Oportunitatea temei

Tema de cercetare este oportund deoarece, in prezent, sistemul administratiei penitenciare
se afla Intr-un proces accelerat de moderniza/schimbare, marcat de presiuni institutionale,
standarde europene tot mai stricte si nevoia de modernizare a managementului resurselor umane.
In acest context, intelegerea factorilor motivationali — atat extrinseci, cét si intrinseci — devine
esentiald pentru mentinerea eficientei operationale, reducerea riscurilor si prevenirea recidivei si
cresterea calitdtii activitatilor desfasurate de personal. Totodata, literatura internationala acorda
o0 atentie sporitd relatiei dintre motivatie si performanta In organizatiile cu nivel ridicat de stres,
insd aplicarea acestor modele in penitenciarele din Romania este insuficient explorata, ceea ce

deschide un spatiu de cercetare original si necesar.
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Necesitatea temei

Tema este necesara deoarece oferd o analiza empirica riguroasa asupra modului in care
factorii motivationali influenteaza nivelul motivatiei generale si performanta profesionala
perceputd in randul personalului penitenciar. Sistemul are nevoie de date valide pentru
fundamentarea deciziilor manageriale privind recompensarea, formarea, evaluarea performantei
si imbundtatirea climatului organizational. Cercetarea contribuie la completarea unui gol in
literatura de specialitate, la adaptarea modelelor teoretice internationale la specificul penitenciar
romanesc si la formularea unor recomandari de management aplicabile, cu impact direct asupra
functiondrii organizationale si asupra sigurantei publice.

Obiective si ipoteze de lucru

Obiectivul general il reprezintd analiza relatiilor dintre perceptiile angajatilor privind
factorii motivationali (extrinseci si intrinseci), nivelul motivatiei generale si performanta
profesionald perceputa in cadrul sistemului administratiei penitenciare, in vederea formularii
unor recomanddri de management pentru cresterea motivatiei si imbunatatirea functionarii
organizationale.

Obiective specifice:

1. Identificarea principalilor factori motivationali extrinseci (salariu, beneficii, conditii de
munca, securitate) care influenteaza nivelul de motivare al angajatilor.

2. Analiza factorilor motivationali intrinseci (recunoastere, autonomie, realizare
profesionald) si a rolului acestora in cresterea motivatiei personalului din sistemul
administratiei penitenciare.

3. Evaluarea nivelului actual de motivare al personalului din sistemul administratiei
penitenciare.

4. Stabilirea relatiei dintre factorii de motivare si indicatorii de performanta profesionala
perceputd (eficienta si eficacitate in realizarea sarcinilor, calitatea deciziilor, coeziunea
echipei).

5. Identificarea diferentelor semnificative ale nivelului de motivare in functie de variabilele
socio-demografice (varsta, gen, nivel de studii, vechime, functie).

6. Propunerea unor recomanddri pentru cresterea motivatiel in scopul Imbunatatirii
managementului in sistemul administratiei penitenciare.

Ipoteze de cercetare:

12



o HI1: Exista o relatie pozitiva semnificativa intre factorii motivationali extrinseci (salariu,
beneficii, conditii de munca, securitate) si nivelul de motivare al angajatilor din sistemul
administratiei penitenciare.

e H2: Factorii motivationali intrinseci (recunoastere, autonomie, realizare profesionald)
sunt asociati pozitiv si semnificativ cu nivelul de motivare al personalului de penitenciar.

o H3: Nivelul de motivare al angajatilor este corelat pozitiv si semnificativ cu performanta
profesionald perceputa.

o H4: Exista diferente semnificative statistic In nivelul de motivare al angajatilor in functie
de variabilele socio-demografice (varsta, gen, nivel de studii, vechime si functie).

Structura tezei de doctorat

Structura tezei reflectd aceastd o abordare integratd. Primul capitol este dedicat
fundamentelor teoretice ale motivatiei in sectorul public, oferind o analiza sistematica a teoriilor
clasice, rationale si cognitive ale motivatiei, precum si a teoriilor contemporane si a modelelor
integrate. Sunt analizate diferentele dintre motivatia intrinseca si extrinsecd, rolul leadershipului
si al competentelor manageriale, precum si instrumentele de evaluare si masurare a motivatiei,
cu accent pe bunele practici din sectorul public. Capitolul se incheie cu o sinteza aplicata pentru
sistemul administratiei penitenciare, care pregateste tranzitia cdtre analiza contextuala.

Capitolul al doilea descrie si analizeaza cadrul institutional, organizational si functional
al administratiei penitenciare, oferind contextul necesar pentru interpretarea mecanismelor
motivationale. Sunt abordate misiunea si rolul sistemului penitenciar, cadrul juridic si
institutional, structura organizationald, resursele umane, conditiile de munca, practicile
manageriale si politicile de resurse umane, precum si principalele provocari organizationale si
motivationale. Acest capitol evidentiaza modul in care specificul institutional influenteaza
sursele motivatiei si efectele acesteia asupra comportamentului organizational.

