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It is well known that the people of a company are a strong resource for business and that the 

human resource function is valuable in assisting the workforce in order to accomplish the 

objective of the company. 

The productivity of a company is strongly related to its people and its strategies. Therefore, a 

powerful human resources management system has started to develop in Romania as well. The 

people that are hired in companies bring along a wide range of qualifications, abilities and 

knowledge, which might as well be useless to the company needs. Some of them identify with the 

company and are motivated in helping reaching goals, while others see the company as a vehicle 

meant to satisfy their own targets. 

This paper touches upon the importance of human resources motivation when it comes to 

accomplishing individual performances and, implicitly attaining organizational performances. 

Many human resources scientific researchers have discussed the subject of human resources 

motivation, have sought to understand what prompts people and how they have been motivated. 

The question ‘Why do we need motivated employees?’ is so often asked by chairmen. Motivated 

employees help the business survive and they are more productive. When aiming at efficiency, 

managers must understand what motivates the employees, according to their tasks. Of all the 

functions of a manager, motivating human resources is probably the most complex. 
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1. Introduction 

As early as 1960, John Kenneth Galbraith was pointing at the importance of human resources 

compared to the technical resources: “Should machines represent the decisive aspect, the social 

arrangements that help us develop our infrastructure and the equipment are those of prime 

importance. But if people are the ones that matter, our first concern should be creating those 

arrangements that help conserve and develop personal talents.” (Niţă 2010: 17) 

During the period between the end of the year 1970 – the beginning of the year 1980, the term 

personnel was known under various names, but at the beginning of the year 1980 the term 

“human resources” department has started to take shape. This change has proven the 

acknowledgement of the fact that employees are important resources, not just simple employees 

that occupy certain functions. This change has also admitted to the fact that employees are not 

mere costs, but vital income and profit sources. In very many companies this change has been 

rather symbolic, since many managers have remained skeptical about the added value brought 

about by managing human resources. For example, in his book, The Human Equation, Jeffrey 

Pfeffer (1988) reports that only approximately half of the CEOs believe that human resources 

truly matter.  This issue may be partly explained by the fact that human resources investments 

(such as training sessions or stimulation programs) may be extremely visible, while the results of 

these investments can be rather difficult to measure (Liu et al.2007: 504). 

Human resources represent an extraordinary human potential, which needs to be understood, 

motivated or stimulated for an in-depth involvement of the employees in reaching organizational 

goals. From this point of view, the individual, through its structure, mentality and culture, forms 

into a biological entity that will always represent the vast ‘unknown’. (Manolescu 2007: 37). 
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Modern human resources management concepts are based on various research directions of this 

issue. During the last hundred years, the rank of human resources management in the managerial 

system has changed repeatedly, sometimes even undergoing radical transformations. The visions, 

approaches and theoretical principles of scholars and practitioners from this field have been 

reconsidered. Presently, especially human resources are strongly emphasized in scientific, 

methodological and applied studies in the field of management, unlike terms such as ‘work 

resources’, ‘workforce’, ‘wageworker’, which have been more popular in the past. This position 

has nothing to do with a certain trend and it is not merely a scientific terminology juggle, but a 

present imperative and it was crystallized by thorough researches, based on worldwide 

experience, the characteristic of the national human resources management. The national and 

foreign practices have known various stages in the conceptual approach of the productive person, 

so that nowadays, we can definitely state that approaching a person from the point of view of its 

efficiency is unique and of future importance. 

 

2. The necessity of human resources motivation 

On an individual, organizational and national level, productivity has extremely important 

implications for the spirit of competition of the company. The company can cope with the 

changes required by competitiveness and progress only by orienting the efforts of the managers 

towards motivation and satisfaction of the employees. In order to succeed in the activity provided 

by subordinates, managers must be good commanders of the motivation process (Certo 2002: 

465). 

