EcoNOMIE SocIALA, NR. 6/2022

131

MOTIVAREA RESURSELOR UMANE DIN ANTREPRENORIATUL
SOCIAL PENTRU PERFORMANTA

HUMAN RESOURCE MOTIVATION OF SOCIAL
ENTREPRENEURSHIP FOR PERFORMANCE

Contabil sef, Federatia Sindicatelor

OLGA

Chief Accountant, Trade Union

Angajatilor din Serviciile Publice PASHINSCHI Federation of Public Services

din Republica Moldova

Employees of the Republic of Moldova

Rezumat: in contextul actual al unei
economii bazate pe cunostinte, odata cu
constientizarea faptului ca resursele umane
constituie cel mai important capital pentru
orice oganizatie, raportul dintre motivare si
performantd In munca si tehnologiile infor-
mationale a devenit un subiect de maxim
interes pentru toate autoritatile publice si
companiile orientate spre succes. Scopul
major pentru care dorim sa avem angajati
motivati constad in asigurarea unei perfor-
mante mai bune la locul de munca si pentru
ca acest fapt depinde foarte mult de angajat,
trebuie sa intelegem de ce depinde perfor-
manta profesionala.

Cuvintele-cheie: antreprenor, motiva-
re, performantd, climat organizational, im-
bogatirea postului, cercuri de calitate.

Una dintre temele care au gene-
rat indelungi dezbateri in analiza
organizationala vizeaza modul de
intelegere si interpretare a cauzelor
ce determina actiunile si comporta-
mentul oamenilor In organizatii.

De-a lungul timpului, conceptului
de motivatie i s-au oferit diferite in-
terpretari, in functie de scopurile ce
au stat la baza analizei. Multe dintre

Summary: In the current context
of a knowledge-based economy, with
the awareness that human resources
are the most important capital for
any organization, the relationship
between motivation and job perfor-
mance and information technologies
has become a topic of great interest
to all public authorities and compa-
nies toward success. The main goal
for which we want to have motivated
employees is to ensure a better per-
formance at work and because this
fact depends a lot on the employee,
we must understand why profession-
al performance depends.

Key words: entrepreneur, moti-
vation, performance, organizational
climate, job enrichment, quality cir-
cles.

One of the topics that generat-
ed long debates in organizational
analysis concerns the way of under-
standing and interpreting the caus-
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teoriile motivatiei au fost dezvoltate
dintr-o perspectivd manageriala ce
accentua idea ca o mai buna cunoas-
tere a mecanismelor de motivare a
oamenilor ar permite dezvoltarea
unor stategii organizationale de “mo-
tivare” a angajatilor pentru cresterea
performantelor organizationale.

Organizatiile performante aso-
ciaza competitivitatea lor cu moti-
vatia salariatilor, cu nivelul inalt de
loialitate, integrare si participare a
acestora la activitatea organizatiei.

Scopul unui studiu motivational
este atat determinarea structurii
motivatiei angajatilor pentru a iden-
tifica problemele ce tin de motivatia
individului cat si proiectarea unui
sistem de rezolvare a acestui tip de
probleme in vederea optimizarii
performantelor individuale si orga-
nizationale.

Conceptul de motivatie poate fi
definit ca ansamblul fortelor interne
si/sau externe ce produc declansa-
rea, directia si permanenta compor-
tamentului unui individ cu scopul de
a atinge un anumit obiectiv sau altfel
spus motivatia declanseazd/dinami-
zeazd comportamentul unui individ,
ii faciliteazd adaptarea si ii orientea-
zd conduita.

Din perspectiva conducerii orga-
nizatiilor este necesara considera-
rea raporturilor dintre tipurile de
motive si performanta. Acestea tind
sa se orienteze in urmatoarele di-
rectii relevante pentru conducerea
organizatiilor[1, p.5] :

es that determine people’s actions
and behavior in organizations.

Over time, the concept of moti-
vation has been offered different
interpretations, depending on the
purposes that were the basis of the
analysis. Many of the motivation the-
ories were developed from a mana-
gerial perspective that emphasized
the idea that a better knowledge of
the mechanisms of motivating peo-
ple would allow the development of
organizational strategies to “moti-
vate” employees for increasing or-
ganizational performance.

High-performing organiza-
tions associate their competitive-
ness with employee motivation,
with their high level of loyalty, inte-
gration and participation in the or-
ganization'’s activity.

The purpose of a motivational
study is both to determine the struc-
ture of employee motivation in or-
der to identify issues related to in-
dividual motivation and to design a
system for solving this type of issue
in order to optimize individual and
organizational performance.

