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CUVINTE CHEIE

Leadership, lider, administratie publica, sector public, performantd, epistemologie,

motivatie, strategie, indicatori de performanta, planificare.

INTRODUCERE

Viitorul administratiei publice necesita lideri bine pregatiti, care sa prevada pasii care
trebuie facuti ntr-un proces amplu de reforma, sa gestioneze eficient echipele si resursele si sa
se asigure ca sunt atinse rezultatele dorite. Leadership-ul este unul dintre factorii care produce
schimbare si succes la nivel organizational, iar contributia sa la nivelul administratiei publice
trebuie deci recunoscuta si promovata.

Care este profilul unui lider, cu ce provocari se confrunta liderii Tn managementul
public si de ce unele abordari sunt considerate probleme? Conducerea in administratia publica
functioneaza atunci cand puterea este descentralizata. Prin urmare, acest principiu nu trebuie
ignorat, chiar daca putine tipuri de lideri subliniaza aceasta caracteristica. Pentru a atinge toate
obiectivele comune, liderii trebuie sa nvete nu doar sa imparta puterea, ci si resursele pe care
le au si activitatile pe care trebuie sa le desfasoare. Tn plus, trebuie si recunoasca potentialul
oamenilor cu care lucreaza, sa construiasca grupuri de lucru eficiente cu o viziune comuna, sa
ia decizii si sa le implementeze.

Liderii sunt pioni importanti in orice organizatie. De cele mai multe ori, succesul sau
esecul la nivel organizational echivaleaza cu capacitatea sau incapacitatea liderului de a
conduce organizatia. La nivelul institutiei publice, liderul este persoana cea mai vizibila, fiecare
miscare si abilitate a lui sunt atent analizate si este diferenta dintre succes sau esec. Daca in
sectorul privat este mai usor de determinat impactul stilului de conducere al unui lider asupra
rezultatelor organizationale, Tn sectorul public problema este mai complicata. Astfel, se poate
spune ca, din cauza acestor perceptii, se stabileste o legatura intre stilul de conducere practicat
de liderii organizationali si performanta organizationala.

Tn literatura de specialitate, se poate observa recent ci, in cercetirile efectuate, s-a pus
accentul pe studiul relatiei dintre lideri si subordonati si/sau relatia cu performanta
organizationala. Intalnim aceasta tendinta atat pe plan intern, cat si pe plan international. Dar

astfel de studii se gasesc mai ales la nivel international, iar pentru Roménia exista in prezent




foarte putine astfel de studii. Deci, in ceea ce priveste administratia publica, subiectul este
relativ recent.

Liderii unei organizatii, fie ele publice sau private, sunt pioni importanti in modul n
care functioneaza organizatia. De aceea este important sa studiem rolul liderului, impactul pe
care acesta il poate avea intr-o organizatie si modul in care aceasta poate Tmbunatati
functionarea unei organizatii cu ajutorul impactului pe care il poate avea un lider, in acest fel

se pot gasi solutii. pentru a ajuta organizatia sa devina mai eficienta.

Tn administratia publica, o culturd pozitiva la locul de munci ncepe cu lideri
organizationali puternici, care creeaza un mediu de empatie, in care preocuparile si valorile
angajatilor sunt validate si au 0 voce in contributia la formarea politicii. Atunci cand angajatii
stiu ca liderii se angajeaza sa opereze cu un set de valori bazat pe respect reciproc, acea atitudine
patrunde Tn restul organizatiei, asigurandu-se ca alti angajati urmeaza exemplul. De exemplu,
daca un lider este in mod clar pasionat sa ajute comunitatea locala in orice mod poate - cum ar
fi voluntariat la o banca alimentara locala sau participarea la o plimbare de caritate - acea
pasiune 1i poate motiva angajatii, care se pot simti motivati sa-si urmeze munca. . Calcati pe
urmele liderilor si cautati mai multe oportunitati de implicare in comunitate.

In timp ce importanta unui leadership eficient este recunoscuti la nivel global, trebuie
sa fim constienti de faptul ca conceptul de leadership la nivel de agentie publica are semnificatii
diferite Tn diferite tari. Desi si Romania are probleme cu accentuarea leadershipului in procesul
de reforma, s-a facut putin pentru dezvoltarea leadershipului in acest sens.

Aparitia si dezvoltarea leadershipului in administratia publica roméaneasca nu este un
concept nou sau unic, asa cum nu este nimic nou pentru restul lumii. Cu toate acestea, a devenit
un subiect fierbinte Tn aceste zile.

Desigur, exista o mare diferenta intre administratia publica romaneasca si cea a altor
tari, care tine de felul Tn care este privit astazi sectorul public si cum ar trebui privit interesul
national acum sau Tn viitor. Tocmai din acest motiv, solutia tuturor problemelor cu care se
confrunta in prezent sectorul public romanesc poate fi dezvoltarea unui tip de conducere care
sa ofere o solutie si sa se potriveasca bine structurii administratiei publice din tara noastra.
Multe studii au aratat ca leadershipul este o componenta esentiala a bunei guvernari publice.

Desi acest concept de leadership nu este nou in sectorul public, el a primit mai multa
atentie in sectorul privat, devenind un subiect in evolutie frecventa in literatura de management
corporativ.

Schimbarile organizationale devin din ce in ce mai frecvente. Ele apar in dezvoltare intr-

un ritm mai rapid, astfel incat angajatii sunt de asteptat sa fie mai adaptabili. Desigur, in acest
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context, liderii joaca un rol important in stabilirea unui exemplu pentru toate aceste valori,
comportamente si consideratii la care se asteapta angajatii.

Liderii trebuie sa realizeze ca modul in care schimbarea este acceptata si implementata
in organizatie nu numai ca imbunatateste performanta, dar creste si intelegerea generala si
satisfactia tuturor.

Datorita rolului important al liderilor ca agenti ai schimbarii, s-a observat ca primatul
conducerii depinde de conditiile sociale, de structura institutiilor publice si de forma de reforma
initiata.

Tntr-o societate pluralista, dezvoltarea liderilor este mai importanta decat intr-o societate
omogena, deoarece liderii trebuie sa ofere noi valori, sa conduca activ conflictele si sa creeze
aliante pentru a sprijini reforma. Tn acelasi timp, este firesc ca liderii sa joace un rol mai mare
in structurile administrative regionale descentralizate si ramificate decat in structurile
centralizate si policentrice.

Romaénia, ca tara care a inceput reformele treptate, nu este in prezent in masura sa
mobilizeze un numar mare de lideri. Cu toate acestea, conducerea a devenit necesara si foarte
cautata pe masura ce reformele au obtinut rezultate pozitive si pe masura ce reformele au fost
Initiate si dezvoltate in toate structurile administrative regionale.

In prezent, in tarile lumii, inclusiv in Romania, apar din ce in ce mai multe motive in
scopul dezvoltarii si aplicarii stiintei conducerii, si pentru ca de viitorul conducatorilor
organizatiilor publice depinde formularea unei viziuni asupra modului Tn care functioneaza.
Liderii care sunt indrazneti, perspicace si deschisi catre idei si perspective noi sunt esentiali
pentru imbunatatirea continua si excelenta.

