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IMPORTANTA, CONTEMPORANEITATEA SI INOVATIA
TEMEI

Globalizarea Tn mileniul III pune in fata afacerilor transnationale si a mediului
economic in ansamblu diverse provocdri. Acestea afecteaza atat institutiile si organismele
publice, cat si cultura si factorii politico-economici specifici societtii respective. In plus,
atunci cand se iau in considerare aceste aspecte, este crucial sa se acorde atentie si factorului
uman, adica fortei de munca. Avantajele competitive sunt obtinute Tn mare masurd prin
competentele pe care le dezvolta resursele umane.

Tn aceasta perioada atat de competitiva se impune, indeosebi pentru specialistii in
managementul resurselor umane, o preocupare crescutd asupra directiilor viitoare ale
managementul resurselor umane. In prezent, o tendintd importantd consti in recrutarea
personalului pentru compartimentele specifice, care sa posede atit competente profesionale,
cat si abilititi manageriale. In acest sens sunt evidentiate principalele tendinte ale
managementului resurselor umane (M.R.U.) de luat in considerare: globalizarea resurselor
umane, dezvoltarea leadershipului, convertirea cunostintelor si abilitatilor in comportamente,
umanizarea mediului de munca — orar flexibil, demografia in schimbare, mutarea procesului
decizional mai aproape de client, programele de recompense alternative, politizarea sporita,
resursele umane ca parteneri de afaceri, delegarea sporitd a resurselor umane si comertul

electronic.

Locul cercetarii si principalele aspecte abordate in lucrare

La Tnceputul secolului XXI, principala preocupare a serviciilor publice vizeaza
mentinerii angajatilor competenti. Astfel se impune un management de calitate, o dezvoltarea
permanenti a sistemului de angajare si a mediului de lucru. Tn sectorul public, managementul
resurselor umane studiaza modalitédtile de realizare si folosire a instrumentelor, practicilor,
strategiilor si leadershipului necesare in implementarea eficientd a politicilor guvernamentale.
In cadrul acestui tip de management se integreaza politicile de personal cu strategiile,
bugetele si componentele managementului public.

Pe plan global, conducerea reprezintd o preocupare majora, deoarece comportamentul
managerilor influenteazd Tn mod direct eficienta entitatilor. Din acest motiv, cercetarile

stiintifice actuale se concentreaza pe studierea metodelor de imbunatitire a abilitatilor de
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conducere si selectia liderilor care detin aptitudini si capacitdti necesare pentru a indeplini cu
succes astfel de roluri.

Premisa esentiala consta in faptul ca liderul reprezinta o individualitate deosebit de
influentd, datorita capacitatii sale ferm conturate de a exercita o influentd semnificativa asupra
nivelului de productivitate al fiecarei entitati. Prin elaborarea si implementarea standardelor,
obiectivelor si actiunilor prioritare, un lider genereaza modificari semnificative 1n

performanta zilnica a unei organizatii.

Performanta = Abilitati * Motivatia * Rolul individului in organizatie

Pana in prezent in literatura de specialitate au fost identificate si oferite numeroase
raspunsuri la intrebarile privitoare la ce ii motiveaza pe angajati. De asemenea au fost
enuntate concepte si teorii referitoare la motivatie si performantd, precum si elementele ce

influenteaza cresterea, mentinerea sau descresterea gradului de motivatie al resurselor umane.

DOMENIUL CERCETARII

Aria de investigatie prezintd o relevantd semnificativd in contextul abordarii
experimentale a proceselor de perceptie si emotie, aducand in atentie o serie de probleme
specifice ce influenteazd dinamica gestionarii institutionale. Un aspect important este
motivarea personalului, un proces complex cu implicatii extinse asupra functionarii globale a
unei institutii, echipe sau grup de lucru.

Obiectivul fundamental al cercetarii intreprinse 1l constituie verificarea masurii in
care motivatia este un factor determinant al performantei angajatilor din cadrul
structurilor Politiei de Frontiera. Astfel vom explora legatura dintre motivatie si
performanta angajatilor in cadrul structurilor Politiei de Frontierd. Prin analizarea atentd a
acestei relatii, se doreste oferirea de recomandari si sugestii concrete, in vederea imbunatatirii
nivelului de motivatie al resurselor umane din structurile teritoriale direct subordonate

Inspectoratului General al Politiei de Frontiera (evidentiat in figura 1).




Inspectoratul General al Politiei de
Frontiera

|
| |
Inspectorate Tertoriale ale Polifiel [D Institut de fvdtdmant pentry

Frontierd g1 Garda de Coastd pregitirea g1 spectalizarea personalulm

servict Terttoriale ale Politier de
Frontierd

Sectoare ale Poltter de Frontierd

Puncte ale Politier de Frontiera

Figura 1. Structura Inspectoratul General al Politiei de Frontiera
Sursa: Elaborat de autor
In demersul cercetirii s-au elaborat urmitoarele intrebiri, de la care am demarat
procesul de cercetare:
= In ce misurd motivarea este un factor de crestere a performantei resurselor umane?
= Care sunt metodele de motivare preferate n randul angajatilor din cadrul structurilor
Politiei de Frontierd din Inspectoratul Teritorial al Politiei de Frontiera Sighetul Marmatiei?
= (Cat de motivati se simt angajatii din structura Politiei de Frontiera din cadrul
Inspectoratului Teritorial al Politiei de Frontiera Sighetul Marmatiei?
= In ce misurd modalitatea de evaluare actuald influenteaza nivelul de implicare al
angajatilor din structurile Politiei de Frontiera?
= In ce miasurd modalitatea de evaluare actuald influenteaza nivelul de motivatie a
personalului?
= (Ce modificari intervin asupra nivelului de motivare al resurselor umane din cadrul
Inspectoratului General al Politiei de Frontiera in contextul national atins de actuala
pandemie?
Din obiectivul central au rezultat sase obiective derivate care analizeaza contextul
motivarii i al performantei in institutiile subordonate Inspectoratului General al Politiei de

Frontiera:



O1. Analizarea aspectelor teoretico-conceptuale ale motivarii personalului si implicatiilor
manageriale asupra acesteia;

O2. Evidentierea gradului de motivare al personalului din structurile Politiei de Frontiera;

O3. Identificarea gradului Tn care sistemul de apreciere a performantelor este influentat de
motivatia angajatilor din structurile Politici de frontiera.

O4. Identificarea nivelului in care modalitatile de evaluare a personalului din structurile
Politiei de Frontiera modifica direct nivelul de implicare in activitatile profesionale, si indirect
nivelul de motivatie a personalului.

O5. Depistarea primelor efecte ale pandemiei fata de motivatia personalului din structurile
Politiei de Frontiera.

O6. Identificarea unor strategii eficiente de motivare a personalului in structurile Politiei
de Frontiera;

Aceste obiective si intrebari au stat la baza cercetdri noastre si ne-au orientat spre
conturarea a cinci ipoteze. Demersul stiintific are la bazd urmatoarea ipotezda centrala:
,motivarea resurselor umane este un factor declansator al performantei institutiei”.
Ipotezele asociate cercetdrii noastre sunt urmatoarele:

L. Ipoteza 1: Motivarea este un factor important de crestere a performantei resurselor

umane din structurile Politiei de Frontiera.

2= Ipoteza 2: Relativitatea evaludrilor manageriale afecteazd nivelul de implicare a

politistului de frontiera.

3= % lpoteza 3: Motivarea este o parghie strategica pentru crearea unui climat optim de

lucru in activitatile desfasurate in structurile Politiei de Frontiera.

4 lIpoteza 4: Sistemul de apreciere a performantelor din structurile Politiei de Frontiera

este influentat direct proportional de motivatia angajatilor.

- Ipoteza 5: Exista o corelatie semnificativa statistic intre factorii contextuali (cultura

organizatiel, marimea organizatiei, domeniul de activitate, strategia organizatiei, alte practici
ale managementului resurselor umane) ai evaluarii angajatilor din structurile Politiei de

Frontiera si nivelul de implicare in activitatile profesionale.



STRUCTURA TEZEI DE DOCTORAT

Principala tema a cercetarii se concentreaza asupra conducerii in cadrul entitatilor
autohtone, examinand influentele asupra formarii, dinamicii, eficientei si perfectionarii
grupurilor de lucru, precum si asupra motivatiei, conflictelor, negocierilor si culturii
organizationale. Importanta acestei probleme rezidad in faptul cd performanta unei organizatii
este influentatd de comportamentul managerial adoptat si pus in practicad. Prin urmare, am
considerat necesara clarificarea conceptelor si identificarea factorilor implicati in acest proces,
ce la momentul actual ajutd la gestionarea entitatilor publice sau private. Astfel primele trei
capitole ale cercetarii noastre - Motivarea ca factor de crestere a performantei resurselor
umane din structurile Politiei de Frontiera - va trata notiunile teoretice structurate dupa
cum urmeaza:

. Tn primul capitol denumit - ,,Sinergia dintre managementul performantei si
managementul strategic al resurselor umane: optimizarea potentialului uman” au fost
prezentate aspecte referitoare la managementul resursei umane, focalizandu-ne pe specificul
Ministerului Afacerilor Interne. Ulterior a fost aprofundat managementul performantei
angajatilor si implicit evaluarea performantei angajatilor.

. Tn cel de-al doilea capitol al cercetarii —,, Performanta resurselor umane in
cadrul Politiei de frontiera: management si evaluare” a fost descris managementul
performantei in structurile Politiei de Frontiera. Stilul de conducere al liderilor din structurile
Politiei de Frontiera raportat la performanta si rolul factorilor contextuali in evaluarea
performantelor au fost supuse atentiei noastre. La finalul capitolului au fost detaliate teoretic
metodele de evaluare a performantei in cadrul Politiei de Frontiera.

. Tn cel de-al treilea capitol al tezei — “Motivarea resurselor umane din
structurile Politiei de Frontierda — cale de crestere a performantei” — au fost prezentate
consideratii generale privind motivatia umana si teoriile motivationale insotite de
mecanismele motivatiei din structurile Politiei de Frontiera, iar la final a fost analizata relatia
motivatie - performanta.