Prin articularea dintre analiza teoretica si cea contextuald, teza creeaza premisele
necesare pentru demersul empiric ulterior, in care motivatia generald este analizata ca variabila
explicativa centrala a comportamentului profesional si a performantei in administratia
penitenciara. In acest sens, lucrarea isi propune nu doar si contribuie la literatura de specialitate,
ci si sd ofere repere utile pentru elaborarea si Tmbunatatirea politicilor de resurse umane si a

practicilor manageriale din sistemul penitenciar.
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In ansamblu, teza urmireste si demonstreze ci motivatia personalului din administratia
penitenciard reprezintd o resursd importantd, a cdrei intelegere si gestionare adecvatd sunt
esentiale pentru eficienta, legitimitatea si sustenabilitatea institutionald a acestui domeniu
fundamental al sectorului public.

Cel de-al treilea capitol al lucrarii este dedicat cercetarii empirice privind analiza relatiei
dintre factorii motivationali si performanta profesionala in sistemul administratiei penitenciare.
Acesta debuteaza cu delimitarea cadrului conceptual si epistemologic, urmata de prezentarea
metodologiei de cercetare, a obiectivelor si ipotezelor formulate. Demersul investigativ se
bazeaza pe utilizarea unui chestionar aplicat unui esantion relevant, fiind completat de metode
statistice riguroase, precum analize descriptive, teste de fidelitate, verificarea normalitatii
distributiilor si modele de regresie.

Rezultatele obtinute evidentiaza nivelul motivatiei extrinseci si intrinseci, precum si
perceptia asupra performantei profesionale, subliniind relatiile semnificative dintre aceste
variabile. Testarea ipotezelor confirmd existenta unor corelatii relevante intre tipurile de
motivatie si performanta, precum si importanta factorilor socio-profesionali (gen, varsta, nivel
de studii, vechime, functie). Analizele suplimentare, precum analiza factoriald exploratorie,
analiza de mediere si construirea unui model predictiv integrativ, contribuie la o intelegere
aprofundatd a mecanismelor motivationale.

Capitolul se incheie cu interpretarea raspunsurilor la intrebarile deschise, oferind o
perspectiva calitativd asupra perceptiilor angajatilor, consolidand astfel concluziile privind
impactul motivatiei asupra performantei profesionale in sistemul penitenciar.

in al patrulea capitol sunt valorificate rezultatele cercetarii empirice si propuse un set
de directii strategice pentru Tmbundtatirea motivatiei in vederea cresterii performantei
profesionale in sistemul administratiei penitenciare. Fundamentat pe analiza statistica, capitolul
evidentiaza faptul cd performanta nu poate fi optimizata izolat, ci reprezintd rezultatul unui
echilibru intre factorii motivationali extrinseci si intrinseci. In acest sens, sunt formulate
interventii manageriale structurate pe trei piloni principali — consolidarea sigurantei si suportului
operational, intarirea sensului muncii si a realizarii profesionale, respectiv dezvoltarea
mecanismelor de recunoastere si feedback. Modelul integrat propus subliniaza necesitatea unei
abordari manageriale proactive, in care performanta profesionald este generata de capacitatea

organizatiei de a sustine simultan dimensiunile externe si interne ale motivatiei.
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CONCLUZII GENERALE

Teza de doctorat a analizat relatia dintre factorii motivationali si performanta profesionala
perceputa 1n sistemul administratiei penitenciare, evidentiind rolul diferentiat al componentelor
extrinseci si intrinseci in configurarea comportamentului profesional al angajatilor.

Rezultatele cercetarii empirice confirma faptul ca motivatia personalului este determinata
de o combinatie de factori extrinseci si intrinseci, Tnsa contributia acestora nu este egala. Factorii
extrinseci, precum siguranta si suportul operational, conditiile de munca sau echitatea salariala,
au o influenta semnificativa asupra motivatiei generale, explicand o parte importantd din variatia
acesteia. Dintre acestia, siguranta si suportul operational s-au dovedit a fi predictorul extrinsec
dominant, evidentiind importanta mediului de lucru intr-un context organizational caracterizat
prin risc ridicat.

Cu toate acestea, analiza comparativda a modelelor statistice indica superioritatea
explicativa a motivatiei intrinseci. Dimensiuni precum sensul muncii, realizarea profesionald si
recunoasterea contributiei individuale explica intr-o masurd semnificativ mai mare nivelul
motivatiei generale si reprezintd nucleul determinant al acesteia. Sensul si realizarea profesionala
se contureaza drept principalul predictor atit al motivatiei, cat si al performantei profesionale
percepute.

In ceea ce priveste relatia dintre motivatie si performanta, rezultatele confirma existenta
unei corelatii pozitive semnificative, ceea ce indica faptul ca angajatii mai motivati tind sa
raporteze niveluri mai ridicate ale performantei profesionale. Aceasta relatie este insd mai
pronuntatd in cazul componentelor intrinseci ale motivatiei, sugerand ca performanta nu este
sustinuta in principal de recompense externe, ci de semnificatia atribuitd muncii si de implicarea
psihologica in activitate.

Performanta profesionald perceputd se remarca prin valori ridicate, in special pe
dimensiunea comportamentului contextual si al colabordrii, ceea ce evidentiaza existenta unui
potential organizational important in ceea ce priveste cooperarea, comunicarea $i respectarea
normelor institutionale.