Obtinerea performantei agentiilor publice necesita un accent mare pe inovatie,
creativitate si schimbare. Liderii de succes din viitoarele organizatii vor avea responsabilitatea
de a crea o cultura organizationala care sa incurajeze angajatii sa caute idei noi, sa construiasca
relatii de incredere reciproca si sa promoveze o atmosfera de invatare reciproca. Eficacitatea
unui lider depinde nu numai de propriile abilitati, ci si de participarea, sprijinul si participarea
intregii echipe. De aceea, liderii trebuie sa aiba un dialog permanent cu oamenii lor, sa-si
comunice viziunea, sa le permita sa perceapa oportunitati si sa modeleze viitorul. Aceasta noua
perspectiva asupra comportamentului uman subliniaza importanta nevoilor sociale, atitudinilor
si semnificatiilor care ghideaza comportamentul oamenilor, in special in institutiile publice.

Imaginea conducerii se bazeaza pe cerintele si caracteristicile istorice ale societatii si
ale guvernului care o serveste. Cu toate acestea, societatea romaneasca devine din ce in ce mai

diversificata si, ca urmare, institutiile publice mai flexibile. Situatiile noi necesita noi lideri.




Leadership-ul joaca un rol deosebit in implementarea reformei administratiei publice n
Romania tocmai pentru ca pune accent pe cele mai importante doua aspecte ale reformei:
schimbarea si oamenii (capital intelectual). Prin urmare, leadershipul se manifesta la doua
niveluri: in relatiile interpersonale si in schimbari comportamentale si institutionale. Liderii
eficienti inspira oamenii. Tn Romania, institutiile publice trebuie sa se schimbe, iar acest lucru
se traduce de fapt in schimbari in mentalitatea si comportamentul angajatilor, dovedind inca o
data ca institutiile roméanesti care se reformeaza au nevoie de lideri.

Conducerea Tn cadrul institutiilor publice poate contribui la diseminarea, promovarea si
mentinerea noilor valori necesare reformei de succes a sectorului public. Tn timp ce conducerea
publica include Tn mod evident atat liderii guvernului central, cat si liderii politici, conducerea
vizionara in viitor tinde sa devina mai extinsa. Acesta include lideri care disemineaza in intreaga
organizatie publica ca agenti de schimbare pentru a continua procesul de reforma. Liderii se
dovedesc eficienti prin capacitatea lor de a convinge, motiva si directiona eforturile lor catre o

cauza comuna.

STRUCTURA TEZE|I DE DOCTORAT

Teza de doctorat are o structura logica, incepand cu o introducere in care este prezentata
necesitatea si actualitatea temei de cercetare, se continua cu cinci capitole si se incheie cu
concluzii finale, contributii personale, directii viitoare de actiune si limite ale cercetari.

Capitolul 1 cu titlul “Delimitari conceptuale privind leadershipul”, incepe cu
prezentarea definitiilor date leadershipului, respectiv cu prezentarea evolutiei istorice a ideii de

leadership si importanta teoriei ,,omului-mare”. Tn continuarea capitolului sunt prezentate
principalele teorii ale abordarii leadershipului. Tn acest sens este ficuta o centralizarea
principalelor teorii privind leadershipul, dupa care sunt analizate teorii, precum: teoria
comportamentala, teoria contingentei, leadershipul transformational si tranzactional, teoria
trasaturilor specifice liderilor. Tn ceea ce priveste provocarile moderne pentru tipurile de
leadership si aplicarea lor se analizeaza influenta factorilor contextuali si importanta trasaturilor
care determina un lider de succes si practicile eficiente in gestionarea diversitatii. Relativ la
leadership si management in sistemul public, sunt abordate urmatoarele: diferente conceptuale
dintre management si leadership, managementul si leadershipul organizatiei in contextul
globalizarii si intreprinderea inteligenta, bazata pe cunoastere si aplicarea leadershipului
organizational.

Capitolul 2 cu titlu ,,Fundamente teoretice si practice ale sectorului administragiei

publice centrale si locale” debuteaza cu prezentarea entitatii publice ca o componentd a
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administratiei publice centrale si si este analizatda importanta entitatii publice locale. De
asemenea sunt analizate conceptele distinctive si provocarile moderne pentru entitatile publice,
dupa care se trece la descrierea delimitarilor privind mediul de functionare al administratiei
publice, respectiv caracteristicile administratiei publice, contextul si conceptele legate de
administratia publica locala si planificarea strategica — factor al progresului in administratia
publica. Decizia in administratia publica este analizata avand Tn vedere urmatoarele aspecte:
fundamentarea si adoptarea deciziilor in administratia publica, tipologia deciziilor la nivelul
administratiei publice si a persoanelor care le pot lua, abordarea in ceea ce priveste decizia in
administratia publica. Tn finalul capitolului este analizata performanta Tn administratia publica,
mergand pe urmatoarele directii: rolul si responsabilitatea administratiei publice locale,
performanta si semnificatia ei in administratia publica locala respectiv, masurarea performantei;
caracteristici si mod de realizare.

Capitolul 3 are titlul Cadrul conceptual, epistemologic si metodologic al demersului
stiingific si incepe cu descrierea cadrului conceptul, respectiv prezentarea aspectelor care sunt
si principalele teme majore ale cercetarii: Leadership in administragia publica (Tema majora
1), Performanta institugiei publice (Tema majora 2), si Dominante motivagionale n
instituziile publice (Tema majorda 3). Tn continuarea capitolului este analizat cadrul
epistemologic, pentru ca in final sa fie prezentata modalitatea n care cercetare empirica se va
realiza, respectiv datele generale, temele majore ale cercetarii, obiectivul general si obiectivele
specifice, precum si ipotezele cercetarii. Capitolul se incheie cu prezentarea programului
informatic care a stat la baza prelucrarilor statistice a rezultatelor obtinute prin centralizarea
raspunsurilor primite la chestionarul intocmit cu ocazia prezentului demers stiintific.

Capitolul 4 are titlul Cercetare empirica privind rolul lideriatului in institugiile publice
din Regiunea Sud-Muntenia si prezinta in detaliu, pentru fiecare tema majora a cercetarii
rezultatele obtinute Tn urma prelucrarilor statistice folosind programul SPSS (Statistical
Package for the Social Sciences), versiunea 25. Fiecare intrebare analizata a fost descrisa prin
folosirea tabelelor de frecventa. De asemenea, pentru fiecare tema majora, respectiv Leadership
in administrasia publica, Performansa institugiei publice, Dominante motivasionale Tn
institugiile publice au fost prezentate concluziile intermediare ale cercetarii. Capitolul se incheie
cu validare celor 9 ipoteze care au stat la baza prezentului demers stiintific.

In capitolul 5, cu titlul “Plan strategic privind imbundtdarirea leadershipului si
evaluarea performangei la nivelul institugiilor publice” se prezinta dezvoltarea unui plan
strategic Tn ceea ce priveste sectorul public care are in vedere cateva intrebari primordiale in
realizarea lui si anume: Care sunt obiectivele organizasionale si care sunt problemele majore

cu care se confrunta fiecare organizatie publica in realizarea lor? Care sunt principalii actori
;




interesayi in realizarea obiectivelor? Care sunt procesele specifice organizariei, cultura si
structura sa organizarionala? Cum poate fi auditata/evaluata organizayia si sistemele folosite?
Care sunt riscurile la care este supusa organizatia publica? Tn continuarea capitolului sunt
prezentate cele cinci etape in implementare planului strategic, respectiv: Etapa 1. Evaluarea
situariei curente privind leadershipul in organizatia publica, stabilirea trasaturilor liderului de
succes; Etapa 2. Stabilirea direcriilor strategice de acriune; Etapa 3. Stabilirea si
implementarea inigiativelor si tacticilor, dar si a prioritarilor de realizare a acestora in raport
cu influensza factorilor contextuali; Etapa 4. Stabilirea indicatorilor de performansa
(standardizasi si specifici); Etapa 5. Monitorizarea si evaluarea utilizand indicatorii de
performanya si importansa indicatorilor specifici. Capitolul se incheie cu dispozitiile finale in
care sunt aratate directiile de actiune pentru implementarea planului strategic privind
Tmbunatatirea leadershipului si evaluarea performantei la nivelul institutiilor publice.