. In cadrul capitolului patru al cercetirii - Pozifionarea epistemologicd a
cercetarii cu tema ,,Motivarea ca factor de crestere a performantei resurselor umane din
structurile Politiei de Frontiera” - este descrisa pozitionarea epistemologica a lucrarii, prin
inscrierea acesteia in doud curente epistemologice: pozitivism §i constructivism. Totodatd in

cadrul capitolului au fost enuntate obiectivele, ipotezele cercetdrii, metodologia de lucru si
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instrumentele folosite Tn cadrul studiului empiric intreprins. Subsecvent, au fost supuse
testarii si confirmarii atat obiectivele cat si ipotezele cercetarii.

. Tn ultimul capitol “Performantd excelentd prin motivatie -  propunerii
inovatoare pentru succes in institutii” au fost evidentiate concluziile cuprinzatoare ale
cercetarii, contributiile noastre personale, precum si limitele intalnite in cadrul studiului. De
asemenea, am delimitat directiile ulterioare pe care cercetarea le-ar putea aborda, punand
astfel bazele pentru perspective noi si captivante.

Contextul pandemic in care s-a desfasurat cercetarea este principalul element de
noutate si factor de influentd major al motivatiei si implicit performantei angajatilor.
Resursele umane din institutia analizata au fost supuse unor noi obligatii survenite in urma
contextului provocat de virusul Sars-Cov-2.

La finalul cercetarii stiintifice, am ajuns la cateva concluzii generale, fundamentate pe
rezultatele studiului nostru. Au fost prezentate principalele aporturi individuale, impreuna cu
constrangerile cercetirii, insotite de posibilele trasee pentru investigatii viitoare. In privinta
contributiei personale la dezvoltarea domeniului stiintific rezultatd in urma procesului
cercetarii intreprinse, aceasta este de natura: teoretica, empirica si interdisciplinara. Aporturile
atat teoretice, cat si empirice sunt reflectate in modelele dezvoltate pe baza conceptelor si
teoriilor explorate in sfera managementului resurselor umane, in evaluarea nivelului de
motivatie si performantd in contextul pandemiei, precum si in metodele utilizate pentru
procesarea, analiza si interpretarea datelor obtinute in urma cercetarilor desfasurate (atat de tip
calitativ, cat si cantitativ), precum si in evidentierea concluziilor relevante. Contributia la
nivel interdisciplinar constd in modalitatea de abordare si includere a unor elemente din
multiple discipline, precum managementul resurselor umane, managementul performantei,
sociologie, psihologie si economie.

Teza de doctorat dispune de o bibliografie ampla de peste 200 de surse bibliografice
(carti, articole stiintifice, sitteuri, documente legislative), atent selectionata pentru a asigura
fundamentarea corespunzatoare a continutului lucrdrii. Aceasta cuprinde carti si articole
relevante, semnate de autori recunoscuti din literatura de specialitate autohtona si straina.
Sursele bibliografice reflectda informatii recente si sunt orientate catre cele mai actuale

tendinte si evolutii din domeniile studiate.

11



CONCLUZII COMPREHENSIVE: PERSPECTIVE
INDIVIDUALE, IMPACT SI PROVOCARI iN ABORDAREA
VIITOARE

—

Succesul entitatilor depinde in mare masura de resursele umane detinute. La randul
sau, atat calitatea muncii efectuate, cit si implicarea In procesele desfasurate, este influentata
major de motivatia pe care o au angajatii. Sistemul resurselor umane (al necesitatilor,
valorilor, gradul de motivatie) va determina performantele individuale si institutionale.

In primul capitol am prezentat principalele trisituri ale managerului performant
(conform viziunii noastre). Caracteristicile referitoare la inovatore, optimism, meticulozitate,
responsabilitate, criticism, obiectivitate, rabdare, orientare spre viitor, claritate In gandire,
adaptabilitate (indeosebi in fata limbajelor interlocutorului), disciplina, echilibru emotional si
incredere sunt pe lista unui manager performant. Acesta este un fin observator, crede in
fortele proprii si in echipa sa. Cu cat un manager intelege mai bine comportamentul
subordonatilor, cu atit va fi capabil sa influenteze comportamentul lor. In contextul actual,
managerii au misiunea de a coordona si corela performantele economice ale organizatiei cu

Tn cel de-al doilea capitol am descris procesul de evaluare a performantelor. Acesta
fiind acea activitate permanentd ce ofera angajatilor posibilitatea de a-si expune aspiratiile si
greutitile de la locul de munci, detensionand relatiile conflictuale posibile. In desfasurarea
acestui proces, se recomanda adoptarea unei abordari pozitive, constructive si orientatd spre
viitor in evaluare, in locul unei abordari negative, distructive sau concentrate pe trecut.
Evaluarea propriu-zisa efectuata in structurile Politiei de Frontierd se bazeaza pe o discutie
(interviu) intre conducator (evaluator) si colaborator (evaluat). In concluzie, este crucial ca
evaluarea sa acopere atat aspectele cantitative, reflectand nivelul de indeplinire a sarcinilor,
cat si aspectele calitative, care includ dificultatea sarcinilor rezolvate si modalitatea de
abordare utilizata.

Tn capitolul trei am studiat motivatia si performanta plecand de la nevoile institutiilor,
analizand persoanele responsabile cu resursele umane, implicit managerii Politiei de frontiera.
Pentru a intelege nevoile subordonatilor, managerii (comandantii) trebuie sad-si formeze
abilitati si deprinderi prin intermediu carora sa perceapa realitatea subordonatilor lor. Am
sintetizat ideile celor mai semnificative teorii motivationale existente si ne-am oprit atentia pe
modelul propus de Vroom. Prin acest model se determina tipului de comportament asteptat, se
face cunoscut si se construieste un sistem etic. Acest sistem corect (nu echitabil) se bazeaza
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pe ideea ca indivizii sunt diferiti si de aceea recompensele diferite vor trebui utilizate pentru a
motiva diferit indivizii. Daca angajatii pun accent pe motivarea externda atunci se pune
accent pe promovare si salarizare. Daca angajatii au valori de recompensa internd atunci Se
impun modificari in natura postului pentru ca acesta sa devina atractiv. O altd teorie cu
aplicabilitate pe domeniul institutiei analizate a fost cea propusa de Skinner (teoria
conditionarii operante). In cadrul ei se impune respectarea a doud conditii: stimulii sa fie clar
identificabili de catre angajati, iar performanta sd se reflecte In consecinte pozitive si
rezultatele slabe in consecinte negative. Obtinerea satisfactiei profesionale reprezintd un
succes pentru sistemul de management, consolidandu-i autoritatea si influenta in relatia cu
angajatii.

In privinta tipologiei motivatiei ne-am focalizat pe cele ce se regisesc predominat si Tn
structurile Politiei de Frontiera: motivatia pozitiva - negativd, motivatia intrinsecd —
extrinsecd, si nu in ultimul rand cea pe care se pune accent in criza provocata de virusul Sars-
Cov-2: motivatia afectiva si spirituala. Aprecierile si sprijinul pot fi utilizate si in situatii de
lucru obisnuite, pentru a evidentia progresul subordonatilor sau pentru a Incuraja actiunile lor

viitoare.

Cercetarea calitativa Intreprinsa

In cadrul cercetarii calitative intervievatii afirma faptul ca: “evaludrile actuale sunt
destul de formale, chiar daca acestea doresc sa cuprinda intreaga activitate a angajatului si
sa reflecte in mod obiectiv punctele forte si punctele slabe ale acestuia, fara a aduce prea
multa motivatie personalului evaluat”. Din pacate la nivelul Politiei de Frontiera Romane nu
existd cu adevarat o strategie de motivare a personalului la nivel formal, nu se pune accent pe
acest lucru, cu exceptia recompenselor prevazute in Statutul Politistului. Astfel rolul
managerului devine cu atdt mai provocator, el fiind responsabil pentru declansarea
mobilurilor interne ale membrilor echipei din subordine, dar si pentru mentinerea si sustinerea
comportamentului motivator. Managerul poate apela la cointeresarea angajatului Tn raport cu
ceea ce face pentru a creste gradul de motivare a acestuia si a aplica un stil de management
democratic sau participativ.

Datorita informatiilor colectate prin intermediul interviului, prin care am constat ca
evaluarea personalului din structurile Politiei de Frontierd este mai mult formala si nu
determind o influentd majora asupra nivelului de implicare a angajatilor, am considerat
necesar un volum mai mare de raspunsuri referitoare la ipoteza a doua a cercetdrii. Astfel in
cadrul chestionarului pe langa depistarea nivelului de motivatie existent in randul personalului

din structurile Politiei de Frontiera, a fost analizatd modalitatea de apreciere a performantelor,
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modalitatea de evaluare a personalului si nu in ultimul rand perceptia referitoare la virusului
Sars-Cov 2 in raport cu locul de munca.

Tot prin intermediul cercetarii calitative am propus si testat strategii de motivare ce
ajutd la cresterea performantei in cadrul institutiei. Acestea au fost acceptate integral de catre
intervievatii din structurile Inspectoratului General al Politiei de Frontiera Sighetul Marmatie.
Astfel recompensarea, crearea unei culturi in care sunt apreciate rezultatele angajatilor,
flexibilitate, autonomie si reducerea nivelului de stres, crearea oportunitatilor de dezvoltare
profesionald au fost strategii alese prioritar de ambele categorii de intervievati. Pe cand
recunoasterea meritelor angajatilor utilizdnd platformele de social- media si acordarea
cadourilor personalizate sunt strategii preferate ale intervievatilor cu functie de conducere. In
timp ce introducerea unor programe de mobilitate la nivel global; cresterea gradului de
transparentda in evolutia profesionalda, siguranta locului de munca sunt strategii ale
intervievatilor cu functie de executie.

Cercetarea cantitativa intreprinsa

Tn cadrul primei parti a chestionarului sunt testate zece metode de motivare legate de
institutie apreciate de angajatii din cadrul Politiei de frontiera (prezentate in tabelul 1).