De asemenea, cercetarea a evidentiat caracterul relativ omogen al motivatiei In raport cu
variabilele socio-demografice analizate, nefiind identificate diferente semnificative in functie de

gen, varstd, nivel de studii sau vechime. Aceastd constatare sugerecaza cd mecanismele
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motivationale sunt determinate preponderent de factori organizationali si psiho-profesionali, nu
de caracteristici individuale de tip demografic.

Pe baza acestor rezultate, teza sustine necesitatea unei abordari integrate a
managementului motivational, care sd combine interventiile asupra factorilor extrinseci
(sigurantd, resurse, claritate procedurald, echitate) cu mdsuri orientate spre consolidarea
motivarii intrinseci (sensul muncii, autonomie, recunoastere). Directiile de actiune strategice
propuse 1n Capitolul 4 — structurate pe cei trei piloni principali — ofera un cadru coerent de
interventie manageriala adaptat specificului sistemului penitenciar.

In acest cadru conceptual si aplicativ, cercetarea de fatd se legitimeazi ca un demers
stiintific necesar si riguros fundamentat, menit sd depaseasca limitele abordarilor fragmentare
existente si sa propund un model integrator al relatiei dintre motivatie si performanta
profesionald perceputd, cu valoare explicativad si predictiva pentru dinamica organizationald a
administratiei penitenciare, oferind totodata repere relevante pentru optimizarea practicilor
manageriale si consolidarea eficientei institutionale.

In concluzie, performanta profesionali in administratia penitenciara nu poate fi explicati
si optimizatd prin abordari unilaterale. Aceasta reprezinta rezultatul interactiunii dintre conditiile
organizationale si resursele motivationale interne ale angajatilor, fiind direct dependentd de

capacitatea managementului de a crea un echilibru functional Intre aceste dimensiuni.

CONTRIBUTII PERSONALE

Contributiile personale si recomandarile din finalul lucrarii de doctorat aduc cunostinte
relevante la nivel teoretic, metodologic si aplicativ in domeniul managementului resurselor
umane din sistemul penitenciar. Cercetarea evidentiaza rolul determinant al motivatiei intrinseci,
in special al dimensiunii ,,sens si realizare profesionala”, in explicarea motivatiei si performantei.
Din punct de vedere metodologic, este propus si validat un instrument de cercetare adecvat,
utilizdnd o abordare statistica integrata. La nivel aplicativ, lucrarea dezvolta un model integrat
de management motivational, structurat pe trei piloni — sigurantd si suport operational, sensul
muncii $i realizare, respectiv recunoastere si feedback. Elementul de originalitate constd in
demonstrarea faptului ca performanta profesionald este explicatd preponderent de factori

intrinseci, factorii extrinseci avand rol de suport necesar, dar insuficient.
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Demersul doctoral se remarca printr-o serie de contributii originale, atat la nivel teoretic,

cat si metodologic si aplicativ, relevante pentru domeniul managementului resurselor umane in

sistemul public, cu accent pe administratia penitenciara.

1. Contributii teoretice

Clarificarea relatiei dintre motivatia extrinsecd si motivatia intrinsecd in contextul
specific al mediului penitenciar, evidentiind superioritatea explicativd a dimensiunilor
intrinseci.

Operationalizarea conceptului de ,,sens si realizare profesionald” ca variabila centrala in
explicarea atat a motivatiei, cat si a performantei percepute.

Argumentarea caracterului limitat al abordarilor bazate exclusiv pe stimulente extrinseci

in organizatiile cu structura ierarhica rigida si mediu de risc.

2. Contributii metodologice

Construirea si aplicarea unui instrument de cercetare valid si fidel (confirmat prin valori
ridicate ale coeficientului Cronbach’s Alpha), adaptat contextului sistemului penitenciar.
Utilizarea unei abordari statistice integrate (corelatii, regresii, teste nonparametrice),
adecvata caracteristicilor datelor si specificului esantionului.

Testarea comparativd a mai multor modele de regresie, care a permis identificarea

diferentelor reale de putere explicativa intre tipurile de factori motivationali.

3. Contributii empirice

Realizarea unei analize detaliate asupra unui esantion din sistemul administratiei
penitenciare, domeniu insuficient explorat in literatura de specialitate.

Evidentierea rolului dominant al dimensiunii ,sens si realizare” 1n determinarea
motivatiei si performantei.

Identificarea caracterului relativ omogen al motivatiei in raport cu variabilele socio-

demografice.

4. Contributii aplicative (cu valoare manageriala)

Elaborarea unui model integrat de management motivational, structurat pe trei piloni:
1. Siguranta si suport operational
2. Sensul muncii si realizarea profesionala

3. Recunoastere si feedback
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e Propunerea unei matrice integrate a motivatiei, care conceptualizeaza tranzitia de la un
management reactiv la unul proactiv al resurselor umane.
o Fundamentarea unor directii concrete de interventie manageriald adaptate specificului
penitenciar (mediu de risc, presiune operationala, constrangeri institutionale).
5. Contributia de noutate
Elementul de originalitate al tezei consta in demonstrarea empirica a faptului ca performanta
profesionald in sistemul penitenciar este explicata in mod predominant de factori intrinseci, in
special de sensul muncii, iar factorii extrinseci au rol de conditie necesara, dar nu suficienta.