Teza de doctorat cu titlul Rolul lideriatului Tn institugiile publice se incheie cu partea
de concluzii finale, contributii personale, directii viitoare de actiune si limitele cercetari,
resursele bibliografice, iar Tn anexa este prezentat chestionarul care a stat la baza cercetarii

empirice a prezentului demers stiintific.

OBIECTIVUL GENERAL SI OBIECTIVELE SPECIFICE

Obiectivul fundamental al studiului a fost identificarea principalelor caracteristici
care delimiteaza profilul liderilor de performanta din institutiile publice pentru a
evidentia rolul stilurilor de conducere si impactul acestora asupra performantei
organizationale.
Avand in vedere complexitatea si dificultatea obiectivului general al studiului, a fost
elaborat si un set de obiective secundare, ale caror subitemi vor fi integrati in chestionar:
e OS1. Analiza masurii si modului de angajare individuala Tn Tndeplinirea
obiectivelor organizayiei.
e 0S2. Calitatea experiengei individuale reprezinta un factor de crestere a
performansei organizatiei.
e 0S3. La baza procesului de motivare a angajatilor pentru obtinerea unor

performane ridicate se afla motive de natura extrinseca.

IPOTEZELE CERCETARII




Pentru un studiu empiric privind leadership-ul n institutiile publice, am ales sa
formulam 3 ipoteze pentru fiecare dintre cele trei teme principale ale studiului, care n final vor
fi validate sau invalidate pe baza raspunsurilor primite:

+ lpoteza 1. In institutiile publice, liderul conduce oamenii fard a se folosi de functie,
doar prin propria influenta.

* Ipoteza 2. Liderii 1s1 gasesc satisfactia atunci reusesc sa conduca un grup de oameni
catre atingerea unor teluri comune care sa conduca catre o lume mai buna.

* Ipoteza 3. Exercitarea unui leadership autentic creeaza conditiile care le ofera
angajatilor sansa de succes.

+ Ipoteza 4. In institutiile publice existi o corelatic pozitiva semnificativd intre
capacitatea de indeplinire a asteptarilor si nivelul de competenta si motivatie individuala

* |poteza 5. Performanta institutiei publice are la baza inféptuirea unui act administrativ
de calitate, adaptate permanent la cerintele contribuabililor

* |poteza 6. O institutie publica performanta dispune de o imagine favorabila, pe care o

promoveaza si o Tmbunatateste continuu

* |poteza 7: Acordarea unei importante mai mari motivatiei muncii si dezvoltarea unor
strategii de motivare asigura prevenirea fluctuatiei personalului

* Ipoteza 8: Importanta nevilor si satisfacerea lor contituie un element important in
activitatea angajatilor.

* Ipoteza 9. Conditiile de munca si climatul social influenteaza performantele angajatilor.

COLECTAREA DATELOR

Cercetarea empirica consta in intocmirea unui chestionar ce va avea trei directii de
dezvoltare concretizate n trei teme majore, respectiv:
v' Tema majori 1. Leadership in institutiile publice
v' Tema majori 2. Performanta in institutiile publice
v' Tema majora 3. Dominante motivationale in institutiile publice
Prima tema majora, cea referitoare la leadership va analiza din perspectiva
respondentilor, functionari publici cu functie de conducere si functionari publici cu functie de
executie, elemente care vizeaza calitatile liderului din institutiile publice n care acestia Tsi
desfasoara activitatea, respectiv:
e nu 0 pozitie superioara este cea care determina calitatea de lider;

e imaginea de lider nu trebuie dezvoltata;




implicarea in activitati de leadership doar pentru statut social sau onoare, el
actioneaza n baza unui crez,;

crezuri si valori clar definite, Tn care crede cu tarie si poseda un nivel ridicat
de cunoastere de sine;

liderul 1si pasteaza modul de a vorbi cu personale din jurul sdu, nu isi schimba
comportamentul in functie de anturaj;

actioneaza conform propriul crez si nu isi doreste popuratitae excesiva;
intelege foarte mine consecintele deciziilor luate;

pune nevoile si bunastarea colegilor si a subordonatilor mai presus de propriile

nevoi.

Prin intermediul celei de-a doua teme, Performanta, vor fi avute in vedere urmatoarele:

cand oamenii stiu exact care sunt asteptarile si participa la stabilirea acestor
asteptari, el sunt motivati sd lucreze mai bine;

capacitatea de a raspunde asteptarilor angajatilor agentiilor publice depinde in
mare masura de nivelul de competenta si motivatie individuala;

programele de evaluare a performantei servesc angajatilor si agentiilor
publice, iar angajatii au posibilitatea de a discuta despre performanta personald
direct cu sefii lor si pot fi, de asemenea, trasi la raspundere pentru propria lor
performanta;

dezvoltarea institutiilor publice se bazeaza pe strategii care acoperd toate
domeniile functionale;

institutiile publice dispun de un sistem de management coerent, integrat si
transparent bazat pe o administrare eficienta si eficienta, adaptata misiunilor
si obiectivelor asumate;

imbunatatirea performantei angajatilor din sectorul public depinde de cat de
bine inteleg rezultatul muncii lor si de cat de bine il raporteaza la rezultatul
dorit;

promovarea managementului resurselor umane de catre institutiile publice
pentru a asigura cresterea calitdtii si eficientei activitdtilor lor generale;
performanta organismelor publice se bazeazd pe prestarea unor servicii de
calitate, adaptate permanent la nevoile contribuabililor;

institutiile publice dispun de resurse materiale, informationale si financiare
adecvate, care sunt gestionate 1n mod transparent s$i cu maxima

responsabilitate;
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e participarea activa a functionarilor publici la asigurarea calitatii contribuie la

stabilirea unui sistem eficient al calitatii.
Ultima tema majora va avea in vedere dominantele motivationale, iar pentru aceasta
va fi evaluata importanta unor afirmatii cu legatura la ce determina un angajat sa fie motivat:

e cu sunt cel care inspird, impune avant echipei la care lucreaza;

e iau initiativa atunci cand in organizarea evenimentului trebuie sa se faca unele
schimbari;

e cred cd Tn munca mea trebuie sa Tmi asum o serie de responsabilitati;

e 1mi pasa sa absorb cele mai recente informatii din domeniul meu de activitate;

e cred ca trebuie sa fac ceea ce fac cu cea mai mare competenta si corectitudine;

e pe plan profesional, cred ca pot lua decizii cu claritate;

e pentru mine este important sa am un salariu care sa-mi acopere cheltuielile;

e imi asum responsabilitati in legatura cu organizarea activitdtilor profesionale;

e sunt capabil sa-mi asum responsabilitatea principald intr-o masurd mai mare
decat altii;

e imi cunosc foarte bine responsabilititile si le indeplinesc cit mai eficient
posibil, cat mai bine;

e sunt capabil sd analizez o situatie sau o problema, cantarind argumentele pro
si contra solutiilor propuse;

e este important pentru mine sa rezolv orice probleme cu care ma confrunt.

e lucrez mai bine cind lucrez cu altii.

e relatiile cu colegii sunt foarte importante pentru mine.

e este important pentru mine sa pun deoparte niste economii pentru ,,zilele

negre”;

CONCLUZII FINALE

Succesul reformei administratiei publice depinde de aspectele organizationale, de la
capacitatea de a planifica strategic pana la capacitatea de schimbare si capacitatea conducerii
de a facilita si coordona dezvoltarea organizationala.