Of all the human resources processes that can be developed within companies, the motivation 

process occupies a central place since all the others derive from its healthy functioning, to a 

certain extent. Motivation is the inner state that determines a person to act in a way that ensures 

the accomplishment of all the objectives. (Rudolph and Kleiner 1989: 1-4). In other words, 

motivation explains why people act the way they do. 

In the management of the company, the true meaning of the actions and behavior of the 

employees cannot be discovered without knowing the motives that has triggered them. This 

accounts for the frequency of the questioning of the motives behind our and others’ decisions. 

Knowing the motives does not only help enhance action efficiency, understand motives that 

generate a certain behavior, but it also helps us acknowledge its moral value. 

Why is motivation important? Between motivation and performance there is a relationship of 

interdependence. Unlike money, raw material or other production factors, people mean much 

more to the company. Their need and value systems, their motivation and satisfaction degree will 

always determine individual and organizational performance. In fact, no company can exist 

without the human resources that shape it. But paradoxically, people are also the only factor that 

can act against organizational purposes. Company owners are often blinded by profit and 

consider human resources less important, forgetting that profit can grow if employee motivation 

and satisfaction grows. The costs of this objective are smaller than the losses caused by 

unsatisfied employees. 

The role of motivation is not solely that of making people work, but that of making them work 

well, that of determining them to make full use of their physical and intellectual resources. Where 

there is motivation, there is productivity and performance and the people are grateful. In other 

words everybody wins. Motivation is crucial not only to the organizational success, but to the 

success in each department, project or plan and it undisputedly represents one of the most 

important fields of responsibility. 

The prestige companies that have learned the lesson regarding “how we can turn human 

resources into a force” in good time are now at the top of economical development and apply 

entrepreneurial strategies in the human resources management and stay among competitive 
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companies, year after year. This is why it is important to consider the human factor before the 

competitors discover its weaknesses.  

Why is it important to motivate employees? Nowadays, in this tough economy, it is very 

important to have a motivated workforce, even more important than ever. A motivated employee 

is a productive employee and a productive employee is a profitable one! When people are not 

motivated they become less productive, less creative and stop showing interest for the company. 

Why is human motivation so important? So that you can continue your activity! 

 

3. The principles of the motivational theory 

Managers are more and more preoccupied with motivation in their work, especially since 

employees demand acknowledgement and involvement in the need fulfillment, without the 

external authority and control to have the impact it used to. First of all, in order to explain 

motivation, we need to try to understand the “whys” of behavior. “Why does an individual act 

one way or another?”; “Why does the individual stop doing a certain thing even if it is 

necessary?”; “Why is it that the same motive can trigger different behaviors?” (Mathis et al. 

1997: 39). Many scientific researchers have tried to answer these questions by investigating the 

mechanisms of human psychology, founding motivational theories. Motivational theories differ 

among themselves according to how they explain behavior through motivation content or through 

determined psychological processes. Most of these theories can be divided in three basic types: 

content theories, process theories and strengthening theories. 

Content theories identify factors that incite or trigger the motivational behavior. These gravitate 

around a larger or smaller set of needs, which underlie behavior. 

The process theories regard factors that direct the behavior. These refer to perspective systems 

and look for interaction patterns of more variables that together shape behavior. Therefore, 

process theories focus on the interaction of the person with the environment, laying emphasis on 

understanding the decisional process that underlies behavior. 

The strengthening theories refer to the factors that determine the repetition of a behavior. 

 

Table no. 1. Classification of motivational theories (Mathis et al. 1997: 40) 

Categories Characteristics Theories Examples 

Content 

theories 

Refer to factors 

that incite or 

trigger the 

motivational 

behavior 

- Hierarchy of needs; 

- Theory X 

and Theory Y; 

- Dual factors; 

- ERG (ERD). 

Motivation through 

money, social status and 

accomplishments 

Process 

theories 

Refer to factors 

that direct the 

behavior 

- Expected 

performance; 

- Porter-Lawer; 

- Equity; 

- Setting goals. 