De asemenea, contributia originald constda in formularea unui model aplicabil,
fundamentat statistic, care poate fi utilizat in proiectarea politicilor de resurse umane in sistemul
public.

LIMITELE CERCETARII

Cercetarea oferd rezultate relevante privind relatia dintre factorii motivationali si
performanta profesionald perceputd in sistemul administratiei penitenciare, Insd interpretarea
concluziilor trebuie realizatd cu prudentd, avand in vedere o serie de limite metodologice,
statistice si contextuale. Aceste limite nu diminueaza valoarea rezultatelor obtinute, ci oferd
cadrul necesar pentru intelegerea corecta a ariei lor de aplicabilitate.

O primad limita a cercetdrii este legatd de modalitatea de constituire a esantionului. Desi
studiul a fost realizat pe un esantion extins, de 340 de respondenti, ceea ce ofera o baza empirica
mai solidd decat un esantion redus, esantionarea nu a fost una probabilistica.

O alta limita importanta este legata de caracterul transversal al cercetarii. Datele au fost
colectate intr-un singur moment, ceea ce permite identificarea unor relatii statistice Intre
variabile, dar nu permite formularea unor concluzii cauzale ferme.

De asemenea, cercetarea poate fi afectatd de biasul dezirabilitatii sociale. Avand in vedere
specificul sistemului penitenciar, respondentii pot manifesta retinere in exprimarea unor opinii
foarte critice fatd de institutie, superiori, conditii de munca sau propria performanta. Chiar daca
anonimatul chestionarului reduce acest risc, nu il elimina complet.

In ansamblu, limitele cercetirii nu diminueaza relevanta rezultatelor, ci ofera cadrul
necesar pentru interpretarea lor corecta. Studiul evidentiaza relatii semnificative intre factorii
motivationali si performanta profesionald perceputd si subliniaza rolul important al sensului

muncii, recunoasterii, feedbackului, sigurantei si suportului operational.
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DIRECTII VIITOARE DE CERCETARE

Pornind de la rezultatele obtinute, cercetarile viitoare ar putea dezvolta analiza relatiei
dintre factorii motivationali si performanta profesionald prin extinderea ariei institutionale
investigate, utilizarea unor metode de cercetare complementare si introducerea unor variabile
suplimentare relevante pentru contextul administratiei penitenciare.

O prima directie viitoare de cercetare vizeaza utilizarea unei esantiondri probabilistice
sau stratificate, precum si includerea unor variabile suplimentare care pot explica mai nuantat
relatia dintre motivatie si performanta.

O altd directie utild este realizarea unor cercetdri longitudinale. Studiul de fatd are un
caracter transversal, datele fiind colectate intr-un singur moment. Cercetarile viitoare ar putea
urmdri evolutia motivatiei si performantei In timp, mai ales In raport cu schimbari
organizationale, modificari legislative, interventii manageriale, restructurari institutionale,
modificari ale politicilor de resurse umane sau programe de formare profesionala. O abordare
longitudinala ar permite formularea unor concluzii mai solide privind directia relatiilor dintre
variabile si posibilele efecte cauzale.

O directie importantd priveste si analiza interventiilor manageriale. Pornind de la
rezultatele obtinute, cercetarile viitoare ar putea evalua eficienta unor programe concrete de
crestere a motivatiei, precum imbunatatirea feedbackului managerial, introducerea unor
mecanisme de recunoastere profesionald, clarificarea criteriilor de recompensare, reducerea
birocratiei, digitalizarea procedurilor, dezvoltarea leadershipului operational sau cresterea

sprijinului in situatii critice.
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INTRODUCTION

The importance, relevance, and novelty of the topic

Human resource motivation represents one of the central themes of contemporary
research in the field of public management and organizational behavior, given its direct impact
on performance, the quality of public services, and institutional sustainability. In the context of
current social, economic, and institutional transformations, public organizations are facing
increasingly complex challenges related to efficiency, accountability, and adaptability. Within
this context, employee motivation emerges as a strategic variable underpinning organizational
functioning.

Unlike the private sector, where motivational mechanisms are often associated with
financial incentives and competition, the public sector operates within a rigid regulatory
framework characterized by legal constraints, accountability to the public interest, and
limitations regarding the use of material rewards. These particularities require a distinct approach
to motivation, incorporating dimensions such as intrinsic motivation, prosocial motivation,
perceived fairness, meaningfulness of work, and leadership quality. Consequently, the mere
transfer of motivational models from the private sector proves insufficient, making it necessary
to develop an approach adapted to the specific characteristics of public organizations.

A particularly relevant field for the analysis of motivation within the public sector is
penitentiary administration, which encompasses a complex set of organizational characteristics,
including a public security mission, a high level of operational risk, constant emotional pressure,
a strictly hierarchical structure, and substantial legal responsibility. Correctional officers perform
their duties in a closed and highly regulated environment, in which professional performance
and motivation have direct implications for institutional security, the protection of fundamental
rights, and the social reintegration of persons deprived of their liberty.