Atat institutiile publice, cat si cele private depind de calitatea conducerii pentru a
actiona eficient. Managementul performant este capabil sa directioneze resursele existente

ntr-o maniera decisiva pentru a sprijini dezvoltarea organizationala.
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Problematica conducerii in administratia publicd a starnit numeroase si profunde
dezbateri in literatura profesionald. Prea des, institutiile publice sunt considerate incapabile
(comparativ cu organizatiile private) sd implementeze si sd promoveze stiluri de conducere
executiva.

Europa Centrala si de Est se confruntd direct si brutal cu necesitatea reformarii
sistemului de management al sectorului public din cauza ineficientelor cronice in conducerea
executivd. Din pacate, de multe ori, atat in Romania, cat si in alte tari din Europa de Est,
reformele administrative sunt intelese doar ca adoptarea de noi legi si reglementari. Singurul
mijloc de reforma administrativa este la nivel legislativ. Acest lucru a dus la aparitia unor noi
structuri, dar la incapacitatea de a implementa schimbari si de a atinge niveluri acceptabile
de eficacitate si eficienta.

Studiul de caz prezentat se refera la analiza unor elemente importante din conceptul
de dezvoltare organizationala, asa cum il vom defini in acest articol: ca parte integranta a
reformei manageriale a sistemului administratiei publice. Contine un studiu privind
comportamentul liderilor formali intr-o serie de institutii si organizatii care isi desfasoara
activitatea In administratia publicd din regiunea de Sud-Muntenia. Aceastd analizd este
capabild sa ne ofere o imagine structuratd a problemelor importante cu care se confrunta
fenomenul de dezvoltare a organizatiilor administratiei publice locale din Romania.

Liderii nu folosesc intotdeauna acelasi stil de conducere. Abordarea situationala a
leadershipului ne spune ca acest fapt nu este nici macar de dorit, deoarece aspectele specifice
ale fiecarui caz conteaza atunci cand liderii trebuie sd aleagd un stil de conducere. Cu toate
acestea, caracteristicile stilului de conducere ale oamenilor in pozitii de conducere pot fi
clasificate ca predominant (in mare parte) autoritare sau democratice.

In ceea ce priveste nivelul de preocupare al liderilor fata de angajati, avem urmatorii
indicatori care sa reprezinte nivelul ridicat de preocupare al liderilor fata de subordonatii lor:

e Liderii ii implicd pe subordonati in procesul de luare a deciziilor: liderii
incurajeaza adesea creativitatea subordonatilor; liderii Incurajeaza adesea
subordonatii sa participe la deciziile importante; liderii tin cont de opiniile
si ideile subordonatilor atunci cand iau decizii.

e Liderilor le pasd de bunastarea adeptilor lor si de dezvoltarea lor
profesionala: liderii fac adesea recomandari adeptilor despre cum sa se
comporte si cum sd-si imbundtiteasca performanta personald;
demonstreaza disponibilitatea conducerii de a-i invdta pe adepti noi

modalitati de a indeplini sarcinile.

12



Liderul acordd o mare importantd dezvoltarii relatiei sale cu subalternii
sai: liderul isi aratd adesea bucuria (si rdbdarea) in a explica toate
implicatiile sarcinilor complexe; liderul respecta constrangerile impuse de
subordonati; liderului i1 pasd de dezvoltarea modalitatilor de a
imbunatatirea relatiilor cu subordonatii Abordari noi; accent pe lideri pe
construirea echipei la locul de munca.

Relatia liderului cu subalternii sai este puternica (nu se rupe usor), motiv
pentru care poate interveni pentru a rezolva probleme fara a-si face griji
ca relatia s-ar putea deteriora.

Prima prioritate a unui lider este atingerea scopurilor institutiei sale.
Indicii: Preocuparile cele mai frecvente ale liderilor sunt legate de
atingerea obiectivelor si indeplinirea sarcinilor; liderii se asigurd ca
sarcinile sunt finalizate la timp; liderii analizeazd adesea problemele
organizationale pentru a gasi solutii.

Conducerea ia foarte in serios planificarea. Indiciu: Liderii sunt obisnuiti
sd descompund obiectivele complexe 1n sarcini realizabile; liderilor le
pasa de utilizarea eficientd a timpului si monitorizeaza frecvent pentru a
se asigura ca obiectivele sunt Indeplinite la timp.

Liderii iubesc provocarile si raspund pozitiv la situatiile de criza. Indiciu:
De cele mai multe ori, gradul ridicat de dificultate al unui scop sau al unei
sarcini este un factor motivant pentru lideri; liderii nu au nicio problema
n a indeplini mai multe sarcini complexe simultan.

Liderul vrea sa se perfectioneze in domeniul sau de activitate.

Alte aspecte, care consideram ca ar putea influenta comportamentul managerial sunt

legate de: gradul de maturitate al persoanelor din subordine, gradul de responsabilitate a

liderului si filozofia liderului despre oameni.

O alta concluzie, are in vedere performanta liderilor. Nu s-a reusit pana acum

identificarea unui stil de conducere potrivit pentru toate situatiile Intalnite la locul de munca.

Desi teoriile comportamentale au incercat sda demonstreze ca stilul democratic este mai

performant decat cel autoritar, criticandu-l pe acesta din urma; studiile empirice au aratat ca

stilul autoritar poate fi, In unele situatii (in situatiile de crizd), mai performant decat cel

democratic.
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Pe baza studiului prezentat putem identifica si un set de concluzii generale referitoare

la dezvoltarea organizationala ca parte a reformei manageriale in administratia publica din

Romania:

Liderii administratiilor publice locale care au raspuns la chestionarul
aplicat au definit un domeniu de management compromis (in sensul
Blake-Mouton) pe cele doua variabile analitice ale resurselor umane si
structurii. Interesant este cd aceasta analiza a aratat cd conducerea oferitd
(cel putin la nivelul autoperceptiei) nu se potrivea cu stilul autoritar
asteptat.

Desi liderii administratiei publice sunt interesati de nivelul obiectivelor
(mai precis, de realizarile acestora), institutiile publice din Romania sunt
inca profund influentate de capacitatea de a defini un sistem coerent de
planificare strategica - ceea ce este privit din perspectiva dezvoltarii
organizationale.

Desi este recunoscutd la nivel de management, capacitatea de a defini
obiectivele individuale operational sau la nivel de unitate administrativa
este Incd compromisd. Internalizarea obiectivelor functionarilor este
adesea scdzuta, iar capacitatea de a adapta structurile organizationale la

scopurile si obiectivele strategice lasa mult de dorit.

Pentru a rezolva multe probleme de management din administratia publica, trebuie sa

ne concentrim pe intelegerea problemelor fundamentale existente in institutiile de astizi. In

principiu, ne putem gandi la:

1.

4.