Tabelul 1. Metode de motivare legate de institutie apreciate de angajatii din cadrul
Politiei de frontiera

1 feedbackul permanent al rezultatelor si performantei 70,48
2 acceptarea tuturor membrilor echipei 87,62
3 tratarea echitabila a membrilor echipei 87,14
4 consultanta in cariera oferita de managerul direct 81,90
5 sprijin in identificarea potentialului fiecarui membru al 78,57
echipei
6 incurajarea asertivitatii 72,86
7 dezvoltare vivifianta 72,38
8 oferirea de oportunitati de mentoring 71,43
9 Tncurajarea networking-ului 71,90
10 Tncurajarea participarii la procesul de conducere 70,48

Sursa: Elaborat de autor

In privinta sistemul de apreciere a performantelor din structurile Politiei de

Frontiera, in partea a doua a cercetdrii cantitative identificim perceptia respondentilor.
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Astfel majoritatea respondentilor il catalogheaza ca fiind eficient adica un procent de
87,62%, din care 12,38% sustin ca este foarte eficient, 32,86% afirma ca este eficient si
42,38% il considera destul de eficient. Astfel putem afirma ca sistemul de apreciere a
performantelor este destul de eficient si cu siguranta ii sunt necesare unele imbundtatiri sau o
dezvoltare pe viitor.

De retinut faptul ca, conform informatiilor cercetarii cantitative majoritatea
respondentilor considera ca:

v" nivelul de incredere in ceilalti membrii ai echipei este foarte dezvoltat (74,28%);

v" nivelul de satisfactie este dezvoltat sau foarte dezvoltat in cadrul institutiei din care fac
parte (64,28%);

v" resursele materiale asigurate pentru desfasurarea activitatii se afla la un nivel ridicat de
dezvoltare (68,10%);

v' securitatea fizica este un factor existent si dezvoltat in cadrul activitatii zilnice a
institutiei analizate (66,19%);

V" echilibru munca - viata este foarte dezvoltat sau dezvoltat in cadrul institutiei din care
fac parte;

v afirmd cd nivelul de responsabilitate din institutiec este dezvoltat sau foarte
dezvoltat (77,14%);

V' institutia are un grad dezvoltat sau foarte dezvoltat de eficienta (72,85%);

v" in cadrul institutiei existd un nivel dezvoltat al stresului (55,71%). Putem afirma ca in
cadrul institutiei analizate stresul se resimte la un nivel dezvoltat, un lucru mai putin
imbucurdtor pentru nivelul motivatiei personalului;

V' existd un nivel ridicat de risc in institutia lor (78,10%);

V" institutia analizata are obiectivele clar definite (68,09%);

V' existd un nivel dezvoltat al acceptarii erorilor in cadrul institutiei (54,28%);

v/ existd un nivel dezvoltat al politicii de resurse umane in cadrul institutiei din care fac
parte (58,58%);

v institutia analizatd managementul inspira optimist (81,90%);

v' se simt motivati atunci cdnd managerul stabileste in mod clar obiectivele si le ofera
libertatea de a alege metodele de Tndeplinire a acestora (80%);

v" personalul institutiei analizate se simte motivat cand managerul le recunoaste meritele
si 11 recompenseaza (81,43%);

v detin o atitudine proactiva si pozitiva in rezolvarea problemelor pe parcursul
activitatilor desfasurate zilnic (84,76%);

v" desfasoara o activitate curenta in care isi pot pune amprenta si pot contribui veridic la
schimbare (78,57%).

v/ angajatii se simt mult mai motivati atunci cdnd managerii, care le evalueaza
performanta, pun accent mai mult pe reusite decat pe greseli (88,10%).

Totodatd, prin intermediul cercetdrii cantitative, au fost propuse Inca trei tipuri de

strategii de motivare ce ajuta la cresterea performantei in cadrul institutie: sa se elimine lucrul
sub presiune, acordarea de merite si titluri, avansari in grad si functie (ceea ce implica o
remuneratie mai mare §i o recunoastere a meritelor).

Factorii ce motiveaza performanta au fost cei mai activi in pandemie. Astfel pentru
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respondentii de sex masculin avem urmatoarea selectie in ordine descrescatoare: primirea de
recompense non-monetare (18%), un mediu de lucru care ma provoaca (16%), flexibilitatea
programului de lucru (15%), capacitatea de inspiratie (14%), corelatia performanta salariu
(13%) si satisfactia profesionald oferitd la locul de muncd (13%), nivelul salarial ridicat
(11%). Astfel primii trei factori alesi sunt relationati de motivatia non-financiara. Pe de alta
parte pentru respondentii de sex feminim avem urmatoarea selectie in ordine descrescatoare:
nivelul salarial ridicat (25%), corelatia performanta salariu (18 %), satisfactia personala
oferita de locul de munca (17%), capacitatea de inspiratie (16%), flexibilitatea programului de
lucru (11%), un mediu de lucru care ma provoaca (9% feminin), primirea de recompense non-
monetare (4%). Astfel, primii trei factori ce au mentinut performanta si nivelul de motivatie al
femeilor respondente in perioada recentei pandemii au fost de tipul motivatiei financiare.
Astfel resursele umane odata motivate, atat in cadrul unor companii cat si in cadrul
sistemelor publice nationale, provoaca de cele mai multe ori un mediu de lucru potrivit si
oportun dezvoltarii Societatii si implicit cresterea performantei entitagii.
Efectul pandemiei Covid 19 asupra motivatiei personalului
Astfel in contextul provocat de virusul Sars-Cov-2, am identificat prin intermediul
interviului faptul ca motivarea personalului este in scadere, deoarece existd opinii care sustin
ca “managementul in acest moment de criza nu a sustinut angajatul prin efectuarea testelor
PCR, in momentul aparitiei simptomatologiei specifice COVID 19”.
In finalul cercetirii cantitative am obtinut perceptia referitoare la virusului Sars-Covid
19 in raport cu locul de munca (adica: calitatea masurilor de protectie luate si dotarea cu
echipament individual, siguranta in ceea ce priveste dotarea materiald cu echipamente de
protectie necesare desfasurarii activitatii in institutie — grad de multumire, nivelul de informat
cu privire la riscurile locului de muncd) si impactul recentei pandemii asupra motivatiei
salariatului. Astfel cele patru criterii alocate Tn cadrul chestionarului sunt urmatoarele:
v’ Caracterizarea calitatii masurilor de protectie si dotarea cu echipament individual
Majoritatea respondentilor (62,38%) au selectat note mari precum 5, 6 si 7, pentru a
sustine ideea conform careia calitatea masurilor de protectie implementate si dotarea cu
echipament individual sunt de o calitate ridicata. Totodata notele de 2,3,4 sunt selectate de
37,62% din respondenti pentru evidentierea unei calitati inferioare a acestor masuri de
protectie si dotarea cu echipament individual.
v Protectia si siguranta la locul de munca
Perceptia respondentilor asupra sigurantei oferite de dotarea materiald cu
echipamente de protectie necesare desfasurarii activitatii curente. Astfel valoarea mediei

este de 3,15 iar valoarea minima este 1 si valoarea maxima este 4. Astfel gradul de
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multumire al respondentilor fata de dotarea materiald existenta in cadrul institutiei este unul
ridicat, faptul sustinut de faptul ca majoritatea respondentilor (60,48%) sunt foarte multumiti.
Cu toate acestea 33,33% se considera nemultumiti, iar 6,19% foarte nemultumiti.
v Informarea cu privire la riscurile locului de munca
Majoritatea respondentilor (78,58%) sustin cd sunt suficient de bine informati cu
privire la riscurile locului de munca, ei selectand note de 8, 9 si 10. Totodata notele de 2, 6
si 7 evidentiaza faptul ca 21,42% din respondenti se considera insuficient de bine informati
cu privire la riscurile recentei pandemii. Astfel este edificator gradul de multumire al
personalului institutiei analizate cu privire la aceasta informare asupra riscurilor posibile.
v'Impactul motivatiei aduse de pandemie
Majoritatea respondentilor (84,81%) au selectat note mari precum 7, 8, 9 si 10
pentru a-si exprima impactul ridicat resimtit asupra motivatiei personale in contextul
pandemiei. Cu toate acestea 15,19 % din respondenti considera ca criza externa declansata
de virusul Sars-Cov 2 a avut un impact intr-o masura extrem de mica pentru activitatea lor
si pentru starea lor mentala.
Tn tabelul 2. am sintetizat rezultatele validarii ipotezelor cercetate.

Tabelul 2. Rezultatele Tn urma cercetarilor intreprinse - ipoteze
Ipotezele tezei Modalitatea de Validat/

verificare invalidat
Ipoteza 1: Motivarea este un factor Cercetarea calitativa Validata
important de crestere a performantei resurselor (intrebarea treia a
umane din structurile Politiei de Frontiera. interviului) si cantitativa
(intrebarea 20 si 21)
Ipoteza 2: Relativitatea evaluarilor Cercetarea calitativa si Validata
manageriale afecteazd nivelul de implicare a  cantitativd (intrebarea
politistului de frontiera. 36.1)
Ipoteza 3: Motivarea este o parghie  Cercetarea cantitativa Validata
strategica pentru crearea unui climat optim de (intrebarea 36.2)

lucru n activititile desfasurate in structurile
Politiei de Frontiera.

Ipoteza 4: Sistemul de apreciere a  Cercetarea cantitativa Validata
performantelor din structurile Politiei de (intrebarea 36.3)
Frontiera este influentat direct proportional de
motivatia angajatilor.

Ipoteza 5:  Exista o  corelatie  Cercetarea calitativa Validata
semnificativa statistic Intre factorii contextuali  (intrebarea a cincea a
(cultura organizatiei, mirimea organizatiei, interviului)

domeniul de activitate, strategia organizatiei,
alte practici ale managementului resurselor
umane) ai evaludrii angajatilor din structurile
Politiei de Frontiera si nivelul de implicare in
activitatile profesionale.

Sursa: Elaborat de autor
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APORTURILE PERSONALE ALE TEZEI DE DOCTORAT

Aceasta cercetare aduce o contributie substantiald Tn extinderea perspectivelor
limitate de cunoastere privind orientarea motivationala a membrilor personalului din cadrul
entitatilor subordonate Inspectoratului Teritorial al Politiei de Frontiera si modalitatile prin
care aceasta se concretizeaza Intr-un context national caracterizat de o economie aflatd in
proces de dezvoltare. Descoperirile obtinute ofera managementului o perspectiva valoroasa
asupra proceselor motivationale permitand adaptarea unor strategiile motivationale
adecvate. Aceste strategii pot avea un impact semnificativ asupra retentiei angajatilor
valorosi.