The relationship between motivation and performance has been extensively examined
across various occupational contexts. However, correctional officers constitute a distinct

professional category characterized by specific occupational stressors, including work in a closed
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institutional environment, direct interaction with incarcerated individuals, and exposure to
security-related risks. In this respect, a theoretical niche can be identified, representing an
insufficiently investigated area within the scientific literature, where existing knowledge is either
fragmented or substantially underdeveloped. Identifying this niche provides the foundation for
the originality of the present doctoral research, as it enables the development of an innovative
research approach aimed at addressing an empirical, conceptual, and methodological gap.

Within the fields of organizational psychology and correctional sciences, the majority of
existing studies have focused on stress, burnout, institutional aggression, job satisfaction, or
organizational climate. By comparison, the specific relationship between correctional officers’
motivation and perceived professional performance remains insufficiently explored.

The present research is situated at the intersection of motivational research and human
resource management, an area in which empirical investigations remain relatively limited when
compared with other professions within the broader public security sector, such as police officers
and military personnel.

Research on occupational motivation is strongly grounded in theoretical frameworks
such as Self-Determination Theory (SDT), developed by Deci and Ryan, which emphasizes the
role of the fundamental psychological needs for autonomy, competence, and relatedness in the
development of autonomous motivation. Similarly, Vroom’s Expectancy Theory posits that
effort is influenced by individuals’ expectations regarding the rewards associated with their
performance.

In high-risk and high-responsibility professions, such as policing and military or
militarized organizations, the literature is considerably more extensive. Research on police
officers indicates that motivation is influenced by factors such as operational control,
organizational support, and role clarity. By contrast, research focusing on correctional personnel
remains more limited and has frequently concentrated on stress, job satisfaction, or burnout
rather than on occupational motivation as an internal mechanism underlying professional
performance.

Thus, although a number of studies have addressed motivation among correctional
personnel, such research remains relatively scarce and conceptually incomplete, with a limited
number of studies providing an integrated analysis of the mechanisms through which motivation

influences perceived professional performance.
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Professional performance can be conceptualized through two major dimensions:
objective performance and perceived performance. The former is based on measurable
indicators, such as productivity and operational efficiency, whereas the latter reflects employees’
perceptions of their own results and their contribution to the achievement of organizational
objectives.

Within the correctional context, professional performance is rarely examined from the
perspective of self-perception. Most studies have focused on occupational stress, turnover
intentions, and job satisfaction. In this context, perceived professional performance remains an
insufficiently explored concept, although the organizational literature recognizes its predictive
relevance for employee engagement, perceived efficiency, and prosocial behaviors.

Consequently, a significant gap can be identified in the integration of perceived
professional performance into explanatory models concerning correctional personnel.

A review of the international literature reveals the following research gaps:

e a lack of studies investigating professional motivation and perceived professional
performance simultaneously among correctional officers;

o the absence of integrated theoretical models explaining how the specific characteristics
of the correctional environment influence motivation and professional performance;

o limited application of contemporary theoretical frameworks, such as the Job Demands—
Resources (JD-R) model, to the analysis of perceived professional performance among
this professional category.

This lack of theoretical integration provides further evidence of the existence of a substantive

and insufficiently explored theoretical niche.

In Romania, the specialized literature is even more limited, particularly in the field of
penitentiary administration. Existing studies have predominantly focused on issues such as
occupational overload, occupational risks, and job satisfaction, without providing a systematic
analysis of professional motivation. Moreover, perceived professional performance is almost
absent as a distinct research topic within this field.

Correctional systems possess distinctive organizational characteristics—including limited
resources, an extensive reliance on authority, and a rigid institutional culture—which further
increase the relevance of research specifically addressing motivation and perceived professional

performance.
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Examining the relationship between motivation and perceived professional performance

among correctional officers is particularly relevant because this relationship:

has direct implications for security and order within correctional institutions;

affects the capacity to maintain a healthy organizational climate;

may contribute to reducing staff turnover, a critical issue in many correctional systems;
provides a basis for the development of public policies and training programs focused on

organizational support, employee well-being, and staff motivation.

Accordingly, the study of this relationship responds both to a genuine scientific need and to

an acute organizational need.

Original contributions of the thesis in relation to the identified theoretical niche

The present doctoral thesis makes several original contributions by:

integrating professional motivation and perceived professional performance among
correctional personnel within a coherent conceptual model;

applying a contemporary theoretical framework, such as Self-Determination Theory
(SDT) and/or the Job Demands—Resources (JD-R) model, to a context in which these
frameworks have been comparatively rarely employed;

generating original empirical evidence based on a sample drawn from an insufficiently
researched professional population;

formulating practical recommendations relevant to the management of correctional

institutions and human resource management within penitentiary administration.

The literature review demonstrates the existence of a significant theoretical and empirical

gap in research addressing the relationship between correctional officers’ professional

motivation and perceived professional performance. Existing studies remain fragmented and

insufficiently integrated, both internationally and nationally. By addressing this research gap, the

present doctoral thesis contributes to the development of an original scientific approach with

direct relevance to professional practice within the correctional system.