Viziunea si valorile nu sunt impartasite de toata lumea: organizatia fie nu Tsi
declara propriile obiective, fie nu exista o intelegere profunda si loialitate fata
de obiective la toate nivelurile;

Nu exista o cale strategica demna de urmat: strategia fie este slab dezvoltata,
fie nu articuleaza corespunzator enuntul obiectiv si nu se adapteaza la
dorintele, nevoile si realitatile tendintelor de management public general;
Aliniere slaba: nealiniere intre structura si valorile, viziunea si sistemele
comune; structurile si sistemele institutiei asigura si dezvolta cai strategice n
masura Tn care nu este necesar;

Abilitati slabe: stilurile nu se potrivesc cu abilitatile, sau managerii le lipsesc

abilitatile necesare pentru a dezvolta o viziune suficients;
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5. Lipsa de incredere: angajatii nu au incredere Tn management, iar controlul lor
emotional este epuizat, rezultdnd o comunicare slaba, mai putina rezolvare a
problemelor, o cooperare slaba si 0 capacitate de lucru Tn echipa slabita;

6. Incoerenta: Valorile nu corespund obiceiurilor; nu exista o corelatie intre ceea
ce apreciaza si in care cred functionarii publici si ceea ce fac.

Aceste sapte probleme de lunga durata sunt rezolvabile si caracterizeaza toate
institutiile. Liderii pot aborda aceste probleme si pot crea institutii publice mai bune, dar pentru
a avea succes trebuie sa-si schimbe mentalitatile, sa creasca increderea si sa revizuiasca
structurile si institutiile. Majoritatea liderilor incearca sa creeze institutii de inalta calitate,
colaborative, eficiente, multi-calificate, informate si profitabile. Si incep sa aprecieze oamenii,
aspectul cel mai nalt, la fel de mult ca si profitul, care este aspectul fundamental. Tn consecinta,
capitalul uman este din ce Tn ce mai important pentru institutiile publice. Tn noua era economica,
capitalul uman a inlocuit capitalul financiar ca resursa strategica, iar resursele umane au devenit

sursa principala de asigurare a competitivitatii intreprinderilor si singura resursa care poate

produce si reproduce toate celelalte resurse disponibile institutiilor.

CONTRIBUTII PERSONALE

Cercetarea pe care am realizat-o a avut ca elemente de originalitate urmatoarele:

a) Contriburii cu caracter de sinteza:

e trecerea in revista a stadiului cunoasterii in domeniul leadership-ului;

e abordarea multidisciplinara a tematicii tezei de doctorat din perspectiva
sociologica, psihologica, economica, statistica etc.;

e prezentarea conceptelor fundamentale cu care s-a operat in realizarea demersului
stiintific cu aplicabilitate directa la institutiile publice;

e analiza critica a elementelor conceptuale utilizate in realizarea demersului
stiintific;

e logica si structurarea demersului stiintific, din perspectiva realizarii obiectivului
fundamental al tezei de doctorat, respectiv de la simplu la complex si de la
general la particular;

b) Contributii cu caracter teoretic:

e evidentierea relatiei dintre leadership-ul si cultura organizationala n institutiile
publicr;
e evidentierea relatiei dintre leadership-ul si schimbarea organizationala in

institutiile publice;
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e claborarea unui plan strategic privind imbunatatirea leadershipului si evaluarea
performantei la nivelul institutiilor publice

c) _Contributii cu caracter stiintific:

e realizarea si predarea rapoartelor de progres pe parcursul stadiului de pregatire
doctorala, respectiv:

- Referat de progres nr. 1. STADIUL CUNOASTERII 1N
DOMENIUL LIDERIATULUI

- Referat de progres nr. 2. CADRUL CONCEPTUAL,
EPISTEMOLOGIC $§I METODOLOGIC AL DEMERSULUI
STIINTIFIC

- Referat de progres nr. 3. CERCETARE EMPIRICA PRIVIND
ROLUL LIDERIATULUI TN INSTITUTIILE PUBLICE

e realizarea tezei de doctorat.

NOUTATEA DEMERSULUI STIINTIFIC

Noutatea adusa de prezentul demers stiintific consta in elaborarea unui plan strategic
privind imbunatatirea leadershipului si evaluarea performantei la nivelul institutiilor publice.
Planul strategic prevede o serie de directii viitoare de actiune, respectiv.

Directia de actiune strategica nr. 1. — actiuni privind:

1.1. dezvoltarea normelor de punere in aplicare a legilor, prin norme de conduita
interna raportate la acestea.

1.2. stabilirea unui cod de etic la nivelul functionarilor publici din organizatia
respectiva, care sa stabileasca principalele concepte privind realizarea obiectivului 1.1.

Directia de actiune strategica nr. 2. - acordarea increderii personalului public in
ceea ce priveste ,flexibilitatea indeplinirii sarcinilor”.

Directia de actiune strategica nr. 3. - trasarea asteptarilor privind indeplinirea
sarcinilor angajatilor din sistemul public.

Directia de actiune strategica nr. 4. - trasarea mijloacelor de evaluare privind
indeplinirea sarcinilor angajatilor din sistemul public/organizatia publica si cresterea

performantei organizationale.

DIRECTII VIITOARE DE CERCETARE

16



Ca urmare a validarii ipotezelor de cercetare si a elaborarii planului strategic privind
imbunatatirea leadershipului si evaluarea performantei la nivelul institutiilor publice, consider
ca ar fi util de urmarit in viitor mai multe directii:

» cercetarea masurii n care acest plan, prin indicatorii si directiile de actiune pe care
le recomanda, poate fi un plan fiabil la dispozitia celor ce doresc implementarea directiilor
propuse;

» extinderea studiului la un numar mai mare de subiecti;

» elaborarea si implementarea unor programe de masuri ce vizeaza leadeshipul in
institutiile publice, prin implicarea a cat mai multe angajatilor in respectivele programe;

» elaborarea unui ghid de bune practici care sa vizeze impactul pe care leadershipul

n are asupra performantei la nivelul institutiilor publice.
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INTRODUCTION

The future of public administration requires well-trained leaders who foresee the steps
to be taken in a broad reform process, efficiently manage teams and resources, and ensure that
the desired results are achieved. Leadership is one of the factors that produce change and
success at organizational level, and its contribution at the level of public administration must
therefore be recognized and promoted.

What is the profile of a leader, what challenges do leaders face in public management
and why are some approaches considered problems? Leadership in public administration works
when power is decentralized. Therefore, this principle should not be ignored, even if few types
of leaders emphasize this feature. To achieve all common goals, leaders must learn not only to
share power, but also the resources they have and the activities they have to carry out. In
addition, it must recognize the potential of the people with whom it works, build effective
working groups with a common vision, make decisions and implement them.

Leaders are important pawns in any organization. Most of the time, success or failure at
the organizational level equates to the ability or inability of the leader to lead the organization.
At the level of the public institution, the leader is the most visible person, his every move and
skill is carefully analyzed and it is the difference between success or failure. If in the private
sector it is easier to determine the impact of a leader's leadership style on organizational
outcomes, in the public sector the problem is more complicated. Thus, it can be said that because
of these perceptions, a link is established between the leadership style practiced by
organizational leaders and organizational performance.

In the literature, it can be seen recently that, in the research carried out, the emphasis
has been placed on the study of the relationship between leaders and subordinates and/or the
relationship with organizational performance. We encounter this trend both domestically and
internationally. But such studies are found especially at international level, and for Romania
there are currently very few such studies. So, as for public administration, the topic is relatively

recent.
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The leaders of an organization, be they public or private, are important pawns in the
way the organization works. That is why it is important to study the role of the leader, the impact
that it can have in an organization and how it can improve the functioning of an organization
with the help of the impact that a leader can have, in this way solutions can be found. to help
the organization become more effective.