Prin intelegerea aprofundata a modului n care factori motivationali diferiti afecteaza
generatiile intr-un context specific de dezvoltare economica, aceasta cercetare oferd o
perspectiva inovatoare si originald asupra mediului de lucru. Astfel, rezultatele obtinute au
potentialul de a contribui la crearea unor medii institutionale mai motivate si sustenabile,
prin adaptarea strategiilor de management si dezvoltarea unor practici eficiente de retentie a
angajatilor valorosi.

Exista si alte contributii personale in domeniul cercetat. Acestea includ:

. Cercetarea si analiza riguroasda a celor mai semnificative lucrdri de
specialitate si studii stiintifice referitoare la motivarea angajatilor, oferind o intelegere
profunda a factorilor motivationali si a strategiilor asociate.

. Examinarea criticd a celor mai importante teorii si modele motivationale,
evidentiind cd nu existd o singurd teorie universal valabild in acest domeniu. Aceastd
abordare deschisa si echilibrata aduce contributii in ceea ce priveste Intelegerea complexa a
motivatiei angajatilor.

. Investigarea interdependentei dintre motivare si satisfactia la locul de munca,
subliniind natura reciprocd a acestei relatii. Am evidentiat cd motivarea si satisfactia se
influenteaza reciproc, identificand interactiunile si mecanismele prin care aceste doua
aspecte se pot consolida reciproc.

. Analiza si intelegerea mediului institutional in care activeazd politistii de
frontiera din studiul meu, aducand in discutie factorii specifici si contextul particular in care
acestia 1si desfasoara activitatea.

" Dezvoltarea unei metodologii de cercetare inovatoare pentru investigarea

motivatiei angajatilor din cadrul Ministerului Afacerilor Interne. Am stabilit definitia clara a
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colectivitatii cercetate, am determinat mdarimea esantionului si am selectat metodele de
esantionare adecvate pentru a obtine date reprezentative.

. Crearea, testarea si utilizarea unui chestionar ca principal instrument de
colectare a datelor, asigurdndu-ne ca intrebarile sunt relevante si ca obtinem informatii
complete si valide pentru analiza ulterioara.

. Realizarea bazelor de date cu informatiile colectate prin intermediul
chestionarului, asigurdndu-ne ca datele sunt organizate si accesibile pentru analiza si
interpretarea ulterioara.

. Valorificarea datelor colectate prin validarea chestionarelor, procesarea,
analiza si interpretarea rezultatelor. Am utilizat metode statistice si tehnici de analiza pentru
a obtine intelegeri relevante si pentru a trage concluzii semnificative.

. Analiza si interpretarea informatiilor colectate din partea respondentilor,
evidentiind tendinte si modele specifice situatiilor motivationale ale generatiilor de angajati
din sistemul supus analizei.

. Identificarea si ierarhizarea situatiilor motivationale specifice generatiilor de
angajati din sistemul supus analizei, oferind o perspectiva mai detaliatd asupra preferintelor
si asteptdrilor acestora.

. Evaluarea gradului de satisfactie in munca - la nivelul intregului esantion.

. Evaluarea impactului efectelor pandemiei COVID-19 asupra personalului
analizat, analizdnd schimbarile si provocarile aduse de aceastd perioadd in motivatia si
satisfactia angajatilor.

. Propunerea unor strategii de motivare a personalului din institutiile
subordonate Inspectoratului Teritorial al Politiei de Frontiera Sighetul Marmatiei, avand in
vedere rezultatele si concluziile obtinute din cercetarea noastra. Aceste propuneri vizeaza
imbundtdtirea conditiilor de munca, stimularea profesionala si cresterea satisfactiei
angajatilor.

Prin aceste contributii, aducem noi perspective si intelegeri in domeniul motivarii
angajatilor si al dezvoltarii strategiilor eficiente pentru a promova satisfactia si implicarea

lor in organizatii.
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PROVOCARI IN ABORDAREA VIITOARE

Analizand limitarile identificate anterior, este esential sa recunoastem ca cercetarea
stiintifica prezentatad poate fi imbunatatita si este necesar sd identificam directii viitoare de
cercetare care sa abordeze aceste aspecte. Astfel, propunem urméatoarele sugestii:

. Pentru a imbunatéti nivelul de obiectivitate al studiului, se poate lua in
considerare dezvoltarea si utilizarea unor metode noi si inovatoare de cercetare. Aceste
metode ar putea implica utilizarea tehnologiilor avansate, cum ar fi monitorizarea
electronicd sau tehnici de colectare a datelor in timp real, pentru a reduce subiectivitatea si a
obtine informatii mai precise.

. Pentru a obtine o imagine mai completd si reprezentativa, este important ca
cercetarea sa fie extinsa la alte niveluri ale institutiilor din cadrul Politiei de Frontiera
Roméne, nu doar in cadrul judetului sau regiunii, ci si la nivel national. Aceasta ar permite o
intelegere mai ampla a motivatiei si satisfactiei angajatilor din diverse contexte si ar oferi o
perspectiva mai cuprinzdtoare asupra fenomenului.

. O extindere interesantd a studiului ar fi prin includerea altor tari, cu niveluri
economice diferite, pentru a realiza o analizd mai profunda a influentei factorilor precum
nivelul de dezvoltare sau situatia sociala si politica asupra motivatiei angajatilor. Aceasta ar
contribui la intelegerea mai detaliatd a motivatiei in contexte culturale diverse si ar permite
comparatii relevante Intre tari.

Prin abordarea acestor directii viitoare de cercetare, putem Imbunatati calitatea si
relevanta studiului, aducand contributii semnificative la intelegerea motivatiei angajatilor si

la dezvoltarea unor strategii eficiente ih domeniu.
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186. Legea nr. 362/2004 privind abrogarea Legii nr. 46/1994 pentru organizarea si
functionarea Politiei de Frontiera Roméane: Aceastd lege a abrogat legea anterioard si a
reglementat aspectele organizatorice si de functionare ale Politiei de Frontiera.

187. Legea nr. 448/2006 privind protectia si promovarea drepturilor persoanelor cu
handicap: Desi aceasta nu este o lege specificd Politiei de Frontierd, aceasta reglementeaza
drepturile persoanelor cu handicap, inclusiv in contextul calatoriilor si trecerii frontierei.

188. Legea nr. 122/2006 privind azilul in Romania: Aceasta lege stabileste norme si
proceduri pentru acordarea si protectia azilului in Roméania si se aplicd si In contextul
controalelor de frontiera efectuate de Politia de Frontiera.

189. Legea nr. 298/2008 privind organizarea si functionarea Politiei de Frontiera Romane:
Aceasta lege stabileste structura, competentele si functionarea Politiei de Frontiera si clarifica
rolul acesteia 1n asigurarea securitatii frontierelor Romaniei.

190. Legea nr. 199/2010 privind regimul strainilor in Romania: Aceasta lege reglementeaza
regimul strdinilor care intrd, tranziteazd sau raman in Romania si este relevantd pentru
activitatea Politiei de Frontiera in gestionarea controalelor la frontierele Romaniei.

191. Hotararea de Guvern nr. 140/2012 pentru aprobarea Strategiei nationale de
management integrat al frontierei Romaniei pentru perioada 2012-2016: Aceasta hotarare
stabileste strategia si obiectivele Romaniei in gestionarea si securizarea frontierelor, precum si
rolul Politiei de Frontiera in implementarea acesteia.

192. Hotararea de Guvern nr. 876/2014 privind stabilirea cuantumului taxelor pentru actele
de frontierd si trecere a frontierei de stat ale Romaniei: Acest act stabileste taxele aplicabile
pentru diversele servicii de trecere a frontierei si actele de frontiera emise de catre Politia de
Frontiera.

193. Hotararea de Guvern nr. 570/2015 privind Strategia Cadru Multianuald pentru
gestionarea frontierelor externe ale Uniunii Europene 2015-2020: Aceasta hotarare se refera
la strategia Uniunii Europene pentru gestionarea frontierelor externe, iar Politia de Frontiera a
Romaniei contribuie la implementarea acesteia la nivel national.

194. Hotararea de Guvern nr. 1045/2015 privind documentele de calatorie ale cetatenilor
romani: Aceastd hotarare stabileste regulile privind documentele de calatorie necesare
cetdtenilor romani pentru a traversa frontierele Romaniei si reglementeaza activitatea Politiei
de Frontiera in aceasta privinta.

195. Regulamentul (UE) 2017/458 al Parlamentului European si al Consiliului din 15
martie 2017 de modificare a Regulamentului (UE) nr. 2016/399 in ceea ce priveste reteaua
Sistemului de Informatii al Schengen in legétura cu datele de célatorie ale persoanelor cautate

sau disparute: Acest regulament modifica Regulamentul privind codul Uniunii cu privire la
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regimul de trecere al frontierei si se referd la datele de calatorie ale persoanelor cautate sau
disparute, relevante pentru activitatea Politiei de Frontiera.

196. Hotararea de Guvern nr. 46/2018 pentru stabilirea criteriilor si conditiilor de efectuare
a controlului la frontiera de stat, precum si a formalitatilor specifice trecerii frontierei de stat
de catre persoane si mijloace de transport: Aceastd hotarare stabileste criteriile si conditiile de
control la frontiera de stat si reglementeaza formalitatile pentru trecerea frontierelor de catre
persoane si mijloace de transport.

197. Ordinul MAI nr. 210/2017 privind aplicarea Regulamentului (UE) 2016/399 al
Parlamentului European si al Consiliului din 9 martie 2016 privind codul Uniunii cu privire la
regimul de trecere al frontierei: Acest ordin detaliaza modul in care se aplica regulamentul
Uniunii Europene privind trecerea frontierei si pune in aplicare masurile la nivel national.

198. Hotararea de Guvern nr. 1057/2019 pentru aprobarea Regulamentului-cadru de
organizare si functionare a Politiei de Frontiera Romane: Acest regulament detaliazd modul in
care functioneazd Politia de Frontierd, stabilind atributiile si responsabilitatile personalului si
a altor structuri ale institutiei.