Against this background, the present thesis aims to examine the motivation of personnel

within penitentiary administration, progressing from established theoretical foundations towards

concrete applications adapted to the specific characteristics of this institutional environment. The

research is grounded in the premise that motivation is not an exclusively individual attribute, but

rather the outcome of an interaction between personal, organizational, and institutional factors.
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Consequently, understanding employee motivation requires both rigorous theoretical analysis
and an in-depth institutional contextualization.
Relevance of the topic

The research topic is timely given that the penitentiary administration system is currently
undergoing an accelerated process of modernization and institutional transformation,
characterized by increasing institutional pressures, increasingly stringent European standards,
and the need to modernize human resource management practices. In this context, understanding
motivational factors—both extrinsic and intrinsic—becomes essential for maintaining
operational efficiency, reducing risks, preventing recidivism, and improving the quality of
activities carried out by correctional personnel. At the same time, international research has
increasingly focused on the relationship between motivation and performance in high-stress
organizational environments. However, the application of such models within Romania’s
correctional institutions remains insufficiently explored, thereby creating a relevant and
necessary area for original research.

Necessity of the topic

The research is necessary because it provides a rigorous empirical analysis of the ways
in which motivational factors influence overall motivation and perceived professional
performance among correctional personnel. The penitentiary system requires reliable empirical
evidence to support managerial decision-making concerning reward systems, professional
training, performance assessment, and the improvement of the organizational climate. The
research contributes to addressing an existing gap in the specialized literature, adapting
internationally established theoretical models to the specific characteristics of the Romanian
correctional system, and formulating applicable management recommendations with direct
implications for organizational functioning and public security.

Research Objectives and Hypotheses
The general objective of the research is to analyze the relationships between employees’

perceptions of motivational factors—both extrinsic and intrinsic—their overall level of
motivation, and perceived professional performance within the penitentiary administration
system, with a view to formulating management recommendations aimed at enhancing employee
motivation and improving organizational functioning.

Specific Objectives
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1. To identify the main extrinsic motivational factors—including salary, benefits, working
conditions, and job security—that influence employees’ level of motivation.

2. To analyze intrinsic motivational factors—including recognition, autonomy, and
professional achievement—and their role in enhancing the motivation of personnel
within the penitentiary administration system.

3. To assess the current level of motivation among personnel within the penitentiary
administration system.

4. To examine the relationship between motivational factors and indicators of perceived
professional performance, including efficiency and effectiveness in task completion,
decision-making quality, and team cohesion.

5. To identify significant differences in employees’ levels of motivation according to socio-
demographic variables, including age, gender, educational attainment, length of service,
and occupational position.

6. To formulate management recommendations aimed at enhancing employee motivation
and improving management practices within the penitentiary administration system.

Research Hypotheses
H1: There is a positive and statistically significant relationship between extrinsic motivational
factors (salary, benefits, working conditions, and job security) and the level of motivation among
employees within the penitentiary administration system.
H2: Intrinsic motivational factors (recognition, autonomy, and professional achievement) are
positively and significantly associated with the level of motivation among correctional
personnel.
H3: The level of employee motivation is positively and significantly correlated with perceived
professional performance.
H4: There are statistically significant differences in employees’ levels of motivation according
to socio-demographic variables, including age, gender, educational attainment, length of

service, and occupational position.
Structure of the Doctoral Thesis

The structure of the doctoral thesis reflects this integrated approach. Chapter One is

devoted to the theoretical foundations of motivation in the public sector and provides a
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systematic analysis of classical, rational, and cognitive theories of motivation, as well as
contemporary theories and integrated models. The chapter examines the distinctions between
intrinsic and extrinsic motivation, the role of leadership and managerial competencies, and the
instruments used to assess and measure motivation, with particular emphasis on good practices
in the public sector. The chapter concludes with an applied synthesis focused on the penitentiary
administration system, thereby preparing the transition towards the contextual analysis.

Chapter Two describes and analyzes the institutional, organizational, and functional
framework of penitentiary administration, providing the context necessary for interpreting
motivational mechanisms. It addresses the mission and role of the penitentiary system, the legal
and institutional framework, organizational structure, human resources, working conditions,
managerial practices and human resource policies, as well as the main organizational and
motivational challenges. This chapter highlights how the institutional context influences the
sources of motivation and their effects on organizational behavior.

By integrating theoretical and contextual analyses, the thesis establishes the necessary

foundations for the subsequent empirical investigation, in which overall motivation is examined
as a central explanatory variable of professional behavior and performance within penitentiary
administration. In this respect, the research aims not only to contribute to the specialized
literature but also to provide useful guidance for the development and improvement of human
resource policies and managerial practices within the correctional system.
Overall, the thesis seeks to demonstrate that the motivation of personnel within penitentiary
administration represents an important organizational resource, whose appropriate
understanding and management are essential to the efficiency, legitimacy, and institutional
sustainability of this fundamental area of the public sector.

Chapter Three is devoted to the empirical investigation of the relationship between
motivational factors and professional performance within the penitentiary administration system.
It begins with the delineation of the conceptual and epistemological framework, followed by a
presentation of the research methodology, objectives, and hypotheses. The research design is
based on a questionnaire administered to a relevant sample and is complemented by rigorous
statistical methods, including descriptive analyses, reliability testing, assessment of distribution

normality, and regression models.
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The findings highlight the levels of extrinsic and intrinsic motivation, as well as
employees’ perceptions of professional performance, emphasizing the statistically significant
relationships between these variables. Hypothesis testing confirms the existence of relevant
associations between motivational dimensions and performance, as well as the importance of
socio-professional factors, including gender, age, educational attainment, length of service, and
occupational position. Additional analyses, such as exploratory factor analysis, mediation
analysis, and the development of an integrated predictive model, contribute to a more
comprehensive understanding of the underlying motivational mechanisms.