In public administration, a positive culture in the workplace begins with strong
organizational leaders who create an environment of empathy, in which the concerns and values
of employees are validated and have a voice in contributing to the formation of politics. When
employees know that leaders are committed to operating with a set of values based on mutual
respect, that attitude permeates the rest of the organization, ensuring that other employees
follow suit. For example, if a leader is clearly to help the local community in any way maybe
— such as volunteering at a local food bank or taking a charity walk — that passion can
motivate their employees, who may feel motivated to follow their work. . Follow in the
footsteps of leaders and look for more opportunities to engage in the community.

While the importance of effective leadership is recognized globally, we must be aware
that the concept of leadership at the public agency level has different meanings in different
countries. Although Romania also has problems with emphasizing leadership in the reform
process, little has been done to develop leadership in this regard.

Of course, there is a big difference between the Romanian public administration and
that of other countries, which is related to the way in which the public sector is viewed today
and how the national interest should be viewed now or in the future. Precisely for this reason,
the solution to all the problems currently faced by the Romanian public sector can be the
development of a type of leadership that offers a solution and fits well the structure of the public
administration in our country. Many studies have shown that leadership is an essential
component of good public governance.

Although this concept of leadership is not new in the public sector, it has received more
attention in the private sector, becoming a frequently evolving topic in the corporate
management literature.

Organizational changes are becoming more and more frequent. They appear in
development at a faster rate, so employees are expected to be more adaptable. Of course, in this
context, leaders play an important role in setting an example for all these values, behaviors and
considerations that employees expect.

Leaders need to realize that the way change is accepted and implemented in the
organization not only improves performance, but also increases everyone's overall

understanding and satisfaction.
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Due to the important role of leaders as agents of change, it has been observed that the
primacy of leadership depends on social conditions, the structure of public institutions and the
form of reform initiated.

In a pluralistic society, the development of leaders is more important than in a
homogenous society, because leaders must offer new values, actively conduct conflicts and
create alliances to support reform. At the same time, it is only natural for leaders to play a
greater role in decentralized and branched regional administrative structures than in centralized
and polycentric structures.

Romania, as a country that has begun gradual reforms, is currently not in a position to
mobilise a large number of leaders. However, leadership has become necessary and highly
sought after as reforms have achieved positive results and as reforms have been initiated and
developed in all regional administrative structures.

Currently, in the countries of the world, including Romania, there are more and more
reasons for the purpose of developing and applying the science of leadership, and because the
formulation of a vision on how it works depends on the future of the leaders of public
organizations. Leaders who are bold, shrewd and open to new ideas and perspectives are
essential for continuous improvement and excellence.

Achieving the performance of public agencies requires a great emphasis on innovation,
creativity and change. Successful leaders in future organizations will have a responsibility to
create an organizational culture that encourages employees to look for new ideas, build
relationships of mutual trust, and promote an atmosphere of mutual learning. The effectiveness
of a leader depends not only on his own skills, but also on the participation, support and
participation of the whole team. That is why leaders need to have a permanent dialogue with
their people, communicate their vision, allow them to perceive opportunities and shape the
future. This new perspective on human behavior emphasizes the importance of social needs,
attitudes and meanings that guide people's behavior, especially in public institutions.

The image of leadership is based on the requirements and historical characteristics of
society and the government that serves it. However, the Romanian society is becoming more
and more diversified and, as a result, the public institutions more flexible. New situations
require new leaders.

Leadership plays a special role in the implementation of public administration reform
in Romania precisely because it focuses on the two most important aspects of reform: change
and people (intellectual capital). Therefore, leadership manifests itself at two levels: in
interpersonal relationships and in behavioral and institutional changes. Effective leaders inspire

people. In Romania, public institutions need to change, and this actually translates into changes
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in the mentality and behavior of employees, proving once again that the Romanian institutions
that are reforming need leaders.

Leadership in public institutions can contribute to the dissemination, promotion and
maintenance of the new values necessary for successful public sector reform. While public
leadership clearly includes both central government and political leaders, visionary leadership
in the future tends to become more extensive. It includes leaders who disseminate throughout
the public organization as agents of change to continue the reform process. Leaders prove

effective in their ability to persuade, motivate and direct their efforts towards a common cause.

THE STRUCTURE OF THE DOCTORAL THESIS

The doctoral thesis has a logical structure, starting with an introduction in which the
necessity and actuality of the research topic is presented, it continues with five chapters and
ends with final conclusions, personal contributions, future directions of action and limits of
research.

Chapter 1 entitled "Conceptual delimitations on leadership”, begins with the
presentation of the definitions given to leadership, respectively with the presentation of the
historical evolution of the idea of leadership and the importance of the theory of the "great-
man". In the continuation of the chapter are presented the main theories of the approach to
leadership. In this sense, a centralization of the main theories regarding leadership is made, after
which theories are analyzed, such as: behavioral theory, contingency theory, transformational
and transactional leadership, theory of traits specific to leaders. Regarding modern challenges
for the types of leadership and their application, the influence of contextual factors and the
importance of traits that determine a successful leader and effective practices in managing
diversity are analyzed. Regarding leadership and management in the public system, the
following are addressed: conceptual differences between management and leadership,
management and leadership of the organization in the context of globalization and intelligent,
knowledge-based enterprise and the application of organizational leadership.

Chapter 2 entitled ""Theoretical and practical foundations of the central and local
public administration sector” begins with the presentation of the public entity as a component
of the central public administration and the importance of the local public entity is analyzed.
Also, the distinctive concepts and modern challenges for the public entities are analyzed, after
which we proceed to the description of the delimitations regarding the functioning environment
of the public administration, respectively the characteristics of the public administration, the

context and concepts related to the local public administration and the strategic planning — a
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factor of progress in the public administration. The decision in the public administration is
analyzed taking into account the following aspects: the substantiation and adoption of decisions
in the public administration, the typology of the decisions at the level of the public
administration and of the persons who can take them, the approach regarding the decision in
the public administration. At the end of the chapter, the performance in the public
administration is analyzed, going on the following directions: the role and responsibility of the
local public administration, its performance and significance in the local public administration
respectively, the measurement of performance; characteristics and method of realization.

Chapter 3 has the title Conceptual, epistemological and methodological framework of
the scientific approach and begins with the description of the framework of the concept,
respectively the presentation of the aspects that are also the main major themes of the research:
Leadership in public administration (Major Theme 1), Performance of the public institution
(Major Theme 2), and Motivational Dominants in public institutions (Major theme 3). In the
continuation of the chapter, the epistemological framework is analyzed, so that in the end it is
presented the way in which empirical research will be carried out, namely the general data, the
major themes of the research, the general objective and the specific objectives, as well as the
hypotheses of the research. The chapter ends with the presentation of the software that was the
basis for the statistical processing of the results obtained by centralizing the responses received
to the questionnaire drawn up on the occasion of the present scientific approach.

Chapter 4 has the title Empirical research on the role of leadership in public
institutions in the South Muntenia Region and presents in detail, for each major theme of the
research, the results obtained from statistical processing using the SPSS (Statistical Package for
the Social Sciences) program, version 25. Each question analyzed was described by using
frequency tables. Also, for each major topic, namely Leadership in public administration,
Performance of the public institution, Motivational dominants in public institutions , the
intermediate conclusions of the research were presented. The chapter ends with validation of
the 9 hypotheses that formed the basis of the present scientific approach.