199. Legea nr. 362/2019 pentru modificarea si completarea Legii nr. 362/2004 privind
abrogarea Legii nr. 46/1994 pentru organizarea si functionarea Politiei de Frontierda Romane:
Aceastd lege aduce modificari si completari la Legea privind organizarea si functionarea
Politiei de Frontiera, actualizand si reglementand aspecte specifice.

200. Hotararea de Guvern nr. 204/2016 privind modificarea si completarea Hotararii
Guvernului nr. 1057/2019 pentru aprobarea Regulamentului-cadru de organizare si
functionare a Politiei de Frontierda Romane: Aceastd hotdrdre aduce modificari la
regulamentul-cadru care stabileste organizarea si functionarea Politiei de Frontiera.

201. Hotararea de Guvern nr. 529/2019 pentru aprobarea Normelor metodologice de
aplicare a Legii nr. 362/2004 privind abrogarea Legii nr. 46/1994 pentru organizarea si
functionarea Politiei de Frontiera Romane: Aceste norme metodologice ofera detalii
suplimentare si clarificdri cu privire la aplicarea Legii privind organizarea si functionarea
Politiei de Frontiera.

202. Conventia de aplicare a Acordului Schengen: Acesta este un document international
important, care stabileste norme si proceduri pentru eliminarea controlului la frontierele
interne ale statelor membre ale spatiului Schengen si pentru consolidarea controlului la
frontierele externe comune, inclusiv in ceea ce priveste cooperarea intre Politia de Frontiera

din diferite state membre.
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203. Legea nr. 55/2020 privind unele masuri pentru prevenirea si combaterea efectelor
pandemiei de COVID-19: Aceasta lege a fost adoptata de catre Parlamentul Romaniei pentru
a stabili masuri specifice n contextul pandemiei de COVID-109.

204. Hotararea Guvernului nr. 394/2020 privind declararea starii de alertd si masurile care
se aplica pe durata acesteia pentru prevenirea si combaterea efectelor pandemiei de COVID-
19: Aceasta hotarare a Guvernului Romaniei a instituit starea de alerta si a stabilit masurile
aplicabile pentru prevenirea si combaterea pandemiei de COVID-19.

205. Ordonanta Militard nr. 1/2020 privind masuri de prevenire a raspandirii COVID-19:
Aceastd ordonanta militard a fost emisd pentru a reglementa masurile specifice in timpul starii
de urgenta sau a starii de alerta.

206. Ordinul Ministerului Sanatatii nr. 1.718/2020 pentru aprobarea Normelor de aplicare a
masurilor de prevenire a raspandirii COVID-19: Acest ordin ministerial a stabilit norme si
protocoale specifice privind prevenirea si gestionarea COVID-19 in diverse medii si contexte.

207. Hotararea Guvernului nr. 476/2020 privind prelungirea starii de alertd pe teritoriul
Romaniei: Aceastd hotarare a Guvernului a prelungit starea de alertd in Romania si a stabilit
noi masuri aplicabile pentru gestionarea pandemiei de COVID-19.

208. Legea nr. 136/2020 privind instituirea unor masuri in domeniul sanatatii publice in
situatii de risc epidemiologic si biologic: Aceastd lege stabileste norme generale privind
sandtatea publica si masurile aplicabile in situatii de risc epidemiologic si biologic, inclusiv
pandemia de COVID-19.

209. Ordonanta de urgentd a Guvernului nr. 158/2020 privind instituirea unor masuri in
domeniul sanatatii publice n situatii de risc epidemiologic si biologic: Aceasta ordonanta de
urgentd a completat Legea nr. 136/2020 si a stabilit mdsuri suplimentare pentru gestionarea
pandemiei de COVID-19.

210. Ordinul Ministerului Sanatatii nr. 1.290/2020 pentru aprobarea Masurilor generale de
prevenire si control a infectiei cu virusul SARS-CoV-2 la locul de munca: Acest ordin
ministerial a stabilit masuri specifice pentru a preveni si controla infectia cu virusul SARS-
CoV-2 in mediul de lucru.

211. Ordinul Ministerului Sanatatii nr. 1.814/2020 pentru modificarea si completarea
Anexei la Ordinul ministrului sanatatii nr. 1.290/2020 privind aprobarea Masurilor generale
de prevenire si control a infectiei cu virusul SARS-CoV-2 la locul de munca: Acest ordin
ministerial a adus modificari la masurile generale de prevenire si control a infectiei cu SARS-

CoV-2 la locul de munca.
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212. Decretul Presedintelui Romaniei nr. 195/2020 pentru prelungirea starii de urgenta pe
teritoriul Romaniei: Acest decret prezidential a prelungit starea de urgentd in Romania si a
stabilit noi masuri pentru gestionarea pandemiei de COVID-109.

213. Decretul Presedintelui Romaniei nr. 240/2020 privind instituirea stdrii de alerta pe
teritoriul Romaniei: Acest decret prezidential a instituit starea de alerta in Romania, Tnlocuind
starea de urgenta, si a stabilit noi masuri pentru combaterea pandemiei de COVID-19.

214. Decretul Presedintelui Romaniei nr. 240/2020 privind declararea starii de urgenta pe
teritoriul Romaniei: Acest decret prezidential a declarat starea de urgenta in Romania n
contextul pandemiei de COVID-19 si a stabilit masurile care sa fie aplicate pe durata starii de

urgenta.
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THE IMPORTANCE, CONTEMPORARYNESS AND
INNOVATION OF THE THEME

Globalization in the third millennium poses various challenges to transnational
business and the economic environment as a whole. They affect both public institutions and
bodies, as well as the culture and political-economic factors specific to the respective society.
In addition, when considering these aspects, it is crucial to pay attention to the human factor,
i.e. the workforce. Competitive advantages are largely achieved through the skills that human
resources develop.

In this very competitive period, an increased concern over the future directions of
human resources management is required, especially for specialists in human resources
management. Currently, an important trend is to recruit staff for specific departments who
possess both professional and managerial skills. In this sense, the main trends of human
resource management (HRM) to be considered are highlighted: globalization of human
resources, leadership development, conversion of knowledge and skills into behaviours,
humanization of the work environment - flexible hours, changing demographics, moving the
decision-making process closer of the customer, alternative rewards programs, increased
politicization, human resources as business partners, increased delegation of human resources

and e-commerce.

The place of the research and the main aspects addressed in the paper

At the beginning of the 21st century, the main concern of public services is aimed at
improving and supporting the employer's competitiveness on the labor market, with the aim of
attracting and maintaining competent employees. Thus, a quality management is required, a
permanent development of the employment system and the working environment. In the
public sector, human resources management studies the ways of making and using the tools,
practices, strategies and leadership needed in the effective implementation of government
policies. Within this type of management, personnel policies are integrated with strategies,
budgets and public management components.

Globally, leadership is a major concern because the behaviour of managers directly
influences the effectiveness of entities. For this reason, current scientific research focuses on
studying the methods of improving leadership skills and selecting leaders who possess the

skills and capabilities necessary to successfully fulfill such roles.
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The essential premise is that the leader is a particularly influential individual because
of his or her firmly established ability to exert a significant influence on the productivity level
of each entity. By developing and implementing standards, goals, and priority actions, a

leader generates significant changes in the day-to-day performance of an organization.

Performance = Abilities * Motivation* The role of the individual in the

organization

Until now, numerous answers to the questions regarding what motivates employees
have been identified and provided in the specialized literature. Concepts and theories related
to motivation and performance were also stated, as well as the elements that influence the

increase, maintenance or decrease of the degree of motivation of human resources.

\. FIELD OF RESEARCH

The area of investigation presents a significant relevance in the context of the
experimental approach to the processes of perception and emotion, bringing to attention a
series of specific problems that influence the dynamics of institutional management. An
important aspect is staff motivation, a complex process with far-reaching implications for the
overall functioning of an institution, team or work group.

The fundamental objective of the undertaken research is to verify the extent to which
motivation is a determining factor in the performance of the employees within the
structures of the Border Police. Thus we will explore the link between motivation and
employees™ performance within the structures of the Border Police. By carefully analyzing
this relationship, it is desired to offer concrete recommendations and suggestions, in order to
improve the motivation level of human resources in the territorial structures directly

subordinated to the General Inspectorate of the Border Police (highlighted in figure no.1).
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General Inspectorate of the Border
Police

|
Territorial Inspectorates of the Border Educational institutions for staff
Police and the Coast Guard training and specialization

Border Police Territorial Services

Sectors of the Border Police

Border Police points

Figure no.1. The structure of the General Inspectorate of the Border Police
Source: Prepared by the author
During the research, the following questions were developed, from which we started the
research process:
= To what extent is motivation a factor in increasing the performance of human
resources?
= What are the favourite motivation methods among the employees of the Border Police
structures in the Territorial Inspectorate of the Sighetul Marmatiei Border Police?
= How motivated do the employees of the Border Police structure within the Territorial
Inspectorate of the Sighetul Marmatiei Border Police feel?
= To what extent does the current evaluation modality influence the level of
involvement of the employees of the Border Police structures
= To what extent does the current evaluation method influence the level of staff
motivation?
= What changes affect the level of motivation of human resources within the General
Inspectorate of the Border Police in the national context affected by the current pandemic?
From the central objective resulted six derived objectives that analyze the context of
motivation and performance in the institutions subordinated to the General Inspectorate of the
Border Police:

O1. Analyzing the theoretical-conceptual aspects of staff motivation and the managerial
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implications on it;

O2. Highlighting the degree of motivation of the personnel from the Border Police
structures;

O3. Identifying the degree to which the performance appraisal system is influenced by the
motivation of the employees of the Border Police structures.

O4. Identificarea nivelului in care modalitatile de evaluare a personalului din structurile
Politiei de Frontiera modifica direct nivelul de implicare in activitatile profesionale, si indirect
nivelul de motivatie a personalului.

O4. Identifying the level in which the evaluation methods of the Border Police structures
directly change the level of involvement in professional activities, and indirectly the level of
motivation of the staff.

O5. Detecting the first effects of the pandemic in relation to the motivation of the
personnel in the Border Police structures.

O6. Identifying effective strategies to motivate staff in the Border Police structures;

These objectives and questions were the basis of our research and guided us towards
outlining five hypotheses. The scientific approach is based on the following central
hypothesis: ""the motivation of human resources is a triggering factor of the institution’s
performance’. The hypotheses associated with our research are the following:

1. & Hypothesis 1: Motivation is an important factor in increasing the performance of
human resources in the structures of the Border Police.