The chapter concludes with an interpretation of the responses to the open-ended
questions, providing a qualitative perspective on employees’ perceptions and thereby
strengthening the conclusions concerning the relationship between motivation and professional
performance within the correctional system.

Chapter Four builds upon the findings of the empirical research and proposes a set of
strategic directions for improving motivation with a view to enhancing professional performance
within the penitentiary administration system. Grounded in the statistical analysis, the chapter
emphasizes that performance cannot be optimized in isolation but rather represents the outcome
of a balance between extrinsic and intrinsic motivational factors. Accordingly, managerial
interventions are structured around three main pillars: strengthening security and operational
support; reinforcing the meaningfulness of work and professional achievement; and developing
mechanisms for recognition and feedback.

The proposed integrated model emphasizes the need for a proactive managerial approach
in which professional performance is fostered by the organization’s capacity to simultaneously

support the external and internal dimensions of employee motivation.

GENERAL CONCLUSIONS
The doctoral thesis analyzed the relationship between motivational factors and perceived
professional performance within the penitentiary administration system, highlighting the
differentiated role of extrinsic and intrinsic components in shaping employees’ professional
behavior.
The empirical findings confirm that employee motivation is determined by a combination

of extrinsic and intrinsic factors; however, their contributions are not equivalent. Extrinsic
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factors, such as security and operational support, working conditions, and pay equity, exert a
significant influence on overall motivation and account for an important proportion of its
variance. Among these factors, security and operational support emerged as the dominant
extrinsic predictor, highlighting the importance of the working environment within an
organizational context characterized by a high level of risk.

Nevertheless, the comparative analysis of the statistical models indicates the greater
explanatory power of intrinsic motivation. Dimensions such as meaningfulness of work,
professional achievement, and recognition of individual contribution explain a substantially
greater proportion of the variance in overall motivation and constitute its core determinants.
Meaningfulness of work and professional achievement emerge as the principal predictors of both
motivation and perceived professional performance.

With regard to the relationship between motivation and performance, the findings
confirm the existence of a statistically significant positive correlation, indicating that more
highly motivated employees tend to report higher levels of professional performance. This
relationship is, however, more pronounced in the case of intrinsic motivational components,
suggesting that professional performance is not primarily sustained by external rewards, but
rather by the meaning attributed to work and employees’ psychological involvement in their
professional activities.

Perceived professional performance records relatively high levels, particularly in relation
to contextual performance and collaborative behavior. This finding highlights significant
organizational potential in terms of cooperation, communication, and compliance with
institutional norms.

Furthermore, the research revealed a relatively homogeneous pattern of motivation
across the socio-demographic variables examined, with no statistically significant differences
identified according to gender, age, educational attainment, or length of service. This finding
suggests that motivational mechanisms are predominantly shaped by organizational and
occupational factors rather than by individual demographic characteristics.

Based on these findings, the thesis supports the need for an integrated approach to
motivational management that combines interventions targeting extrinsic factors—such as
security, resources, procedural clarity, and equity—with measures aimed at strengthening

intrinsic motivation, including meaningfulness of work, autonomy, and recognition. The
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strategic directions proposed in Chapter Four, structured around the three main pillars, provide
a coherent framework for managerial intervention adapted to the specific characteristics of the
correctional system.

Within this conceptual and practical framework, the present research may be regarded as
a scientifically grounded contribution aimed at moving beyond the limitations of fragmented
approaches and proposing an integrative model of the relationship between motivation and
perceived professional performance, with explanatory and predictive relevance for the
organizational dynamics of penitentiary administration. At the same time, it provides relevant
guidance for optimizing managerial practices and strengthening institutional efficiency.

In conclusion, professional performance within penitentiary administration cannot be
adequately explained or enhanced through one-dimensional approaches. Rather, it represents the
outcome of an interaction between organizational conditions and employees’ internal
motivational resources and is closely dependent on management’s capacity to establish a

functional balance between these dimensions.

ORIGINAL CONTRIBUTIONS

The original contributions and recommendations presented in the final part of the
doctoral thesis provide relevant theoretical, methodological, and practical insights into human
resource management within the correctional system. The research highlights the decisive role
of intrinsic motivation, particularly the dimension of “meaningfulness of work and professional
achievement,” in explaining both overall motivation and professional performance. From a
methodological perspective, the study develops and validates an appropriate research instrument
supported by an integrated statistical approach. At the practical level, the thesis develops an
integrated motivational management model structured around three pillars: security and
operational support; meaningfulness of work and professional achievement; and recognition and
feedback. The originality of the research lies in demonstrating that professional performance is
predominantly explained by intrinsic factors, while extrinsic factors represent necessary, but
insufficient, supporting conditions.

The doctoral research is characterized by a series of original contributions at the

theoretical, methodological, empirical, and practical levels, which are relevant to the field of
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human resource management in the public sector, with particular emphasis on penitentiary

administration.