The concept of motivation can
be defined as the set of internal and/
or external forces that produce the
initiation, direction and permanence
of an individual’s behavior with the
aim of achieving a certain objective,
or in other words, motivation trig-
gers/ invigorates an individual’s be-
havior, facilitates his adaptation and
guides his conduct.
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- Motivatiile intrinseci conduc la
performante mai mari si mai sta-
bile In timp decat motivatiile ex-
trinseci;

- Motivatiile extrinseci pozitive
sunt mai eficiente productive si
uman decat cele extrinseci nega-
tive;

- Autocontrolul constient si per-
manent al persoanei joaca un rol
important in producerea si men-
tinerea unei stari optime;

- Performantele in munca tind sa
creasca In conditii de concordan-
ta a orientdrilor motivationale
specifice membrilor unui grup de
munca.

Pentru a functiona si a fi viabile
intr-o lume competitiva, organizatii-
le trebuie sa isi motiveze oamenii sa
faca urmatoarele lucruri[2, p.17]:

- Sa se alature organizatiei si sa ra-
mana in ea.

- Sa indeplineasca sarcinile pentru
care au fost angajati

- Sa adopte un comportament cre-
ativ, spontan si inovativ.
Echipelor manageriale din orga-

nizatii le revine dificila sarcina de

a gasi cele mai inteligente parghii

de motivare a angajatilor sai, astfel

incat acestia sa doreasca inalta per-
formanta la nivel de individ, grup si
organizatie.

Preocuparea  managementului
organizatiilor privind identificarea
modalitatilor de crestere a perfor-
mantelor angajatilor are in vedere
alcatuirea de programe de motivare,

From the perspective of the or-
ganization'’s management, it is nec-
essary to consider the relationships
between the types of motives and
performance. They tend to orient
themselves in the following relevant
directions for the organization’s
management [1, p.5]:

- Intrinsic motivations lead to
higher and more stable perfor-
mances over time than extrinsic
motivations;

- Positive extrinsic motivations are
more productive and humane
than negative extrinsic ones;

- The conscious and permanent
self-control of the person plays
an important role in producing
and maintaining an optimal state;

- Work performance tends to in-
crease under conditions of con-
cordance of the specific mo-
tivational orientations of the
members of a work group.

In order to function and be viable
in a competitive world, organiza-
tions must motivate their people to
do the following things [2, p.17]:

- To join the organization and to
remain in it;

- To fulfill the tasks for which they
were hired;

- To adopt a creative, spontaneous
and innovative behavior.
Managerial teams in organiza-

tions have the difficult task of find-

ing the most intelligent levers to
motivate their employees, so that
they desire high performance at the
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prin metode si tehnici salariale si

nonsalariale perfect adaptate ne-

voilor si situatiei specifice ale orga-
nizatiei, dar si structurii motivatio-
nale a angajatilor.

Dintre cele mai cunoscute si uti-
lizate metode de salarizare prefe-
rentiale ce vizeaza motivarea anga-
jatilor pentru performanta se pot
mentiona :

- Piece work - urmareste remune-
rarea cu suma fixa pe unitate de
produs, utilizata aproape exclu-
siv In cazul angajatilor sezonieri.
Aceasta metoda are o aplicabili-
tate limitata.

- Bonus plan - semnifica o retri-
butie orara standard pentru un
nivel standard al performantei.
O crestere a performantei peste
acest nivel determind o majorare
progresiva, proportionala sau re-
gresiva a retributiei.

- Salariile de merit - constituie o
metoda de stimulare a motivati-
ei pentru performanta ce presu-
pune cresteri salariale periodice
in afara de cele corespunzatoare
vechimii sau indexarii inflatiei,
bazate pe evaluarea subiectiva a
performantelor angajatilor. Meto-
da poate fi aplicata doar daca per-
formantele sunt usor masurabile
sau cand calitatea managementu-
lui este ridicata.

- Share option - vizeaza drep-
tul de a cumpara sau de a vinde
actiuni In conditii preferentiale.
Achizitionarea de actiuni de catre

individual, group and organizational

level.

The concern of the organization’s
management regarding the identifi-
cation of ways to increase the per-
formance of employees has in mind
the creation of motivation programs,
through salary and non-salary
methods and techniques perfect-
ly adapted to the needs and specif-
ic situation of the organization, but
also to the motivational structure of
the employees.