In chapter 5, with the title "Strategic plan on improving leadership and performance
evaluation at the level of public institutions™ is presented the development of a strategic plan
regarding the public sector that takes into account some primordial questions in its realization,
namely: What are the organizational objectives and what are the major problems faced by each
public organization in achieving them? Who are the main actors interested in achieving the
objectives? What are the specific processes of the organization, its culture and organizational
structure? How can the organisation and the systems used be audited/evaluated? What are the

risks to which the public organization is subject? The remainder of the chapter presents the five
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stages in the implementation of the strategic plan, namely: Stage 1. Assess the current situation
regarding leadership in the public organization, establish the traits of the successful leader;
Stage 2. Establishing strategic directions of action; Stage 3. Establishing and implementing
initiatives and tactics, but also priorities for their achievement in relation to the influence of
contextual factors; Stage 4. Establishing performance indicators (standardized and specific);
Stage 5. Monitoring and evaluation using performance indicators and the importance of
specific indicators. The chapter ends with the final provisions in which are shown the directions
of action for the implementation of the strategic plan on improving leadership and evaluating
performance at the level of public institutions.

The doctoral thesis entitled The role of leadership in public institutions ends with the
part of final conclusions, personal contributions, future directions of action and limits of
research, bibliographic resources, and in the annex is presented the questionnaire that was the
basis of the empirical research of the present scientific approach.

GENERAL OBJECTIVE AND SPECIFIC OBJECTIVES

The fundamental objective of the study was to identify the main characteristics
that delineate the profile of performance leaders in public institutions in order to highlight
the role of leadership styles and their impact on organizational performance.

Given the complexity and difficulty of the general objective of the study, a set of sub-
objectives has also been developed, the sub-parameters of which will be integrated into the
questionnaire:

e 0S1. Analysis of the extent and manner of individual engagement in achieving the

objectives of the organization.

e 0S2. The quality of individual experience is a factor in increasing the performance

of the organization.

e 0S3. At the heart of the process of motivating employees to achieve high

performance are reasons of an extrinsic nature.

RESEARCH HYPOTHESES

For an empirical study on leadership in public institutions, we chose to formulate 3
hypotheses for each of the three main themes of the study, which will ultimately be validated

or invalidated based on the answers received:
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e Assumption 1. In public institutions, the leader leads the people without using office,
only through his own influence.

» Assumption 2. Leaders find satisfaction when they manage to lead a group of people
towards achieving common goals that lead to a better world.

* Hypothesis 3. Exercising authentic leadership creates the conditions that give
employees the chance to succeed.

« Assumption 4. In public institutions there is a significant positive correlation between
the ability to meet expectations and the level of individual competence and motivation

» Assumption 5. The performance of the public institution is based on the performance
of a quality administrative act, permanently adapted to the taxpayers' requirements

* Assumption 6. A performing public institution has a favorable image, which it

continuously promotes and improves

e Assumption 7: Giving greater importance to work motivation and developing
motivation strategies ensures the prevention of staff turnover

e Hypothesis 8: The importance of nevi and their satisfaction is an important element in
the activity of employees.

« Assumption 9. Working conditions and social climate influence the performance of

employees.

DATA COLLECTION

The empirical research consists in drawing up a questionnaire that will have three
directions of development materialized in three major themes, namely:
v' Major theme 1. Leadership in public institutions
v" Major theme 2. Performance in public institutions
v" Major theme 3. Motivational dominances in public institutions
The first major topic, the one related to leadership , will analyze from the perspective
of respondents, civil servants with management positions and civil servants with execution
positions, elements that concern the qualities of the leader in the public institutions in which
they operate, namely:
e it is not a higher position that determines the quality of leader;
e the image of the leader does not need to be developed;
e involvement in leadership activities only for social status or honor, he acts on

the basis of a creed;
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clearly defined beliefs and values, in which he strongly believes and possesses
a high level of self-knowledge;

the leader cares about the way of talking to the staff around him, does not
change his behavior depending on the entourage;

acts according to its own creed and does not want excessive garnishment;
very much understands the consequences of the decisions taken;

puts the needs and well-being of colleagues and subordinates above their own

needs.

Through the second theme, Performance, the following will be considered:

when people know exactly what the expectations are and participate in setting
these expectations, they are motivated to work better;

the ability to meet the expectations of employees of public agencies depends
to a large extent on the level of individual competence and motivation;
performance evaluation programs serve employees and public agencies, and
employees have the opportunity to discuss personal performance directly with
their bosses, and can also be held accountable for their own performance;

the development of public institutions is based on strategies covering all
functional areas;

public institutions have a coherent, integrated and transparent management
system based on an efficient and efficient administration, adapted to the
missions and objectives assumed,;

improving the performance of public sector employees depends on how well
they understand the outcome of their work and how well they relate it to the
desired result;

promoting the management of human resources by public institutions to ensure
the increase of the quality and efficiency of their general activities;

the performance of public bodies is based on the provision of quality services,
permanently adapted to the needs of taxpayers;

public institutions have adequate material, informational and financial
resources, which are managed transparently and with maximum responsibility;
the active participation of civil servants in quality assurance contributes to the

establishment of an effective quality system.
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The last major theme will take into account the motivational dominances, and for this
the importance of statements related to what causes an employee to be motivated will be
evaluated:

e | am the one who inspires, imposes momentum on the team he works for;

e take the initiative when some changes need to be made in the organization of
the event;

e | believe that in my work | must assume a number of responsibilities;

e | care to absorb the latest information from my field of activity;

e | believe that | must do what | do with the utmost competence and fairness;

e on a professional level, | believe that I can make decisions clearly;

e itis important for me to have a salary that covers my expenses;

e | assume responsibilities in relation to the organisation of professional
activities;

e | am able to take the main responsibility to a greater extent than others;

e | know my responsibilities very well and | carry them out as effectively as
possible, as best as possible;

e | am able to analyse a situation or problem by weighing the pros and cons of
the proposed solutions;

e it is important for me to solve any problems I face.

e | work better when | work with others.

e relationships with colleagues are very important to me.

e it is important for me to set aside some savings for the 'dark days'’;

FINAL CONCLUSIONS

The success of public administration reform depends on organizational aspects, from
the ability to plan strategically to the ability to change and the ability of management to
facilitate and coordinate organizational development.

Both public and private institutions depend on the quality of management in order to
act effectively. High-performance management is able to direct existing resources in a
decisive manner to support organizational development.

The issue of leadership in public administration has sparked numerous and profound

debates in the professional literature. Too often, public institutions are considered incapable
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(compared to private organizations) of implementing and promoting styles of executive
leadership.

Central and Eastern Europe is directly and brutally confronted with the need to reform
the public sector management system due to chronic inefficiencies in executive leadership.
Unfortunately, many times, both in Romania and in other eastern European countries,
administrative reforms are understood only as the adoption of new laws and regulations. The
only means of administrative reform is at the legislative level. This has led to the emergence
of new structures, but to the inability to implement changes and achieve acceptable levels of
effectiveness and efficiency.

The presented case study refers to the analysis of some important elements of the
concept of organizational development, as we will define it in this article: as an integral part
of the managerial reform of the public administration system. It contains a study on the
behavior of formal leaders in a number of institutions and organizations that carry out their
activity in the public administration of the South Muntenia region. This analysis is able to
give us a structured picture of the important problems faced by the phenomenon of
development of local public administration organizations in Romania.

Leaders do not always use the same style of leadership. The situational approach to
leadership tells us that this fact is not even desirable, since the specific aspects of each case
matter when leaders have to choose a leadership style. However, the characteristics of the
leadership style of people in leadership positions can be classified as predominantly (for the
most part) authoritarian or democratic.