Motivation through the 

inner urge of the 

individual towards work, 

performance and  

recognition 

Strengthening 

theories 

Refer to the factors 

that determine the 

repetition of a 

behavior 

- Operant 

conditioning 

Motivation through 

rewarding a certain 

behavior 

 

 

The motivational process is based on a series of needs that signal the existence of a deficit at the 

individual level. For example, if a worker is dissatisfied with his/her salary, this deficit causes a 

need at an individual level. In order to satisfy this need, the worker has more options: he/she can 
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ask for a salary increase, he/she can work harder in order to prove he/she deserves a salary 

increase or he/she can look for another work place. 

Although there still are ‘old-fashioned’ employers that believe that offering too many advantages 

means a costly investment for the budget of the company, the reality is totally different: 

motivating human resources does not involve high costs, on the contrary. 

The manager has to make sure that each employee is motivated so that, in this way, the manager 

will know that the employee in question is also productive. In other word is accepted from the 

beginning that employees have various needs that must be satisfied. The fact that a person is 

motivated by money is not less honorable than the fact that someone is motivated by the 

opportunity of getting better qualifications. 

Human resources underlie the competitiveness of a company and its subsequent prosperity. They 

represent one of the most important values of a company and the efficient human resources 

management is essential for the success of a company in the present context. 

It is worth making efforts in order to have motivated employees. They ensure: 

- enhanced quality of the offered products and services; 

- greater effort to please the manager; 

- positive attitude towards the company; 

- better observance of deadlines; 

- low personnel fluctuation; 

- small absenteeism rates; 

- creativity and assuming of responsibilities. 

Approaches in understanding motivation are different because some theoreticians have developed 

their own opinions with regard to motivation. They have approached motivation starting from 

different points of view, from ideas determined by the social conditions of the time. None of the 

approaches can be considered the correct one. Each contributes to the understanding of the 

human behavior and each has its limits. 

Many of the theories and motivation patterns are difficult to apply by the managers. The most 

frequent procedures form a reward system within a company, a reward system which represents 

the official mechanism for defining, assessing and rewarding the performance of the employees 

(Chaşovschi and Albu 2006: 28). 

In conclusion, it can be stated that in the future, an educated, motivated and modernly managed 

workforce will be strategically beneficial in any field. As a consequence, only those companies 

that will prove to be capable of ensuring an adequate and inspired management and that will offer 

an attractive image will be able to be of interest to a well-prepared workforce. Once aided by 

employees with a proper level of training, quantifying, enhancing and maintaining human 

resources will fall under the responsibility of the managers on all levels. 

 

4. Rewarding the human resources performance 

Rewarding the human resources is one of the most important functions of a company and, 

therefore, a main priority for the human resources management. People look for work places, 

mainly to make a living. They expect a good salary and benefits in exchange for their work. 

Having a properly satisfied work force has a circular impact, since, if employees are happy with 

their rewards, they will be more productive and the company, in its turn, will enjoy more 

benefits. When the employees are not happy with their rewards, they are less productive and the 

company is held back. Developing an equitable rewarding program is therefore extremely 

important for all companies, but there is also talk of a social impact. People depend upon their 

work to make a living and their involvement in the society represents a direct impact on the way 

in which their word is being rewarded. 
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Many employers consider monetary reward to be the only one motivating the employees. But if 

the owner raises the salaries and the employees are still not motivated, this means something is 

wrong in certain aspects.  

One of the concerns of scientific researchers from the field of the human resources is that of 

determining what exactly motivates them to work harder. 

A reward system reflects what the company cherishes and why it is willing to pay for the aspects 

in question. Wanting to offer proper rewards and sending a message to everyone about what is 

considered important in a company underlies the system. 

In a company, the performance is also influenced by the way in which rewards are being used. As 

well as other markets, the labor market has its buyers and its sellers. The economic factors that 

act on the external labor market are determinants for the wage levels. 