2. L Hypothesis 2: The relativity of managerial evaluations affects the level of border
police involvement.

3= S Hypothesis 3: Motivation is a strategic lever for the creation of an optimal working
climate in the activities carried out in the structures of the Border Police.

4.\ Hypothesis 4: The performance appraisal system in the structures of the Border Police
is influenced directly proportionally by the motivation of the employees.

5§ Hypothesis 5: There is a statistically significant correlation between the contextual
factors (the culture of the organization, the size of the organization, the field of activity, the
strategy of the organization, other human resources management practices) of the evaluation
of the employees in the Border Police structures and the level of involvement in the

professional activities.
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U THE STRUCTURE OF THE PhD THESIS T

The main research theme focuses on the leadership within domestic entities,
examining the influences on the formation, dynamics, effectiveness and improvement of the
working groups, as well as on motivation, conflicts, negotiation and organizational culture.
The importance of this problem lies in the fact that the performance of an organization is
influenced by the managerial behaviour adopted and put into practice. Therefore, we
considered it necessary to clarify the concepts and identify the factors involved in this
process, which currently help to manage the public or private entities. Thus, the first three
chapters of our research - Motivation as a factor for increasing the performance of human
resources in the structures of the Border Police - will deal with the theoretical notions
structured as follows:

. In the first chapter called - "Synergy between performance management and
strategic management of human resources: optimization of human potential” aspects related
to human resource management were presented, focusing on the specifics of the Ministry of
Internal Affairs. Later, employees performance management and implicitly employees
performance evaluation was deepened.

. In the second chapter of the research - "Performance of human resources
within the Border Police: management and evaluation” performance management in the
structures of the Border Police was described. The management style of the leaders in the
Border Police structures related to performance and the role of contextual factors in
performance evaluation were subjected to our attention. At the end of the chapter, the
performance evaluation methods within the Border Police were theoretically detailed.

" In the third chapter of the thesis - "Motivation of human resources in the
structures of the Border Police - way to increase performance” - general considerations
regarding human motivation and motivational theories accompanied by the mechanisms of
motivation in the structures of the Border Police were presented, and at the end, the
motivation - performance relationship was analyzed.

. Within the fourth chapter of the research — The epistemological positioning of
the research with the theme "Motivation as a factor of increasing the performance of human
resources in the structures of the Border Police" - the epistemological positioning of the work
is described, by enrolling it in two epistemological currents: positivism and constructivism. At

the same time, within the chapter, the objectives, the research hypotheses, the working
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methodology and the tools used in the empirical study undertaken were stated. Subsequently,
both the research objectives and hypotheses were tested and confirmed.

. In the last chapter "Excellent performance through motivation - the innovative
proposal for success in institutions” the comprehensive conclusions of the research, our
personal contributions, as well as the limits encountered in the study were highlighted. We
have also delineated further directions that the research could take, thereby laying the
groundwork for new and exciting perspectives.

The pandemic context in which the research was carried out is the main element of
novelty and the major influencing factor of both the employees’ motivation and performance.
The human resources in the analyzed institution were subjected to new obligations arising
from the context caused by the Sars-Cov-2 virus.

At the end of the scientific research, we reached some general conclusions, based on
the results of our study. The main individual contributions have been presented, along with
the constraints of the research, accompanied by possible tracks for future investigation.
Regarding the personal contribution to the development of the scientific field resulting from
the research process undertaken, this is of theoretical, empirical and interdisciplinary nature.
Both theoretical and empirical contributions are reflected in the models developed based on
the concepts and theories explored in the field of human resources management, in the
evaluation of the level of motivation and performance in the context of the pandemic, as well
as in the methods used for processing, analyzing and interpreting the data obtained from the
conducted research (both qualitative and quantitative), as well as highlighting the relevant
conclusions. The interdisciplinary contribution consists in the approach and inclusion of some
elements from multiple disciplines, such as human resource management, performance
management, sociology, psychology and economics.

The doctoral thesis has an extensive bibliography of over 200 bibliographic sources
(books, scientific articles, sites, legislative documents), carefully selected to ensure the
appropriate substantiation of the content of the work. This includes relevant books and
articles, signed by recognized authors from domestic and foreign specialized literature. The
bibliographic sources reflect recent information and are oriented towards the most current

trends and developments in the fields studied.
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COMPREHENSIVE CONCLUSIONS: INDIVIDUAL
ERSPECTIVES, IMPACT AND CHALLENGES IN THE FUTURE
APPROACH

The success of the entities largely depends on the human resources they possess. In
turn, both the quality of the work performed, as well as the involvement in the processes
carried out, is greatly influenced by the motivation of the employees. The human resource
system (needs, values, degree of motivation) will determine individual and institutional
performance.

In the first chapter we presented the main features of the performing manager
(according to our vision). The characteristics related to innovativeness, optimism,
meticulousness, responsibility, criticism, objectivity, patience, orientation to the future, clarity
of thinking, adaptability (especially in front of the interlocutor's languages), discipline,
emotional balance and trust are on the list of a performant manager. He is a fine observer, he
believes in his own strength and in his team. The better a manager understands the behaviour
of subordinates, the more he will be able to influence their behaviour. In the current context,
managers have the mission to coordinate and correlate the economic performance of the
organization with the capacity and possibilities of the employees.

In the second chapter we described the performance evaluation process. This being
that permanent activity that gives the employees the opportunity to expose their aspirations
and hardships at work, de-tensioning possible conflicting relationships. In carrying out this
process, it is recommended to adopt a positive, constructive and future-oriented approach to
evaluation, rather than a negative, destructive or past-focused approach. The actual evaluation
carried out in the structures of the Border Police is based on a discussion (interview) between
the leader (evaluator) and the collaborator (evaluated). In conclusion, it is crucial that the
evaluation covers both the quantitative aspects, reflecting the level of performance of the
tasks, and the qualitative aspects, which include the difficulty of the tasks solved and the
approach used.

In the third chapter, we studied motivation and performance starting from the needs
of the institutions, analyzing the people responsible for human resources, implicitly the
managers of the Border Police. In order to understand the needs of the subordinates, managers
(commanders) must develop skills and abilities through which to perceive the reality of their
subordinates. We synthesized the ideas of the most significant existing motivational theories

and focused on the model proposed by Vroom. Through this model, the type of expected
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behaviour is determined, it is made known and an ethical system is built. This fair (not
equitable) system is based on the idea that individuals are different and therefore different
rewards will have to be used to motivate individuals differently. If the employees emphasize
external motivation, then emphasis is placed on promotion and salary. If the employees have
internal reward values, then changes are required in the nature of the job to make it
attractive. Another theory with applicability in the field of the analyzed institution was the
one proposed by Skinner (operant conditioning theory). Within it, two conditions must be
met: the stimuli must be clearly identifiable by the employees, and the performance must be
reflected in positive consequences and poor results in negative consequences. Achieving job
satisfaction is a success for the management system, strengthening its authority and influence
in the relationship with employees.

With regard to the typology of motivation, we focused on those that are also prevalent
in the structures of the Border Police: positive - negative motivation, intrinsic - extrinsic
motivation, and last but not least the one that is emphasized in the crisis caused by the Sars-
Cov virus -2: emotional and spiritual motivation. Appreciation and support can also be used
in ordinary work situations to highlight the progress of subordinates or to encourage their

future actions.

The qualitative research undertaken

In the framework of the qualitative research, the interviewees state that: "current
evaluations are quite formal, even if they want to include the entire activity of the employee
and objectively reflect his strengths and weaknesses, without bringing too much motivation to
the evaluated staff" . Unfortunately, at the level of the Romanian Border Police, there is really
no strategy to motivate the staff at a formal level, there is no emphasis on this, except for the
rewards provided in the Police Officer's Statute. Thus the role of the manager becomes all the
more challenging, being responsible for triggering the internal motivations of subordinate
team members, but also for maintaining and supporting motivating behaviour. The manager
can appeal to the employee's co-interest in what he is doing to increase his motivation and
apply a democratic or participative management style.

Due to the information collected through the interview, through which we found that
the evaluation of personnel from the Border Police structures is more formal and does not
determine a major influence on the level of employee’ involvement, we considered necessary
a larger volume of answers regarding the second hypothesis of research.. Thus, in the
framework of the questionnaire, in addition to detecting the existing level of motivation

among the personnel of the Border Police structures, the way of assessing the performances,
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the way of evaluating the staff and last but not least the perception regarding the Sars-Cov 2
virus in relation to the work.

Also through the qualitative research, we proposed and tested motivational strategies
that help to increase performance within the institution. These were fully accepted by the
interviewees from the structures of the General Inspectorate of the Sighetul Marmatie Border
Police. Thus, rewarding, creating a culture in which employees' results are appreciated,
flexibility, autonomy and reducing the level of stress, creating opportunities for professional
development were the strategies chosen as a priority by both categories of interviewees.
While recognizing the merits of the employees using social media platforms and giving
personalized gifts are preferred strategies of interviewees with management positions. While
introducing mobility programs globally; increasing the degree of transparency in professional

development, job security are strategies of the interviewees with an execution function.

The quantitative research undertaken

In the first part of the questionnaire, ten methods of motivation related to the
institution are tested, appreciated by the employees of the Border Police (presented in table
no. 1).

Table no. 1. Organizational motivation methods valued by Border Police employees

Current Tested motivation method Percentage of
Nomber agreement
1 permanent feedback of results and performance 70,48

2 acceptance of all team members 87,62

3 fair treatment of team members 87,14

4 career counseling provided by direct manager 81,90

5 support in identifying the potential of each team member 78,57

6 encouraging assertiveness 72,86

7 vivifying development 72,38

8 providing mentoring opportunities 71,43

9 encouraging networking 71,90
10 encouraging participation in the leadership process 70,48

Source: Prepared by the author

Motivational methods related to the institution appreciated by the employees of the
Border Police, fair treatment of all team members; career counselling provided by the direct

manager; support in identifying the potential of each team member; encouraging
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assertiveness; vivifying development; providing mentoring opportunities; encouraging
networking; encouraging participation in the leadership process.