Regarding the level of concern of leaders towards employees, we have the following
indicators to represent the high level of concern of leaders towards their subordinates:

e Leaders involve subordinates in the decision-making process: leaders
often encourage the creativity of subordinates; leaders often encourage
subordinates to participate in important decisions; leaders take into
account the views and ideas of their subordinates when making decisions.

e Leaders care about the well-being of their followers and their professional
development: leaders often make recommendations to followers on how
to behave and how to improve their personal performance; demonstrates
the willingness of management to teach followers new ways to perform
tasks.

e The leader attaches great importance to the development of his
relationship with his subordinates: the leader often shows his joy (and

patience) in explaining all the implications of complex tasks; the leader
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respects the constraints imposed by subordinates; the leader cares about
developing ways to improve relationships with subordinates New
approaches; focus on leaders on team building at work.

The leader's relationship with his subordinates is strong (it does not break
easily), which is why he can intervene to solve problems without worrying
that the relationship could deteriorate.

The first priority of a leader is to achieve the goals of his institution. Clues:
Leaders' most common concerns are related to achieving goals and
accomplishing tasks; leaders ensure that tasks are completed on time;
leaders often analyze organizational problems to find solutions.
Leadership takes planning very seriously. Hint: Leaders are used to
breaking down complex goals into achievable tasks; leaders care about the
effective use of time and monitor frequently to ensure that goals are met
on time.

Leaders love challenges and respond positively to crisis situations. Hint:
Most of the time, the high difficulty of a goal or task is a motivating factor
for leaders; leaders have no problem performing several complex tasks at
once.

The leader wants to improve in his field of activity.

Other aspects, which we believe could influence the managerial behavior are related to:

the degree of maturity of the subordinates, the degree of responsibility of the leader and the

philosophy of the leader about the people.

Another conclusion, takes into account the performance of the leaders. It has so far

failed to identify a driving style suitable for all situations encountered in the workplace.

Although behavioral theories have tried to prove that the democratic style is better than the

authoritarian one, criticizing the latter; empirical studies have shown that the authoritarian style

can be, in some situations (in crisis situations), more efficient than the democratic one.

Based on the presented study, we can also identify a set of general conclusions regarding

the organizational development as part of the management reform in the public administration

in Romania:

Local government leaders who responded to the applied questionnaire
defined a compromised management area (in the Blake-Mouton sense) on

the two analytical variables of human resources and structure.
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Interestingly, this analysis showed that the leadership offered (at least at
the level of self-perception) did not fit the expected authoritarian style.

e Although the leaders of the public administration are interested in the level
of objectives (more precisely, in their achievements), the public
institutions in Romania are still deeply influenced by the ability to define
a coherent system of strategic planning - which is seen from the
perspective of organizational development.

e Although recognised at management level, the ability to define individual
operational objectives or at administrative unit level is still compromised.
The internalization of officials' goals is often low, and the ability to adapt
organizational structures to strategic goals and objectives leaves much to
be desired.

To solve many management problems in public administration, we need to focus on
understanding the fundamental problems existing in today's institutions. In principle, we can
think about:

7. Vision and values are not shared by everyone: the organization either does
not declare its own goals, or there is no deep understanding and loyalty to the
goals at all levels;

8. There is no strategic path to follow: the strategy is either poorly developed or
does not properly articulate the objective statement and does not adapt to the
wishes, needs and realities of general public management trends;

9. Poor alignment: non-alignment between structure and common values, vision
and systems; the institution's structures and systems provide and develop
strategic pathways to the extent that it is not necessary;

10. Poor skills: styles do not match skills, or managers lack the skills necessary
to develop sufficient vision;

11. Lack of confidence: employees do not trust management, and their emotional
control is exhausted, resulting in poor communication, less problem solving,
poor cooperation and weakened teamwork capacity;

12. Incoherence: Values do not correspond to habits; there is no correlation
between what civil servants appreciate and believe in and what they do.

These seven long-standing problems are solvable and characterize all institutions.
Leaders can address these issues and create better public institutions, but to be successful they
need to change their mindsets, increase trust and review structures and institutions. Most leaders

try to create high-quality, collaborative, efficient, multi-skilled, informed and profitable
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institutions. And they begin to appreciate people, the highest appearance, as much as profit,
which is the fundamental aspect. Consequently, human capital is increasingly important for
public institutions. In the new economic era, human capital has replaced financial capital as a
strategic resource, and human resources have become the main source of ensuring the
competitiveness of enterprises and the only resource that can produce and reproduce all the

other resources available to institutions.

PERSONAL CONTRIBUTIONS

The research | conducted had as elements of originality the following:

d) Contributions of a synthesis nature:

¢ reviewing the stage of knowledge in the field of leadership;

o multidisciplinary approach to the topic of the doctoral thesis from a sociological,
psychological, economic, statistical perspective, etc.;

e presentation of the fundamental concepts with which it was operated in carrying
out the scientific approach with direct applicability to the public institutions;

e critical analysis of the conceptual elements used in the scientific approach;

e logic and structuring of the scientific approach, from the perspective of
achieving the fundamental objective of the doctoral thesis, respectively from
simple to complex and from general to particular;

e) Theoretical contributions:

¢ highlighting the relationship between leadership and organizational culture in
public institutions;

¢ highlighting the relationship between leadership and organizational change in
public institutions;

o celaboration of a strategic plan on improving leadership and performance
evaluation at the level of public institutions

f) _Scientific contributions:

e producing and handing over progress reports during the doctoral training stage,
respectively:
- Progress report no. 1. THE STATE OF KNOWLEDGE IN THE
FIELD OF LEADERSHIP
- Progress report no. 2. THE CONCEPTUAL,
EPISTEMOLOGICAL AND METHODOLOGICAL

FRAMEWORK OF THE SCIENTIFIC APPROACH
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- Progress report no. 3. EMPIRICAL RESEARCH ON THE ROLE
OF LEADERSHIP IN PUBLIC INSTITUTIONS

e the realization of the thesis.

THE NOVELTY OF THE SCIENTIFIC APPROACH

The novelty brought by the present scientific approach consists in the elaboration of
a strategic plan on improving leadership and evaluating performance at the level of public
institutions. The strategic plan foresees a number of future directions of action, respectively.

Directorate for Strategic Action No. 1. — actions relating to:

1.1. development of rules for the implementation of laws, through internal rules of
conduct related to them.

1.2. establishing a code of ethics at the level of the civil servants of the respective
organisation, setting out the main concepts regarding the achievement of objective 1.1.

Directorate for Strategic Action No. 2. - giving public staff confidence in the
‘flexibility to perform their tasks'.

Directorate for Strategic Action No. 3. - drawing the expectations regarding the
fulfillment of the tasks of the employees in the public system.

Directorate for Strategic Action No. 4. - drawing out the means of evaluation
regarding the fulfillment of the tasks of the employees in the public system / public

organization and increasing the organizational performance.

FUTURE DIRECTIONS OF RESEARCH

As a result of validating the research hypotheses and developing the strategic plan on
improving leadership and evaluating performance at the level of public institutions, I consider
that it would be useful to follow several directions in the future:

» researching the extent to which this plan, through the indicators and directions of
action it recommends, can be a reliable plan available to those who want to implement the
proposed directions;

» the extension of the study to a larger number of subjects;

» elaboration and implementation of programs of measures aimed at leadeship in
public institutions, by involving as many employees as possible in those programs;

» developing a best practice guide aimed at the impact that leadership has on

performance at the level of public institutions.
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