A correct reward management takes into account the philosophy, politics, plans and processes 

used for maintaining and developing rewarding and, implicitly, motivation systems. On the one 

hand, reward as a process supports the economic strategy planning of the company and is 

integrated with other strategies, especially with those that regard human resources development. 

On the other hand, it focuses on developing abilities and competences among employees in order 

to enhance resources organizational capability. 

According to the researchers and to the managerial practice, in order for a reward or a work result 

to act like an efficient motivator, the following essential requirements must be observed (Sasu 

2007:10): 

- the person in cause must wish for the reward, otherwise it will certainly not become a 

motivating factor; 

- the person must be convinced that his/her additional effort will lead to performance increase, 

which must not be prevented by factors that he/she cannot control; 

- the person must be convinced that his/her increased performance will bring him/her, as a result, 

the reward he/she wants. The connection between the additional effort, reaching a superior 

performance and receiving the reward must be clear, direct and strong or, at least perceived in 

this way. 

 
5. Measuring human resources performance 

If the human resources that define the company are characterized by satisfactory knowledge and 

competences, the company generates proper conditions for its durable development. But if the 

human resources that define the company are not characterized by satisfactory knowledge and 

competences, then the company generates conditions for stagnation or even bankruptcy.  

These aspects lead us to strongly affirm that the human resource is extremely important for the 

company. The decision makers of a company must pay special attention to this field in this 

macro-social context of the conceptual reshaping of human resources and their strategic role 

within the company. 

The employee represents the modern man/woman, constrained by his/her life conditions and has 

ceased to make philosophical assumptions, trying to accomplish as much as possible. Therefore, 

a specific set of capabilities and qualities, which are reflected in the work result and in the 

individual professional performance, underlies each employee. 

When it comes to evaluating employees it is necessary to establish the most adequate assessment 

criteria of individual performance, i.e. the complex of features that guarantees for professional 

success. Limiting these criteria to the dimension of the professional performance is a complex 

issue, often imbued with uncertainties and subjectivity, which makes failures quite frequent. 

Measuring the individual professional performance represents a necessary and rightful action 

with personal as well as collective implications. When it is not perceived in a positive way and it 

seems a mechanical action at the end of each year, influenced by the results from the last period, 

the evaluation will prove to have a detrimental impact upon the future activity of the collective. 
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Determining the individual professional performance at the end of a certain period of activity 

represents a balance sheet, a source of information towards which we cannot be indifferent and 

which triggers questions and influences individual and organizational decisions. This is why the 

measurement of individual performance needs to be objective and entails great responsibility. 

Practically, the performance of an employee is successfully measured in a certain professional 

activity when the correct instrument is used. Therefore, a certain present stage of the professional 

success, which in time will reach a different level, is determined. The dynamic character of the 

individual performance is a reality that should not be neglected. 

The incorrect measurement o individual performance leads to the establishment of a negative 

climate which has a detrimental impact upon productivity due to unfulfilled targets and work 

tasks and due to the bad quality of products, works and services. The negative work climate is 

characterized by high lateness and absenteeism rates, inobservance of tasks and deadlines, etc., 

which ultimately leads to a high personnel fluctuation rate. 

When having to assess their personnel, managers may do so with or without discernment. 

Imprecise personnel evaluation represents a cause of future failure. For example, considering 

everyone ‘very good’ leads to demotivation of the ones that are truly very good, for the fact the 

result of their work is considered equal to that of the mediocre employees, which, in turn, will 

consider they have worked hard enough and can therefore reduce their effort. 

 
6. Conclusions 

The performance of the companies has nowadays become a major attribute of the employees, of 

the existent human resources, respectively. The success, meaning the degree of competitiveness 

and the profit of the companies depend mostly upon the human resources management, 

motivation and upon the degree of involvement of the employees. Under these conditions, it is 

necessary that the manager proves to be concerned with assessing and training quantitative and 

qualitative development regarding human resources, in the present and in the future, so that they 

are adapted to the development and variety of products and services offered by the company. 