1. Theoretical Contributions

Clarification of the relationship between extrinsic and intrinsic motivation within the
specific context of the correctional environment, highlighting the greater explanatory
contribution of intrinsic dimensions.

Operationalization of the concept of “meaningfulness of work and professional
achievement” as a central variable in explaining both employee motivation and perceived
professional performance.

Substantiation of the limitations of approaches based exclusively on extrinsic incentives
in organizations characterized by rigid hierarchical structures and high-risk working

environments.

2. Methodological Contributions

Development and application of a reliable and valid research instrument, supported by
high Cronbach’s alpha coefficients and adapted to the specific characteristics of the
penitentiary system.

Application of an integrated statistical approach, including correlation analyses,
regression models, and non-parametric tests, appropriate to the characteristics of the data
and the specific features of the research sample.

Comparative testing of multiple regression models, enabling the identification of
substantive differences in explanatory power between different categories of

motivational factors.

3. Empirical Contributions

Conducting a detailed empirical analysis of a sample drawn from the penitentiary
administration system, an area that remains insufficiently explored in the specialized
literature.

Highlighting the dominant role of the “meaningfulness of work and professional
achievement” dimension in explaining both motivation and perceived professional

performance.
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o Identifying the relative homogeneity of employee motivation across socio-demographic
variables, indicating that demographic characteristics have a limited role in
differentiating motivation levels within the analyzed sample.

4. Practical Contributions and Managerial Value
o Development of an integrated motivational management model, structured around three
main pillars:
1. Security and operational support
2. Meaningfulness of work and professional achievement
3. Recognition and feedback
o Development of an integrated motivation matrix, conceptualizing the transition from a
reactive to a proactive approach to human resource management.
e Formulation of concrete managerial intervention directions adapted to the specific
characteristics of the correctional environment, including operational risk, sustained
professional pressure, and institutional constraints.
5. Novelty and Originality of the Research

The central original contribution of the thesis lies in the empirical demonstration that
professional performance within the penitentiary system is predominantly associated with
intrinsic motivational factors, particularly meaningfulness of work, while extrinsic factors
function as necessary, but not sufficient, conditions for sustaining employee motivation and
performance.

An additional original contribution consists in the development of a statistically grounded
and practically applicable integrated model that can inform the design and improvement of
human resource management policies within the public sector, particularly in the field of

penitentiary administration.

RESEARCH LIMITATIONS
The research provides relevant findings regarding the relationship between motivational
factors and perceived professional performance within the penitentiary administration system.
However, the interpretation of the findings should be approached with caution, given a number

of methodological, statistical, and contextual limitations. These limitations do not diminish the
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value of the results obtained; rather, they provide the necessary framework for a proper
understanding of the scope and applicability of the findings.

A first limitation of the research concerns the method used to construct the sample.
Although the study was conducted on a relatively large sample of 340 respondents, thus
providing a more robust empirical basis than a smaller sample, the sampling procedure was non-
probabilistic. Consequently, the extent to which the findings can be generalized to the entire
population of employees within the penitentiary administration system should be considered
with caution.

Another important limitation relates to the cross-sectional nature of the research. The
data were collected at a single point in time, which allows for the identification of statistical
relationships between variables but does not permit firm causal conclusions to be drawn.
Accordingly, the relationships identified between motivational factors and perceived
professional performance should be interpreted as associations rather than as definitive evidence
of causality.

The research may also be affected by social desirability bias. Given the specific
characteristics of the penitentiary system, respondents may be reluctant to express highly critical
opinions concerning the institution, their superiors, working conditions, or their own
professional performance. Although the anonymous nature of the questionnaire helps to reduce
this risk, it cannot eliminate it entirely.

Overall, the limitations of the research do not diminish the relevance of the findings but
provide the necessary framework for their appropriate interpretation. The study identifies
significant relationships between motivational factors and perceived professional performance
and highlights the important role of meaningful work, recognition, feedback, job security, and

operational support.

FUTURE RESEARCH DIRECTIONS
Building on the findings obtained, future research could further develop the analysis of
the relationship between motivational factors and professional performance by expanding the
institutional scope of the investigation, employing complementary research methods, and

introducing additional variables relevant to the context of penitentiary administration.
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A first direction for future research concerns the use of probability or stratified sampling,
as well as the inclusion of additional variables that could provide a more nuanced understanding
of the relationship between motivation and performance.

Another valuable direction involves conducting longitudinal research. The present study
is cross-sectional in nature, with data collected at a single point in time. Future studies could
examine changes in motivation and performance over time, particularly in relation to
organizational changes, legislative amendments, managerial interventions, institutional
restructuring, changes in human resource policies, or professional training programs. A
longitudinal approach would allow for more robust conclusions regarding the direction of the
relationships between variables and their potential causal effects.

An important area for further investigation also concerns the analysis of managerial
interventions. Building on the findings obtained, future research could assess the effectiveness
of specific programs designed to enhance employee motivation, such as improving managerial
feedback, introducing professional recognition mechanisms, clarifying reward criteria, reducing
bureaucratic procedures, digitizing administrative processes, developing operational leadership,

or increasing support in critical situations.
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