Among the most known and used
preferential salary methods aimed
at motivating employees for perfor-
mance, the following can be men-
tioned:

- Piece work - follows the remu-
neration with a fixed amount
per unit of product, used almost
exclusively in the case of season-
al employees. This method has a
limited application.

- Bonus plan - means a standard
hourly rate of pay for a standard
level of performance. An increase
in performance above this level
determines a progressive, pro-
portional or regressive increase
in remuneration.

- Merit salaries - is a method of
stimulating the motivation for
performance, which involves pe-
riodic salary increases apart from
those corresponding to seniority
or inflation indexation, based on
the subjective evaluation of the
employees’ performances. The
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angajati determind: o mai mare
participare si implicare a anga-
jatilor in atingerea obiectivelor
organizatiei, sporirea atasamen-
tului fata de valorile organizatiei,
cresterea performantelor.

- Recompense pe termen lung -
sunt acele recompense ce au ca
scop pastrarea celor mai buni an-
gajati si se atribuie doar acelora
ce obtin performante deosebite
in mod repetat, au o preocupare
pentru dezvoltare personala con-
tinua si demonstreaza o perioada
de fidelitate de minim 3 ani fata
de organizatie.

Metode si tehnici non-salariale
de motivare

Alaturi de pachetul de recompen-
se materiale ce ar trebui oferit de
orice organizatie ce doreste sa aiba
oemeni performanti, organizatiile
au experimentat aplicarea unor pro-

grame de motivare ce cuprind si o

serie de metode si tehnici non-sala-

riale. Acestea sunt[3, p.44]:

1. Asigurarea unui climat or-
ganizational pozitiv

Un climat organizational care sa
se dovedeasca compatibil cu un tnalt
grad de motivatie presupune si acti-
uni novatoare reale. Asigurarea unui
climat organizational pozitv duce
la imbunatatirea performantelor,
cresterea calitatii, construirea unor
echipe de lucru motivate pentru
performantd, obtinerea avantajului
concurential pe piata.

method can be applied only if the
performances are easily measur-
able or when the management
quality is high.

- Share option - refers to the right
to buy or sell shares under pref-
erential conditions. The pur-
chase of shares by employees
determines: greater participation
and involvement of employees
in achieving the organization’s
objectives, increased attachment
to the organization’s values, in-
creased performance.

- Long-term rewards - are those
rewards thataim to retain the best
employees and are awarded only
to those who repeatedly achieve
exceptional performance, have a
concern for continuous personal
development and demonstrate
a period of loyalty of at least 3
years towards the organization.
Non-salary motivation meth-

ods and techniques
Along with the package of materi-

al rewards that should be offered by
any organization that wants to have
high-performing people, organiza-
tions have experienced the applica-
tion of motivational programs that
also include a series of non-salary
methods and techniques. These are

[3, p.44]:

1. Ensuring a positive organi-
zational climate

An organizational climate that
proves to be compatible with a high
degree of motivation also requires
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2. Managementul prin obiec-
tive

Reprezintd un sistem dinamic
prin care se asigura compatibiliza-
rea obiectivelor generale ale orga-
nizatiei cu cele individuale ale anga-
jatilor, acest fapt ducand la cresterea
motivatiei si participarea acestora la
realizarea obiectivelor generale ale
organizatiei. Aceasta metoda poate
motiva angajatii prin participarea
lor la decizile manageriale, contri-
buind la dezvoltarea comunicarii in-
terpersonale In cadrul grupului.

3. [mbogitirea postului

Aceasta metoda consta In:

- autonomie (executia sarcinilor in
felul propriu al angajatului, con-
tand rezultatul);

- sistem de feed-back (angajatul isi
evalueaza si cunoaste direct cat
de bine e facuta treaba sa);

- varietatea abilitatilor si cunostin-
telor puse in valoare la executia
muncii;

- identitatea sarcinii executate,
asupra careia angajatul 1si asuma
responsabilitatea.

4. Atractivitatea muncii

0 munca interesanta si incitanta
poate constitui un puternic factor
motivator pentru multi angajati.

5. Participarea la luarea deci-
ziei - management participativ

Aceasta metoda cuprinde activi-
tati variate in cadrul carora angajatii
de la nivelurile ierarhice inferioare
impart o parte importanta din acti-

real innovative actions. Ensuring

a positive organizational climate

leads to improving performance,

increasing quality, building work
teams motivated for performance,
obtaining a competitive advantage
on the market.