In order to understand motivation, managers must first understand the motives which trigger a 

certain individual behavior and certain reactions in threatening situations or the motives which 

have a certain influential impact. Motivation is an internal process, not an imperative that can be 

imposed from the outside. 

Managers must understand motivational strategies, the way in which these succeed or fail based 

on how they manage to influence the internal motives of the employees. The theories of human 

needs give us an insight to what motivation means. According to Maslow, certain internal needs 

are located closer to the base of a personal hierarchy than others and people aim at satisfying 

certain needs located on higher levels only after the basic needs are fulfilled. Therefore, manages 

must provide opportunities for self-fulfillment or the employees will be unmotivated.  

Managers are permanently concerned with the way in which they can motivate their employees to 

work better, considering the idea that a manager can take measures that will have an impact upon 

the quantity and quality of the employees’ performance. For example, a manager concerned with 

determining the employees to produce more, may be interested in determining the enhancement 

of the quality of their work or in convincing them to spend less time resting and more time 

thinking about their work and careers. 

The power to change ones behavior is in the hands of the person whose behavior the 

administration tries to change; motivation is therefore a process that takes place inside of a 

person. The manager needs to find a strategy to reach the inner state of the employee, 

determining him to be motivated, to act according to his/her own feelings. Even though managers 

often ask themselves how they can motivate someone, they are not the ones that motivate the 

employees. People are motivated or demotivated according to their inner state. In trying to 
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influence this inner state, the best approach managers can choose is trying to influence people’s 

motivation. 

If all companies from a field have similar technologies, the company that handles the motivation 

issue the best, is the one to be ahead. If employees on all levels are motivated to stay in the 

company, do their job at the highest efficiency level possible and try to work things out the best 

way they can, that company will be more efficient than the ones with lower performances, where 

no one tries to be innovative or to find ways of increasing the performance level. 

 
Acknowledgements 

This article is a result of the project „Creşterea calităţii şi a competitivităţii cercetării doctorale 

prin acordarea de burse”. This project is co-funded by the European Social Fund through The 

Sectorial Operational Programme for human Resources Development 2007-2013, 

POSDRU/88/1.5/S/49516, coordinated by the West University of Timişoara in partnership with 

the University of Craiova and Fraunhofer Institute for Integrated System and Device Technology 

– Fraunhofer IISB 

 

References 

1. Certo Samuel. Modern Management. Bucureşti: Editura Teoria, 2002; 

2. Chaşovschi, Carmen and Albu, Otilia. Motivaţia resurselor umane – de la teorie la practică. 

Suceava: Analele Universităţii „Ştefan cel Mare”, 2006; 

3. Liu, Yongmet, Combs, James G., Ketchen, David J., Duane Ireland. The value of human 

resource management for organizational performance. Indiana University: Business Horizons, 

2007; 

4. Manolescu, Aurel. Resursele umane în cadrul organizaţiei. Bucureşti: Revista Raporturi de 

muncă, 2007; 

5. Mathis, Robert L., Nica, Panainte C., Rusu, Costache. Managementul resurselor umane. 

Bucureşti: Editura Economică, 1997; 

6. Niţă, Paraschiv. Capitalul intelectual, o avere ascunsă a organizaţiilor, necuprinsă în situaţiile 

financiare. Bucureşti: Revista CECCAR – Contabilitatea, expertiza şi auditul afacerilor, 2010; 

7. Rudolph, Philip and Kleiner Brian H. The art of motivating employees. Journal of Managerial 

Psycology, 1989; 

8. Sasu, Horaţiu. Eficienţa recompenselor salariaţilor. Bucureşti: Revista Raporturi de muncă, 

2007. 

  