It should be noted that, according to the information of the quantitative research, the
majority of respondents believe that:

v" the level of trust in other team members is highly developed (74.28%);

v" the level of satisfaction is developed or very developed within the institution they
belong to (64.28%);

v the material resources provided for carrying out the activity are at a high level of
development (68.10%);

v" physical security is an existing and developed factor in the daily activity of the
analyzed institution (66.19%);

v work-life balance is highly developed or developed within the institution of which
they belong;

v/ states that the level of responsibility in the institution is developed or very developed
(77.14%);

v" the institution has a developed or very developed degree of efficiency (72.85%);

v/ within the institution there is a developed level of stress (55.71%). We can state that
within the analyzed institution stress is felt at a developed level, something less gratifying for
the level of staff motivation;

v" there is a high level of risk in their institution (78.10%);

v" the analyzed institution has clearly defined objectives (68.09%);

v" there is a developed level of error acceptance within the institution (54.28%);

v" there is a developed level of human resources policy within the institution they belong
to (58.58%);

V" the analyzed institution's management inspires optimism (81.90%);

v" they feel motivated when the manager clearly establishes the objectives and gives
them the freedom to choose the methods of achieving them (80%);personalul institutiei
analizate se simte motivat cind managerul le recunoaste meritele si ii recompenseaza
(81,43%);

v" have a proactive and positive attitude in solving problems during daily activities
(84.76%);

v carry out a current activity in which they can make their mark and genuinely
contribute to change (78.57%).

v" employees feel much more motivated when managers, who evaluate their
performance, focus more on successes than on mistakes (88.10%).

At the same time, through the quantitative research, three more types of motivational

strategies were proposed that help to increase performance within the institution: to eliminate

working under pressure, awarding merits and titles, advancement in rank and position (which
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implies a higher remuneration and a recognition of merits).

Performance motivating factors were most active during the pandemic. Thus, for the
male respondents we have the following selection in descending order: receiving non-
monetary rewards (18%), a working environment that challenges me (16%), flexibility of the
working schedule (15%), the ability to inspire (14 %), the salary-performance correlation
(13%) and the professional satisfaction offered at the workplace (13%), the high salary level
(11%). Thus the first three factors chosen are related to non-financial motivation. On the other
hand, for the female respondents we have the following selection in descending order: high
salary level (25%), salary-performance correlation (18%), personal satisfaction offered by the
workplace (17%), inspiration capacity (16% ), working schedule flexibility (11%), a working
environment that challenges me (9% female), receiving non-monetary rewards (4%). Thus,
the first three factors that maintained the performance and motivation level of female
respondents during the recent pandemic were of the financial motivation type.

Thus, human resources, once motivated, both within some companies and within the
national public systems, most of the time cause a suitable and timely working environment for

the development of the society and implicitly the increase of the entity's performance.

The effect of the Covid 19 pandemic on the staff motivation

Therefore, in the context caused by the Sars-Cov-2 virus, we identified through the
interview the fact that the motivation of the staff is decreasing, because there are opinions that
claim that "at this moment of crisis, the management did not support the employee by
performing PCR tests, at the time of occurrence symptoms specific to COVID 19".

At the end of the quantitative research, we obtained the perception regarding the Sars-
Covid 19 virus in relation to the workplace (ie: the quality of the protective measures taken
and the provision of individual equipment, the safety in terms of the material provision of
protective equipment necessary for carrying out the activity in the institution - degree of
satisfaction, the level of information regarding workplace risks) and the impact of the recent
pandemic on employees’ motivation. Thus, the four criteria assigned in the questionnaire are
as follows:

v' Characterization of the quality of protective measures and provision of individual

equipment

The majority of respondents (62.38%) selected high marks such as 5, 6 and 7, to
support the idea that the quality of the implemented protection measures and the provision
of individual equipment are of high quality. At the same time, the grades of 2,3,4 are

selected by 37.62% of the respondents for highlighting an inferior quality of these
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protective measures and the provision of individual equipment.
v Protection and safety at work
Respondents' perception of the safety offered by the material endowment with
protective equipment necessary to carry out the current activity. Thus, the average value is
3.15 and the minimum value is 1 and the maximum value is 4. Thus, the degree of
satisfaction of the respondents with the existing material endowment within the institution is
high, the fact supported by the fact that the majority of respondents (60.48%) they are very
satisfied. However, 33.33% consider themselves dissatisfied, and 6.19% very dissatisfied.
v Information about workplace risks
The majority of respondents (78.58%) claim that they are sufficiently well informed
about the risks of the workplace, selecting scores of 8, 9 and 10. At the same time, the scores
of 2, 6 and 7 highlight the fact that 21.42% of the respondents consider themselves
insufficiently well informed about the risks of the recent pandemic. Thus, the degree of
satisfaction of the analyzed institution's staff regarding this information on possible risks is
edifying.
v' The impact of the motivation brought by the pandemic
The majority of respondents (84.81%) selected high scores such as 7, 8, 9 and 10 to
express their perceived high impact on personal motivation in the context of the pandemic.
However, 15.19% of respondents believe that the external crisis triggered by the Sars-Cov 2

virus had an extremely small impact on their activity and their mental state.

In table 2, we summarized the results of the validation of the researched hypotheses.
Table 2. The results of the research undertaken - hypotheses

The hypotheses of the thesis Verification method Validated/

invalidated

Hypothesis 1: Motivation is an important  Qualitative (interview Hypothesis

factor in increasing the performance of human question three) and validated

resources in the structures of the Border Police. quantitative (question 20

and 21) research

Hypothesis 2: The relativity of managerial Quialitative and Hypothesis

evaluations affects the level of border police quantitative research validated
involvement. (question 36.1)

Hypothesis  3: Motivation is a strategic ~ Quantitative research Hypothesis

lever for the creation of an optimal working (question 36.2) validated

climate in the activities carried out in the structures
of the Border Police.

Hypothesis 4: The performance appraisal — Quantitative research Hypothesis
system in the structures of the Border Police is (question 36.3) validated
influenced directly proportionally by the
motivation of the employees.
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Hypothesis 5: There is a statistically Qualitative research (5th  Hypothesis
significant correlation between the contextual interview question) validated
factors (the culture of the organization, the size of
the organization, the field of activity, the strategy
of the organization, other human resources
management practices) of the evaluation of the
employees in the Border Police structures and the
level of involvement in the professional activities.

Source: Prepared by the author

This research makes a substantial contribution in expanding the limited perspectives
of knowledge regarding the motivational orientation of staff members within the entities
subordinate to the Territorial Inspectorate of the Border Police and the ways in which this
materializes in a national context characterized by an economy in the process of
development. The findings obtained provide management with a valuable insight into
motivational processes allowing the adaptation of appropriate the motivational strategies.
These strategies can have a significant impact on retaining valuable employees.

By deeply understanding how different motivational factors affect generations in a
specific context of economic development, this research provides an innovative and original
perspective on the working environment. Thus, the results obtained have the potential to
contribute to the creation of more motivated and sustainable institutional environments, by
adapting management strategies and developing effective practices for retaining valuable
employees.

There are other personal contributions to the researched field. These include:

= Rigorous research and analysis of the most significant specialist papers and
scientific studies on employees’ motivation, providing a deep understanding of
motivational factors and associated strategies.

= Critical examination of the most important motivational theories and models,
highlighting that there is no single universally valid theory in this field. This open
and balanced approach contributes to the complex understanding of employee
motivation.

= |nvestigating the interdependence between motivation and job satisfaction,
emphasizing the reciprocal nature of this relationship. We highlighted that
motivation and satisfaction influence each other, identifying the interactions and
mechanisms through which these two aspects can reinforce each other.

= Analysis and understanding of the institutional environment in which the border
police officers in my study operate, bringing into discussion the specific factors and

the particular context in which they operate.
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= Development of an innovative research methodology to investigate the motivation of
employees within the Ministry of Internal Affairs. We established the clear
definition of the researched community, determined the sample size and selected the
appropriate sampling methods to obtain representative data.

= Creating, testing and using a questionnaire as the main data collection tool, ensuring
that the questions are relevant and that we obtain complete and valid information for
further analysis.

= Creating databases with the information collected through the questionnaire,
ensuring that the data is organized and accessible for further analysis and
interpretation.

= Capitalizing on the data collected by validating the questionnaires, processing,
analysing and interpreting the results. We used statistical methods and analysis
techniques to gain relevant insights and draw meaningful conclusions.

= Analysis and interpretation of the information collected from the respondents,
highlighting trends and models specific to the motivational situations of the
generations of employees in the system under analysis

= Capitalizing on the data collected by validating the questionnaires, processing,
analysing and interpreting the results. We used statistical methods and analysis
techniques to gain relevant insights and draw meaningful conclusions.

= Analysis and interpretation of the information collected from the respondents,
highlighting trends and models specific to the motivational situations of the
generations of employees in the system under analysis

= Proposing some strategies to motivate the staff from the institutions subordinate to
the Territorial Inspectorate of the Sighetul Marmatiei Border Police, considering the
results and conclusions obtained from our research. These proposals are aimed at
improving working conditions, professional stimulation and increasing employee
satisfaction.
Through these contributions, we bring new insights and understanding to the field of

employee motivation and the development of effective strategies to promote employee

satisfaction and engagement in organizations.
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|J CHALLENGES IN THE FUTURE APPROACH “

Analyzing the previously identified limitations, it is essential to recognize that the
presented scientific research can be improved and it is necessary to identify future research
directions that address these aspects. Thus, we propose the following suggestions:

. To improve the level of objectivity of the study, the development and use of
new and innovative research methods can be considered. These methods could involve the
use of advanced technologies such as electronic monitoring or real-time data collection
techniques to reduce subjectivity and obtain more accurate information.

. In order to obtain a more complete and representative picture, it is important
that the research be extended to other levels of the institutions within the Romanian Border
Police, not only within the county or region, but also at the national level. This would allow
a broader understanding of employee motivation and satisfaction in various contexts and
provide a more comprehensive perspective on the phenomenon

. An interesting extension of the study would be by including other countries,
with different economic levels, to carry out a deeper analysis of the influence of factors
such as the level of development or the social and political situation on employee
motivation. This would contribute to a more detailed understanding of motivation in diverse
cultural contexts and allow relevant comparisons between countries.