2. Management by objectives

It represents a dynamic system
through which the general objec-
tives of the organization are ensured
to be compatible with the individu-
al ones of the employees, this fact
leading to the increase of motivation
and their participation in achieving
the general objectives of the orga-
nization. This method can motivate
employees through their participa-
tion in managerial decisions, con-
tributing to the development of in-
terpersonal communication within
the group.

3. Enriching the work

This method consists of:

- autonomy (execution of tasks in
the employee’s own way, count-
ing the result);

- feed-back system (the employee
evaluates himself and knows di-
rectly how well his work is done);

- the variety of skills and knowl-
edge used in the work execution;

- the identity of the performed
task, for which the employee as-
sumes responsibility.

4. The attractiveness of work

An interesting and exciting work
can be a strong motivating factor for
many employees.
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vitatea decizionala cu superiorii lor

imediati.

Introducerea  managementului
participativ In organizatii are efecte
asupra performantelor organizatiei,
in sensul ca duc la:

- promovarea celor mai eficiente
metode si tehnici de munca;

- cresterea atractivitatii muncii;

- motivatie crescuta;

- Imbunatatirea calitatii produse-
lor si serviciilor;

- promovarea autoconducerii;

- cresterea calitatii actului decisio-
nal;

- dezvoltarea profesionala a anga-
jatilor.

6. Cercuri de calitate

Avand in vedere dezvoltarea cul-
turii organizationale prin crearea
unui climat de munca favorabil, im-
plicarea totala a angajatilor, un nivel
al motivatiei si schimbarea stilului
de management, prin patrunderea
elementelor de management parti-
cipativ, cercurile de calitate, folosite
ca metoda de motivare nonsalariala,
determinda numeroase consecinte
favorabile asupra performantelor la
nivel de organizatie si angajat, cum
sunt:

- ajuta managementul de varf sa fie
in comtact permanent cu ceea ce
se intampla la nivelul inferior;

- angajatii se simt mai motivati
deoarece participa la rezolvarea
problemelor;

- managerii se simt mai motivati
deoarece vad interesul subordo-

5. Participation in decision
making - participatory manage-
ment

This method includes various ac-
tivities in which employees from the
lower hierarchical levels share an
important part of the decision-mak-
ing activity with their immediate su-
periors.

The introduction of participative
management in organizations has
effects on the organization’s perfor-
mance, in the sense that they lead to:
- promoting the most effective

work methods and techniques;

- increasing the work attractive-
ness;

- high motivation;

- improving the quality of products
and services;

- promoting self-driving;

- increasing the quality of the deci-
sion-making act;

- professional development of em-
ployees.

6. Quality circles

Considering the development of
the organizational culture through
the creation of a favorable work cli-
mate, the total involvement of em-
ployees, a level of motivation and
the change of management style,
through the penetration of par-
ticipative management elements,
quality circles, used as a method of
non-salary motivation, determine
numerous consequences favorable
on organizational and employee
performance, such as:
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natilor fata de organizatie si nu
trebuie sa solutioneze singuri
problemele;

- se amplifica fluxul informational;

- se imbunatateste comunicarea;

- angajatii se simt mai importanti
si implicati direct in luarea deci-
ziilor.

7.  Grupuri autonome

Grupurile de munca autonome

asigura o viziune de ansamblu asu-
pra sarcinii, 0 mai mare autonomie
si libertate de decizie, feed-back di-
rect, o distanta ierarhica mai mica,
flux informational mai rapid si o
comunicare mai eficientd, axata pe
sarcing, dar si o responsabilizare
crescuta. Aceasta metoda corespun-
de perfect tendintei generale de des-
centralizare a organizatiilor mari
tocmai fiindca aceste grupuri accen-
tueaza simtul de responsabilitate si
in cadrul lor se realizeaza delegarea
de autoritate.

- helps top management to be in
constant touch with what is hap-
pening at the lower level;

- employees feel more motivated
because they participate in solv-
ing issues;

- managers feel more motivated
because they see subordinates’
interest in the organization and
they don’t have to solve issues by
themselves;

- the information flow is amplified;

- the communication is improved;

- employees feel more important
and directly involved in deci-
sion-making.

7. Autonomous groups

Autonomous work groups pro-

vide an overview of the task, greater
autonomy and freedom of decision,
direct feed-back, a smaller hierar-
chical distance, faster information
flow and more effective communi-
cation, focused on the task, but also,
with an increased responsibility.
This method perfectly corresponds
to the general trend of decentraliza-
tion of large organizations, precisely
because these groups emphasize the
sense of responsibility and within
them the delegation of authority is
carried out.
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