By addressing these future research directions, we can improve the quality and
relevance of the study, making significant contributions to the understanding of employee

motivation and the development of effective strategies in the field.
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Documente legislative:

185. Legea nr. 157/1996 privind prevenirea si combaterea migratiei ilegale: Aceasta
lege stabileste norme si mdsuri pentru prevenirea si combaterea migratiei ilegale si
reglementeaza activitatea Politiei de Frontierd in acest domeniu.

186. Legea nr. 362/2004 privind abrogarea Legii nr. 46/1994 pentru organizarea si
functionarea Politiei de Frontiera Romane: Aceasta lege a abrogat legea anterioara si a
reglementat aspectele organizatorice si de functionare ale Politiei de Frontiera.

187. Legea nr. 448/2006 privind protectia si promovarea drepturilor persoanelor cu
handicap: Desi aceasta nu este o lege specifica Politiei de Frontiera, aceasta reglementeaza
drepturile persoanelor cu handicap, inclusiv in contextul calatoriilor si trecerii frontierei.

188. Legea nr. 122/2006 privind azilul in Romania: Aceasta lege stabileste norme si
proceduri pentru acordarea si protectia azilului in Roménia si se aplica si in contextul
controalelor de frontiera efectuate de Politia de Frontiera.

189. Legea nr. 298/2008 privind organizarea si functionarea Politiei de Frontiera
Romane: Aceasta lege stabileste structura, competentele si functionarea Politiei de Frontiera
si clarificd rolul acesteia 1n asigurarea securitdtii frontierelor Romaniei.

190. Legea nr. 199/2010 privind regimul strainilor in Romania: Aceasta lege
reglementeaza regimul strainilor care intrd, tranziteaza sau raman in Romania si este relevanta
pentru activitatea Politiei de Frontiera in gestionarea controalelor la frontierele Romaniei.

191. Hotararea de Guvern nr. 140/2012 pentru aprobarea Strategiei nationale de
management integrat al frontierei Romaniei pentru perioada 2012-2016: Aceasta hotarare
stabileste strategia si obiectivele Romaniei in gestionarea si securizarea frontierelor, precum si
rolul Politiei de Frontiera in implementarea acesteia.

192. Hotararea de Guvern nr. 876/2014 privind stabilirea cuantumului taxelor
pentru actele de frontiera si trecere a frontierei de stat ale Romaniei: Acest act stabileste taxele
aplicabile pentru diversele servicii de trecere a frontierei si actele de frontiera emise de catre
Politia de Frontiera.

193. Hotararea de Guvern nr. 570/2015 privind Strategia Cadru Multianuala pentru
gestionarea frontierelor externe ale Uniunii Europene 2015-2020: Aceasta hotarare se refera
la strategia Uniunii Europene pentru gestionarea frontierelor externe, iar Politia de Frontiera a
Romaniei contribuie la implementarea acesteia la nivel national.

194. Hotararea de Guvern nr. 1045/2015 privind documentele de calatorie ale
cetatenilor romani: Aceasta hotdrare stabileste regulile privind documentele de calatorie
necesare cetatenilor romani pentru a traversa frontierele Romaniei si reglementeaza activitatea
Politiei de Frontiera in aceasta privinta.
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195. Regulamentul (UE) 2017/458 al Parlamentului European si al Consiliului din
15 martie 2017 de modificare a Regulamentului (UE) nr. 2016/399 Tn ceea ce priveste reteaua
Sistemului de Informatii al Schengen in legédtura cu datele de célatorie ale persoanelor cautate
sau disparute: Acest regulament modifica Regulamentul privind codul Uniunii cu privire la
regimul de trecere al frontierei si se referd la datele de calatorie ale persoanelor cautate sau
disparute, relevante pentru activitatea Politiei de Frontiera.

196. Hotararea de Guvern nr. 46/2018 pentru stabilirea criteriilor si conditiilor de
efectuare a controlului la frontiera de stat, precum si a formalitatilor specifice trecerii
frontierei de stat de catre persoane si mijloace de transport: Aceasta hotarare stabileste
criteriile si conditiile de control la frontiera de stat si reglementeaza formalitatile pentru
trecerea frontierelor de catre persoane si mijloace de transport.

197. Ordinul MAI nr. 210/2017 privind aplicarea Regulamentului (UE) 2016/399 al
Parlamentului European si al Consiliului din 9 martie 2016 privind codul Uniunii cu privire la
regimul de trecere al frontierei: Acest ordin detaliaza modul in care se aplicd regulamentul
Uniunii Europene privind trecerea frontierei si pune in aplicare masurile la nivel national.

198. Hotararea de Guvern nr. 1057/2019 pentru aprobarea Regulamentului-cadru de
organizare si functionare a Politiei de Frontiera Roméane: Acest regulament detaliazd modul in
care functioneaza Politia de Frontiera, stabilind atributiile si responsabilitatile personalului si
a altor structuri ale institutiei.

199. Legea nr. 362/2019 pentru modificarea si completarea Legii nr. 362/2004
privind abrogarea Legii nr. 46/1994 pentru organizarea si functionarea Politiei de Frontiera
Romane: Aceastd lege aduce modificari si completdri la Legea privind organizarea si
functionarea Politiei de Frontiera, actualizand si reglementand aspecte specifice.

200. Hotararea de Guvern nr. 204/2016 privind modificarea si completarea
Hotararii Guvernului nr. 1057/2019 pentru aprobarea Regulamentului-cadru de organizare si
functionare a Politiei de Frontiera Romane: Aceastd hotardre aduce modificari la
regulamentul-cadru care stabileste organizarea si functionarea Politiei de Frontiera.

201. Hotararea de Guvern nr. 529/2019 pentru aprobarea Normelor metodologice de
aplicare a Legii nr. 362/2004 privind abrogarea Legii nr. 46/1994 pentru organizarea si
functionarea Politiei de Frontiera Romane: Aceste norme metodologice ofera detalii
suplimentare si clarificdri cu privire la aplicarea Legii privind organizarea si functionarea
Politiei de Frontiera.

202. Conventia de aplicare a Acordului Schengen: Acesta este un document
international important, care stabileste norme si proceduri pentru eliminarea controlului la

frontierele interne ale statelor membre ale spatiului Schengen si pentru consolidarea
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controlului la frontierele externe comune, inclusiv in ceea ce priveste cooperarea intre Politia
de Frontiera din diferite state membre.

203. Legea nr. 55/2020 privind unele masuri pentru prevenirea si combaterea
efectelor pandemiei de COVID-19: Aceasti lege a fost adoptata de catre Parlamentul
Romaniei pentru a stabili masuri specifice in contextul pandemiei de COVID-19.

204. Hotdrarea Guvernului nr. 394/2020 privind declararea starii de alertd si
masurile care se aplicd pe durata acesteia pentru prevenirea si combaterea efectelor pandemiei
de COVID-19: Aceasta hotarare a Guvernului Romaniei a instituit starea de alerta si a stabilit
masurile aplicabile pentru prevenirea si combaterea pandemiei de COVID-109.

205. Ordonanta Militara nr. 1/2020 privind masuri de prevenire a raspandirii
COVID-19: Aceastd ordonantd militard a fost emisa pentru a reglementa masurile specifice in
timpul starii de urgenta sau a starii de alerta.

206. Ordinul Ministerului Sanatatii nr. 1.718/2020 pentru aprobarea Normelor de
aplicare a masurilor de prevenire a raspandirii COVID-19: Acest ordin ministerial a stabilit
norme si protocoale specifice privind prevenirea si gestionarea COVID-19 1n diverse medii si
contexte.

207. Hotédrarea Guvernului nr. 476/2020 privind prelungirea starii de alertd pe
teritoriul Romaniei: Aceastd hotarare a Guvernului a prelungit starea de alerta in Romania si a
stabilit noi masuri aplicabile pentru gestionarea pandemiei de COVID-19.

208. Legea nr. 136/2020 privind instituirea unor masuri in domeniul sdnatatii
publice in situatii de risc epidemiologic si biologic: Aceasta lege stabileste norme generale
privind sanatatea publicd si masurile aplicabile in situatii de risc epidemiologic si biologic,
inclusiv pandemia de COVID-19.

2009. Ordonanta de urgentd a Guvernului nr. 158/2020 privind instituirea unor
masuri in domeniul sanatatii publice In situatii de risc epidemiologic si biologic: Aceastd
ordonantd de urgenta a completat Legea nr. 136/2020 si a stabilit masuri suplimentare pentru
gestionarea pandemiei de COVID-109.

210. Ordinul Ministerului Sanatatii nr. 1.290/2020 pentru aprobarea Masurilor
generale de prevenire si control a infectiei cu virusul SARS-CoV-2 la locul de munca: Acest
ordin ministerial a stabilit masuri specifice pentru a preveni si controla infectia cu virusul
SARS-CoV-2 in mediul de lucru.

211. Ordinul Ministerului  Sanatatii nr. 1.814/2020 pentru modificarea si
completarea Anexei la Ordinul ministrului sanatatii nr. 1.290/2020 privind aprobarea

Masurilor generale de prevenire si control a infectiei cu virusul SARS-CoV-2 la locul de
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munca: Acest ordin ministerial a adus modificari la masurile generale de prevenire si control a
infectiei cu SARS-CoV-2 la locul de munca.

212. Decretul Presedintelui Romaniei nr. 195/2020 pentru prelungirea starii de
urgentd pe teritoriul Romaniei: Acest decret prezidential a prelungit starea de urgenta in
Romania si a stabilit noi masuri pentru gestionarea pandemiei de COVID-19.

213. Decretul Presedintelui Romaniei nr. 240/2020 privind instituirea starii de alerta
pe teritoriul Romaniei: Acest decret prezidential a instituit starea de alerta in Romania,
Tnlocuind starea de urgenta, si a stabilit noi masuri pentru combaterea pandemiei de COVID-
19.

214. Decretul Presedintelui Romaniei nr. 240/2020 privind declararea starii de
urgentd pe teritoriul Romaniei: Acest decret prezidential a declarat starea de urgenta n
Romaénia in contextul pandemiei de COVID-19 si a stabilit masurile care sa fie aplicate pe

durata starii de urgenta.
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